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Abstract 
The success of the project is always a big thing that the organizations are interested to know before they are able to achieve some strategic goals and reach a competitive advantage. The way you manage a project and employee related factors affect the outcome of the project. The problem of this research is to examine the use of transformational leadership (TL), transactional leadership (TRL), job satisfaction (JS) as variables affecting project success (PS) with job satisfaction (JS) as the mediator. This study is based on literature of leadership and organizational behaviour that indicates that good leadership and positive employee attitudes leads to a better performance outcome. Both quantitative in nature and with structured questionnaire, 312 subjects were considered in this work. The data collected were subjected to the SPSS analysis. The tests used to determine the proposed relationships included descriptive statistics, correlation analysis, reliability analysis, factor analysis, multiple regression analysis and mediation analysis (Hayes’ PROCESS Model 4). The results identified that TL has a significant positive impact on PS and has significant improvement capability on EE. JS was also seen to bring a positive impact in the domain of PS and EE. However, when it came to EE, TRL showed a less pronounced effect, and failed to significantly impact outcomes. The mediation analysis indicated that the relationships between TL and PS, as well as between JS and PS were partially mediated by EE. EE mediated the relationship between TRL and PS, however. The results showed that employee engagement is crucial as a means to leverage both leader and employee attitude for project success. The novelty of this research is to combine concepts of leadership styles, employee satisfaction, employee engagement, project success, and to test their relationships by virtue of their mediation by employee engagement in an empirical way. The results will add to the leadership/pilot management literature and offer practical suggestions to managers who want to enhance project results with attentive leadership and people-focused project management practices. 
Keywords: Transformational Leadership, Transactional Leadership, Job Satisfaction, Employee Engagement, Project Success, Mediation Analysis, Leadership Effectiveness, Organizational Performance.
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[bookmark: _Toc232125765]CHAPTER 1: INTRODUCTION
1.1. [bookmark: _Toc232125766]Introduction / Background of the Study 
The current competitive and quickly evolving global business environment has put organizations on the fight to ensure that they improve their project deliverables to realize strategic objectives, stay afloat and keep off competition (Lei & Slocum Jr, 2005). Projects have been the most common way by which organizations bring change, provide value, as well as react to unstable market dynamics. In this regard, this has been a critical area of interest among researchers and practitioners to understand the factors that undertake project success (Lei & Slocum Jr, 2005). Out of all these, leadership style, job satisfaction, and employee engagement have been highly identified as major determinants, which contribute to the effectiveness with which projects can be completed and executed. Leadership takes center stage in determining the organizational behaviour and the performance of employees. Various styles of leadership may have different influence on the motivation and attitude of the employees and their general productivity. Leaders in project environments also have the role of guiding teams, decision making, conflict resolution and ensuring that project objectives are met within a limited environment which includes time, cost and quality. Positive organizational outcomes have been attributed to transformational leadership which is more focused on inspiration, vision, and individual growth (Al Najjar & Qandeel, 2025). 
Leaders embracing this style are likely to motivate employees by making them feel a sense of purpose and become innovative. Transformational leadership on the other hand is based on planned work, rewards and monitoring of performance (Gupta, 2025). Although this is a more control oriented style, it can also help in making a project successful in scenarios where there are clear expectations and accountability. It is crucial to comprehend the impact of these leadership styles on project results when determining effective management practices. In conjunction with leadership, job satisfaction is another key element that influences the performance and success of an organization. Job satisfaction denotes the measure by which workers are happy and satisfied with their employment tasks, working conditions, wages and rewards (Bindel Sibassaha et al., 2025). When employees feel content with their employment, then they have a higher chance of exhibiting better degrees of commitment, productivity and loyalty to their organisation. Satisfied workers are willing to render in the project environment in better ways and cooperate in a group as well as work hard and stay committed to attain the project objectives (Warsi & Shaiq, 2025). On the other hand, dissatisfaction with the job may cause low levels of motivation, increased turnover rates and low efficiency of projects and this is likely to impact project success. Another aspect of organizational behaviour that has cropped up as a serious construct is employee engagement. It is defined as the emotional, cognitive and behavioural attachment between the employees and their work and organization. Engaged employees tend to be more motivated, committed and ready to do more than those job duties and responsibilities. They are more active and concerned with the achievement of organizational goals. Employee engagement is especially significant in project environments since projects can easily be group work, flexible, and demand long-term effort. Employees who are engaged will be more productive in innovating ideas, persistence when under pressure and cooperate with other employees, hence improving the performance of the whole project. The relationship between the leadership styles, job satisfaction, employee engagement and project success are some of the interrelationships that have gradually attracted considerable attention among researchers in recent years. 
There is a general cultural belief that leadership styles and job satisfaction do not impact on project success as such but tend to work via mediating factors like employee engagement (Waseem et al., 2025). It implies that the level of engagement can be initially influenced by leadership practices and employee attitudes and subsequently, these characteristics affect the project outcomes. As an illustration, a transformational leader can help boost his or her staff by developing trust, recognition, and motivation, which in turn will result in high project performance. On the same note, job satisfaction can also contribute to the enhancement of employee engagement leading to more successful input into project success. Saudi Arabia is a country with particularly suitable setting to this study. Within recent years, Saudi Arabia has noticeable developed economically and in terms of organization through initiatives like Vision 2030 (Ahmed et al., 2025). This revolution has seen the rise of investment in massive infrastructural, technological and development projects both in the state and in the private sectors. This has increased the need to have effective project management practices significantly. Organizational performance in Saudi Arabia is improvising in terms of leadership effectiveness, employee well-being and engagement of the workforce to guarantee successful execution of projects. 
Nevertheless, with this increased significance, empirical studies that investigate the interaction effect between leadership styles and job satisfaction with employee engagement in terms of project success in the Saudi Arabian setting are still at their infancy. Furthermore, in Saudi Arabia, employee behaviour might be influenced by cultural, organizational, and environmental forces in a different manner as in Western workplace where the majority of the existing studies have taken place (Aldhobaib, 2025). Organizational hierarchy, communication patterns, and work culture are some of the factors that can shape the perceptions of employees with regard to leadership and job satisfaction. Thus, this study is not only essential to fill a geographical research gap but also a way of advancing towards a wide scope of understanding of the functioning of these variables in a non-Western environment. On the whole, the study is aimed at discussing the relationship between the styles of leaders and job satisfaction and project success with an intermediary variable of employee engagement. Analysing these relations and focusing on the Saudi Arabia context, the research will offer great value to project managers, organizational leaders and policymakers. The results will be used to guide organizations to create better leadership practices, employee satisfaction, higher levels of employee engagement, and eventually a more successful project in a more competitive world.
[bookmark: _Toc232125767]1.2. Research Problem Statement 
Although project management has gained great significance in meeting organizational objectives, most projects keep being marred by delays, highest costs, quality problems and even failure altogether (Okei, 2025). Among the major factors contributing to these hurdles is the human factor especially employees are directed, their satisfaction with their employment, and level of engagement to their work (Bannor et al., 2026). Although technical elements of project management like planning, scheduling and budgeting are fully established, the behavioural and organisational aspect which impact the success of the project are yet to be well comprehended, particularly in emerging and fast developing economies such as Saudi Arabia. Leadership practices in most organizations are not the same and not every leadership style has the same results. Other leaders may use transformational style, which inspires and motivates people in the workplace, and others are more transactional, rule governed, rewards oriented and compliance-driven (OFENIMU, 2025). Nevertheless, it is not clearer which style of leadership can be more effective to achieve project success in Saudi Arabian situation where organization culture, hierarchy, and diversity of workforce can impact differently on the effectiveness of different leadership styles as in Western contexts. Although the body of research regarding leadership and job satisfaction is large, there is still a serious gap in comprehending how the two variables interactively affect the success of the project, and, in particular, the employee engagement (Kauppila, 2025). Leadership development and employee satisfaction programs are often heavily invested in by many organizations and however, they often fail to achieve their goals because there is lack of congruency between management strategies and employee motivation (Bukhari et al., 2025). The traditional research has focused either on leadership styles, job satisfaction or engagement independently, without paying much attention to the dynamics that are intertwined to promote or inhibit project outcomes (Nechouani & Machrafi, 2025).
The transformational leadership style and transactional leadership style can have different effects to the motivation and the performance of the team (Sheena et al., 2025). It is believed that transformational leadership can improve creativity and discretionary effort but on the other hand transactional leadership can be used to ensure clarity, discipline and adherence to the goals (Salameh-Ayanian et al., 2025). At the same time, the levels of engagement could be influenced by the job satisfaction of employees, who would be more committed to the tasks of the project and be willing to go extra mile. Nevertheless, the mediating effect of employee engagement is underresearched, which restricts the possibility of managers to apply evidence-based practices that can lead to high morale and efficiency of the projects.
The gap is specifically applicable in industries that are based on projects and where the inability to maximize human capital could lead to cost increase, deadline slippage, and dissatisfaction among stakeholders. The interaction between leadership styles and job satisfaction along with the mediating role of engagement is the key to organizations that seek to enhance the results of a project in an organized manner. A solution to such an issue does not only advance the field of leadership and project management but also provides a realistic base of building self-motivated and engaged teams, which are in a position to attain sustainable project success.
[bookmark: _Toc232125768]1.3. Significance of the Study 
This work is noteworthy due to the fact that it will not only be included in academic literature but also applied knowledge on how leadership types and job satisfaction contribute to the success of a project via employee engagement levels (Quick, 2026). Considering the growing trend toward the use of project-based jobs in institutions, particularly, developing economies like Saudi Arabia, it is imperative to determine the human-based variables that promote project success with a view of enhancing organizational performance and attaining strategic objectives. Academically, this study is valuable because it combines four valuable constructs, which include leadership styles, job satisfaction, employee engagement and project success, under one conceptual framework. Though past literature has looked into these variables individually or even in partial connections, there are few research works which has entertained the same variables into a thorough model especially in the Saudi Arabian context. In this way, the given study contributes to sealing a significant information gap in the existing literature and offers a more comprehensive perspective at the interaction between leadership and factors that affect employees to influence the project outcomes. It also helps in the formulation of organizational behaviour and project management theories by looking into how employee engagement mediates in the same. Practically, the results of this study will be beneficial to the project managers, organizational heads and policy makers. Concepts of the way leadership styles, in terms of employee satisfaction and engagement, influence the performance of the specified processes can assist leaders in obtaining the ability to use a more efficient management strategy to have their teams reach superior results. 
Likewise, knowledge of job satisfaction role can help organizations to enhance the workplace conditions, motivation strategy and employee retention. The findings can be used by organizations to stipulate interventions that will raise work engagement levels and enhance the overall project efficiency since engaged workers are more likely to contribute to project success. The importance of the research is even greater in the settings of Saudi Arabia, where massive transformation initiatives are currently implemented according to the Vision 2030. Both the government and the business world are in dire need of organizations that can provide successful project results in an efficient and effective manner. The at least evidence-based work through this research could be used to help these organizations improve leadership practices and better human resource strategies to attain more positive project results. As a whole, the research is important as it helps to close the gap between theory and practice by providing adequate contributions that may boost the academic knowledge and the success of the project in the real world.
[bookmark: _Toc232125769]1.4. Research Aim 
This research paper set out to explore how the leadership styles (transformational and transactional) and job satisfaction influence the success of a project with special attention to examining the mediating role that employee engagement would play in the case of Saudi Arabian based organizations.
[bookmark: _Toc232125770]1.5. Research Objectives 
1. To examine the impact of transformational leadership on project success.
2. To assess the effect of transactional leadership on project success.
3. To evaluate the influence of job satisfaction on project success.
4. To investigate the role of employee engagement as a mediator between leadership styles and project success.
5. To explore the mediating effect of employee engagement between job satisfaction and project success.
[bookmark: _Toc232125771]1.6. Research Questions 
1. How does transformational leadership affect project success?
2. How does transactional leadership influence project success?
3. What is the impact of job satisfaction on project success?
4. Does employee engagement mediate the relationship between leadership styles (transformational and transactional) and project success?
5. Does employee engagement mediate the relationship between job satisfaction and project success?



[bookmark: _Toc232125772]CHAPTER 2: LITERATURE REVIEW 
[bookmark: _Toc232125773]2.1. Chapter Introduction 
The literature review chapter is a result of the profound analysis of the available theoretical and empirical research in the sphere of leadership styles, job satisfaction, employee engagement and project success. It is the basis of the current study in that it establishes the important concepts on the issue, describes the theories involved, and draws connections between factors that have been studied previously in the literature. This chapter also assists in situating the current study in the context of rest of the known literature in the area of organizational behaviour and project management studies. In contemporary organizations, particularly organizations that are placed in project-oriented settings, technical planning and financial resources do not dictate the success of one task, but rather human and behavioural measures are some of the factors that can be used to determine the success of a project. The style of leadership is very critical in the attitude, motivation and performance of the employees, which ultimately defines the project results. In the same regard, job satisfaction is well known to be a critical determinant of employee behaviour which influences their productivity, commitment and their expectations of offering contributions to organizational objectives. The concept of employee engagement has also been in the spotlight during the past few years as an important psychological condition that indicates the degree to which, employees are connected to and engaged with their work and organization. 
These variables are interlocked and may make a tremendous difference to the success of the project. This chapter aims at critically reviewing and synthesizing the past researches on these variables with an aim of coming up with a solid theoretical base in the current research. It starts with the discussion of theories which are relevant and explain leadership behaviour, motivation of employees and the performance of an organization. The theories present the conceptual frame that the relationships between the study variables are interpreted. After this, all the variables are discussed separately, according to the current literature, transformational leadership, transactional leadership, job satisfaction, employee engagement, and project success. Moreover, the chapter discusses the interrelation between the variables by examining the literature that has examined their direct and indirect impacts. Employee engagement as the mediating variable is given special attention because it is viewed as an essential mechanism where the leadership styles and job satisfaction can determine the success of the project. Through these relationships, the study will be able to make patterns, contradictions and gaps in the existing literature. Lastly, the chapter draws an end by identifying the research gap which justifies the existence of the present study. 
Although there is an increasing research relating to the topic of leadership and employee behaviour, there are a few studies which combined all four variables in the same structure especially when it comes to Saudi Arabia. This gap is an indicator of the significance of additional research to help comprehend the interaction of such variables on the success of projects. In general, the chapter of a literature review offers a well-organized and critical examination of existing knowledge, which does not only highlight the research framework development, but also shapes a methodological approach and hypothesis formulation of the study.
[bookmark: _Toc232125774]2.2. Theoretical Framework
This theoretical framework is constructed based on various established theories in the organizational behaviour and management on how leadership styles, job satisfaction, employee engagement and project success are interrelated. These theories are a systematic basis on the knowledge of the relationships among the variables and hold the conceptual model applied in this study. Transformational Leadership Theory, which was introduced by Burns (1978) and expanded by Bass (1985) is one of the major theories upon which this research was based (Bass, 2015). This theory describes how leaders improve motivation and inspiration to the employees through the development of shared vision, promoting innovation and attending to individual needs. It is a characteristic of transformational leaders to increase the level of employee motivation and performance through the establishment of trust, intellectual stimulation, and emotion (Korejan & Shahbazi, 2016). As per this research, transformational leadership is supposed to have a positive impact on employee engagement and job satisfaction, which consequently lead to success in the project.
[image: ]
[bookmark: _Toc232125517]Figure 2-1: Transformational Leadership
Conversely, the fact that the theory of Transactional Leadership also contributes to a major role in this research framework. This theory lays emphasis on systematic work, conceptualized roles, and reward systems of motivation (Lai, 2011). Transactional leaders lead employees by means of set guidelines and performance standards, rewarding employees who succeed in meeting the standards and punishing those who do not fulfil the standards. Although this is more of a control-oriented leadership style, it remains useful in the achievement of completion of a task as well as ensuring organizational discipline. In the project setups, the transactional leadership could result in project success by instilling clarifications, accountability, and consistency in performance. The second theoretical framework that is critical is the Two-Factor Theory of Motivation by Herzberg. This theory has a differentiation between hygiene factors (salary, working conditions, policies) and motivators (recognition, achievement, and responsibility). Herzberg argued that fails to satisfy employees with motivators and that poor hygiene factors were the root cause of a lack of job satisfaction. The study takes the concept of job satisfaction as a major factor that determine employee behaviour and anticipates that it will have an impact on employee engagement and eventual project success. Also, Social Exchange Theory furnishes a very significant explanation of how among the study variables. According to this theory, the relations between employees and organizations are grounded on mutual exchanges. When workers feel supported leadership and treated well, they will tend to reciprocate this attitude in terms of increased engagement and commitment. As such, job satisfaction and leadership styles can be regarded as organizational inputs that modulate employee engagement as a two-way feedback, that subsequently impacts on performance outcomes like project success. 
[image: ]
[bookmark: _Toc232125518]Figure 2-2: Herzberg two-factor theory
Moreover, Job Demands Resources (JD-R) Model can be also applied to the research (Bakker & Demerouti, 2007). This model hypothesizes that job demands and job resources affect the level of employee engagement. The leadership support and job satisfaction may be regarded as significant job resources which may decrease the levels of stress and increase motivation. Workers are more capable of being engaged in their job when the needs are met, which will result in better performance and project success. Through the combination of the theories, theoretical foundation of this research will enable the formulation of a holistic knowledge on the impact of leadership styles and job satisfaction on employee engagement and project success. The explanations of the behaviour of the leader are the transformational theory of leadership and the transactional theory of leadership, the theory of job satisfaction elucidated by Herzberg, the theory of relational dynamics elucidated by the Social Exchange Theory, and the theory of engagement mechanisms explained by the JD-R model. Collectively, these theories create a solid underpinning to analyse the interrelationships between the variables and back the conceptual model of this study.
[image: ]
[bookmark: _Toc232125519]Figure 2-3: Job Demand-Resources framework
[bookmark: _Toc232125775]2.3. Individual Variables
[bookmark: _Toc232125776]2.3.1. Leadership Styles (Transformational & Transactional Leadership) 
One of the most significant factors concerning the organizational performance and the project success is leadership (Ismail et al., 2010). Leadership style is a critical factor that influences the behaviour, motivation, and productivity of employees in project-based settings, where employees need to coordinate, work as a team, and make decisions on time. Some of the leadership styles found in the literature include transformational and transactional leadership; however these are most popular in organizational studies and practice since they have been found to have a major impact on employees and organizational success (Purwanto et al., 2020). Transformational leadership is a type of leadership based on inspiration and motivating employees to perform beyond the expected performance levels which was introduced by Burns (1978) and developed by Bass (1985). Transformational leaders give a strong vision of future and motivates employees to pursue personal goals towards the organizational goals. They do this through exhibiting tolerance, offering intellectual stimulation, individualized attention as well as inspirational motivation (Crews et al., 2019). These leaders do not just concentrate on the accomplishment of tasks but also on developing employees, innovativeness, and growing them in the long run. It has always been found that transformational leadership is beneficial to employee attitudes and behaviour. Workers who work under transformational leaders are likely to have a stronger motivation, commitment, and job satisfaction levels. The leadership style also increases the participation of employees by making them feel a sense of purpose and inclusion in the organization. Transformational leadership is effectively used in project setups since it fosters innovation, flexibility, and teamwork; these are all needed to handle complex and dynamic projects (Avci, 2015). Consequently, transformational leadership has been linked with better project deliverables such as quality products, delivery on time and satisfaction by the stakeholders. In contrast transactional leadership is a more organized and business-driven leadership approach. It is a style that is founded on specific roles, duties, and performance expectations. Transactional leaders tend to ensure the performance of employees is monitored, rewards are given when targets are achieved and then corrective measures are taken when performance is under performing. 
Transactional leadership is based on a process of exchanges wherein compliance is rewarded, and non-compliance is punished (Mekonnen & Bayissa, 2023). This is a type of leadership that focuses on efficiency, control and short term goal attainment. Even though transactional leadership has been considered to be less inspirational than transformational leadership, it should not be deemed as unimportant to an organizational setting, especially in surroundings where tasks are routine based, organized and procedures must be followed to the letter. Transactional leadership in project management is useful in ensuring timely completion of task, appropriate use of resources, as well as adherence to project guidelines (Dartey-Baah et al., 2024). It offers clarity and organization that can help minimize uncertainty and enhance efficiency in operations. The success of transactional leadership, however, in improving employee engagement and job satisfaction is widely believed to be less effective than transformational leadership. Although it can enhance performance by use of extrinsic rewards and penalties, it may not always lead to high intrinsic motivation and commitment. Workers can be in line with all requirements but not have an emotional attachment to their job and their company. Transformational and transactional leadership styles are deemed to be significant predictors of success in a project in the context of this study (Klein, 2023). The positive impact of transformational leadership on employee engagement and job satisfaction should be greater with respect to its motivational and developmental orientation. On the other hand, transactional leadership is supposed to help in enhancing project success by ensuring a structure, control, and monitoring of performance. These two leadership styles are vital to this research as they are two different and yet complementary methods of employee management. Their role in employee engagement and job satisfaction is an important study to the impact of leadership behaviour on project results in an organizational context, especially in the dynamic business environment in Saudi Arabia.
[bookmark: _Toc232125777]2.3.2. Job Satisfaction 
Job satisfaction is an important term in organizational behaviour indicating the degree to which employees are satisfied with their jobs, roles and overall workspace (Hartika et al., 2023). It is mostly described as the degree of emotional satisfaction that an individual feels about their job, which is determined by considering the aspects of job nature like remuneration, the working experiences, the supervisors, the acknowledgment and development of their career, and relations with other employees. Within the framework of project-based organizations, job satisfaction is a critical element of evaluating the performance of employees, their motivation, as well as commitment to organizational objectives in the long term (Aziri, 2011). The significance of job satisfaction has become well known in the literature of management since it is a factor that directly impacts the energy and outcomes of the organization, through the behaviour of the employees. Contented employees will be more productively, committed and will be willing to do more than what is required of them in the line of duty. They are also more likely to exhibit a greater degree of loyalty and will not tend to abandon the organization especially in projects where continuity and team work is the key to success. Conversely, we may be faced with low job satisfaction which result in decreased engagement, absenteeism, turnover and decreased productivity all negatively impacting on the project. There are a number of drivers of job satisfaction (Mishra, 2013). These are intrinsic ones which are recognition, achievement, responsibility and opportunities of personal growth and extrinsic which are salary, work condition, organizational policy and quality of supervision. The Two-Factor Theory by Herzberg, intrinsic factors influence job satisfaction and lack of hygiene factors leads to dissatisfaction. In project settings, the factors mentioned in both groups matter since the employees have to have relevant resources and favourable conditions, and they have to have meaningful and challenging work to feel satisfied. Jobs satisfaction is also closely associate with leadership style. Support, recognition, and a clear vision can boost job satisfaction in a substantial way enabled by effective leaders who may be transformational in nature. Employees will be more inclined to a certain degree of satisfaction in case they feel that they are appreciated and supported by their leaders. 
On the same note, clear expectations and fair reward systems that accompany transactional leadership can also help lead to job satisfaction even though they might not bring with them the same effect as transformational leadership. Job satisfaction is assumed to be an important predictor of project success in this study (Zhu, 2012). Happy workers have an increased chance of being engaged, motivated and dedicated towards meeting project objectives. They are also better placed to work with their team members effectively, resolve problems quickly and remain positive despite the pressure. Thus, job satisfaction will have a significant contribution in the increased employee engagement that subsequently leads to the better results of the project. All in all, job satisfaction is an important psychological condition that mediates between employee attitudes and performance in organization (Hamermesh, 1999). It is a critical variable in explaining the presence of human factors in the successful implementation of a project because it plays a crucial role in the engagement and success of employees in projects.
[bookmark: _Toc232125778]2.3.3. Employee Engagement 
Employee engagement is a crucial concept in the contemporary organizational behaviour, which means the degree of emotion, mental, and act engagement of a worker towards his/her work and his/her organization (Kwon et al., 2024). Engaged employees refer to employees who are deeply engaged in their jobs, are passionate about their work and ready to go out of their way to help the organization shine. In comparison to, simple job satisfaction which is concerned with how the employees feel about their job, employee engagement is concerned with how committed and proactive employees are about executing their duties (Al Zeer et al., 2023). Within the past few years, employee engagement has been receiving an immense amount of attention because it is closely linked to the performance and productivity of organizations. Studies indicate that the more engaged the employees, the more innovative, productive, and the more loyal they are to the company. They are much more energetic, committed and absorbed in their work. Employee engagement is even more crucial in project based settings, where teamwork, flexibility, and problem solving are paramount to the project success. There are various drivers of employee engagement which are leadership style, job satisfaction, organizational culture and work environment (Pincus, 2023). The role of leadership is especially significant since the involvement of supportive and inspirational leaders may greatly boost the level of engagement among the employees. 
As an example, transformational leadership promotes engagement through motivating employees, offering a clear vision, and promoting individual growth. Job satisfaction, in a similar manner, also leads to engagement, through a positive emotional state which makes employees motivated to engage more in their work. The Job Demands-Resources (JD-R) model can assist in understanding employee engagement (Chuang & Huang, 2025). This model suggests that the level of engagement depends on the interplay between job demands and job resources. Positive work factors like supportive leadership, recognition, autonomy and job satisfaction decrease the level of stress and elevate motivation which results in increased engagement (Dhaneesh et al., 2025). With adequate resources, the employees will tend to be energized and dedicated to their work. The mediating variable, in the context of this study, is employee engagement that links leadership styles and job satisfaction to project success. It implies that the impact of leadership styles and job satisfaction on the results of the project will be indirectly mediated by ensuring that employee engagement will be affected at first (Montenegro Méndez et al., 2025). An engaged employee has increased chances of performing well, working effectively and staying cohesive to the project objectives which translates to delivering successful projects. Thus, employee engagement becomes a very important consideration when it comes to comprehending the performance of an organization. It is not only a measure of what employees feel about their job, but also what efforts they make towards spearheading organizational goals. The fact that it mediated in this research shows how it is significant in revealing how leadership and job satisfaction can be translated into better project success.
[bookmark: _Toc232125779]2.3.4. Project Success 
Project success is a multidimensional concept that is used to indicate the successful delivery of a project within set limits in terms of time, cost, quality, and scope as well as the delivery of stakeholder satisfaction and attainment of organizational outcomes (Abbas & Ali, 2023). Success in modern project management is defined not by some of the classic measures of a project on time and on budget accomplishment, but also by additional measures like, customer satisfaction, team performance, long-term benefits and strategic alignment. This broadened concept of project success indicates the growing complexity of projects in the dynamic business world (Loderer & Kock, 2025).
Conventionally, the iron triangle of project management, in terms of time, cost, and quality were employed as the main gauge of project success. Project was considered successful when it was completed in the given time frame, maintained a fixed budget as well as passed the necessary standards of quality (Almashhadani & Almashhadani, 2023). Nevertheless, scholars have stated that this has been too limited in explanation of the worth of a project. Consequently, new dimensions of project success like stakeholder satisfaction, user acceptance, business impact, and sustainability of results can be regarded as some of the aspects that enrich the contemporary understanding of success in projects (Eyieyien et al., 2024). Technical, organizational and human factors combine to determine organizational success in projects. Although technical elements of planning, risk management and allocation of resources are crucial, human elements of leadership, communication, motivation and employee engagement are also crucial. The execution of projects is by a team of individuals, whose performance, behaviour and commitment are some of the direct determinants of the success of the entire project. Leadership assumes a special role in defining project success whereby, project managers have the role of leading teams, conflict resolution, as well as, coordination amongst the stakeholders. 
The capacity to lead effectively can aid in developing a clear vision, keeping the team members motivated, and achieving the project goals. On the same note, the attitude of employees including job satisfaction, and engagement greatly determine the effectiveness of people in contributing to project tasks (Imron & Choiruddin, 2025). Employees who are happy and engaged will tend to be productive, team players and motivated to deliver quality results. Project success is particularly associated with the employee engagement since engaged employees are more likely to do more than their designated job roles. They are pro-active, self-solving, and remain energetic even when faced by a crisis. This is especially needed in the project environment where unexpected issues and deadlines are the norm. Such high engagement leads to improved teamwork, communication and problem solving all of which are vital to successful project delivery (Majeed et al., 2026). Within the framework of this research, the project success is deemed as the final dependent variable, having an influence on project success via leadership styles and job satisfaction, both directly and indirectly through employee engagement. It implies that achievement of successful projects is not merely a result of effective planning and implementing it but also is greatly influenced by the manner leaders lead employees, how content they are with their job, and how interested they are in what they do. In general, project success is a holistic evaluation of the organizational effectiveness within the project-based environment (Dhaneesh et al., 2025). The insights of causes that define it are would be necessary in enhancing the way projects should be handled and in facilitating successful execution of projects especially in the fast developing environment like Saudi Arabia.
[bookmark: _Toc232125548]Table 2-1: Literature Review Matrix
	Author(s) & Year
	Research Focus
	Methodology
	Key Findings
	Research Gap

	Burns (1978)
	Development of transformational leadership concept
	Conceptual/Theoretical
	Introduced transformational leadership as a leadership style that motivates followers beyond self-interest.
	Did not examine project success or employee engagement.

	Bass (1985)
	Expansion of transformational leadership theory
	Conceptual/Theoretical
	Established dimensions of transformational leadership including inspiration and intellectual stimulation.
	Lacked empirical evidence regarding project-based organizations.

	Ismail et al.
	Leadership and organizational performance
	Quantitative
	Leadership significantly influences organizational performance and employee outcomes.
	Limited focus on project success and mediation mechanisms.

	Avci
	Transformational leadership in project settings
	Quantitative
	Transformational leadership promotes teamwork, innovation, and flexibility in projects.
	Employee engagement was not examined as a mediator.

	Crews et al.
	Components of transformational leadership
	Literature Review
	Individualized consideration and inspirational motivation improve employee attitudes.
	Did not investigate project success outcomes.

	Purwanto et al.
	Comparison of transformational and transactional leadership
	Quantitative
	Both leadership styles affect organizational effectiveness.
	Limited examination of employee engagement mechanisms.

	Mekonnen and Bayissa
	Transactional leadership effectiveness
	Quantitative
	Transactional leadership improves compliance and task performance through rewards and sanctions.
	Insufficient evidence regarding engagement and project success.

	Dartey-Baah et al.
	Transactional leadership in project management
	Quantitative
	Transactional leadership ensures efficiency, resource control, and timely completion.
	Did not explore mediating psychological variables.

	Klein
	Leadership styles and project success
	Quantitative
	Leadership styles significantly contribute to successful project outcomes.
	Mediation of employee engagement not investigated.

	Aziri
	Job satisfaction determinants
	Literature Review
	Job satisfaction affects productivity, commitment, and retention.
	No focus on project success.

	Mishra
	Factors affecting job satisfaction
	Conceptual
	Both intrinsic and extrinsic factors determine job satisfaction.
	Did not investigate engagement or project outcomes.

	Zhu
	Job satisfaction and performance outcomes
	Quantitative
	Satisfied employees demonstrate higher performance levels.
	Limited understanding of mediating variables.

	Hamermesh
	Job satisfaction and organizational behaviour
	Quantitative
	Job satisfaction is a major predictor of employee performance.
	No project-based context examined.

	Kwon et al.
	Employee engagement and organizational outcomes
	Quantitative
	Engaged employees exhibit higher productivity and commitment.
	Did not integrate leadership and project success simultaneously.

	Al Zeer et al.
	Nature of employee engagement
	Quantitative
	Employee engagement extends beyond job satisfaction and reflects commitment to work.
	Lack of project management context.

	Pincus
	Drivers of employee engagement
	Literature Review
	Leadership, work environment, and organizational culture influence engagement.
	Project success outcomes were not examined.

	Chuang and Huang
	Job Demands-Resources model and engagement
	Quantitative
	Adequate resources increase engagement and motivation.
	Limited application in project-based organizations.

	Montenegro Méndez et al.
	Mediating role of engagement
	Quantitative
	Employee engagement explains how workplace factors influence performance.
	Leadership styles and project success not simultaneously tested.

	Abbas and Ali
	Determinants of project success
	Quantitative
	Project success depends on both technical and human factors.
	Did not focus on leadership and employee attitudes together.

	Almashhadani and Almashhadani
	Traditional measures of project success
	Conceptual
	Time, cost, and quality remain core indicators of project success.
	Broader behavioural factors not fully explored.

	Eyieyien et al.
	Expanded dimensions of project success
	Literature Review
	Stakeholder satisfaction and strategic benefits are critical project outcomes.
	Leadership and engagement relationships not investigated.

	Imron and Choiruddin
	Employee attitudes and project performance
	Quantitative
	Employee satisfaction and engagement positively affect project outcomes.
	Combined model involving leadership styles remains limited.

	Majeed et al.
	Employee engagement and project delivery
	Quantitative
	Engagement improves teamwork, communication, and project delivery.
	Need for integrated mediation models.

	Dhaneesh et al.
	Human factors in project success
	Quantitative
	Leadership and engagement are major determinants of project success.
	Evidence from Saudi Arabian organizations remains limited.



[bookmark: _Toc232125780]2.4. Relational Literature
[bookmark: _Toc232125781]2.4.1 Leadership Styles and Project Success 
Leadership styles and project success have been widely studied in the literatures in organizational management and project management still results have varied and circumstances specific (Raziq et al., 2018). It is a well acknowledged fact that leadership is key success factor in projects since the project manager is tasked with responsibility of team co-ordinating and resource allocation, conflict management and ensuring project goals or objectives are met within the constraints (Ansari et al., 2024). Nonetheless, the role of various leadership styles to the success of a project differs remarkably across the studies, and this suggests that it should be critically analysed further, especially in third engine and transitional economies like Saudi Arabia. Transformational leadership has been typically linked to successful projects. Many studies indicate that transformational leaders are able to make projects more successful through motivation of the employees, encouraging innovation, and creating a robust team unification (Aga, 2016). Transformational leaders can assist employees to align their individual goals to that of the organization by developing a common vision and facilitating intrinsic motivation (Fareed et al., 2022). This congruency enhances commitment, imagination, and malleability that are necessary in dealing with complex and uncertain project environments. But, certain literature claims that the effectiveness of this transformational leadership can be over-rated, as organizational culture, team maturity, and industry type can determine its impact. Conversely, transactional leadership is also associated with project success especially in formalized and routine project set-ups. Transactional leaders provide the completion of tasks in a way that is based on prescribed standards by way of reward and punishment (Nauman et al., 2022). This would work well in the sense that it keeps discipline, clarity and performance management within the required deadlines, budget limits. Nevertheless, it has also been found that transactional leadership can be less effective in terms of long term motivation, innovation and employee engagement, which are becoming more of a focus in the project environment of today. 
One of the main gaps that there is in the literature is that the literature does not agree on which type of leadership proves to be more effective when it comes to project success. A lot of research is conducted on transformational and transactional leadership in isolation or even comparing them without taking into account the joint or situation effect (Afzal & Tumpa, 2024). Also, the bulk of empirical studies is based on the Western setting, in which the organizational culture, leadership and workforce relationships vary widely as compared to Middle East states like Saudi Arabia. The other notable constraint of the research body is the lack of investigations on indirect processes of how leadership affects success of a project. Although leadership is commonly believed to have a direct influence, there is less research on the psychological and behavioural mediators like employee engagement to support this outcome. This leaves an open gap in comprehending the underlying processes by which leadership styles have a translation of project outcomes (Ellahi et al., 2022). Thus, this paper will fill these gaps by exploring two leadership approaches, namely, transformational and transactional, and exploring them concurrently and evaluating their direct and indirect impact on project success based on employee engagement in the Saudi Arabian setting. This method will offer a deeper and situational insight into the role of leadership in the success of projects.
[bookmark: _Toc232125549]Table 2-2: Literature Matrix on Leadership Styles and Project Success
	Author(s) & Year
	Research Focus
	Methodology
	Key Findings
	Research Gap Identified

	Raziq et al.
	Relationship between leadership styles and project success
	Quantitative survey-based study
	Leadership styles significantly influence project outcomes; effectiveness varies across organizational contexts.
	Limited examination of mediating mechanisms and contextual influences.

	Ansari et al.
	Role of leadership in project management
	Quantitative research
	Effective leadership is critical for team coordination, conflict management, resource allocation, and achievement of project objectives.
	Did not compare multiple leadership styles simultaneously.

	Aga
	Impact of transformational leadership on project success
	Quantitative analysis
	Transformational leadership positively affects project success through motivation, innovation, and team cohesion.
	Limited focus on mediating variables such as employee engagement.

	Fareed et al.
	Influence of transformational leadership on employee and project outcomes
	Quantitative survey
	Transformational leaders align employee goals with organizational objectives, enhancing commitment and adaptability.
	Context-specific factors influencing effectiveness were not fully explored.

	Nauman et al.
	Transactional leadership and project performance
	Quantitative study
	Transactional leadership improves discipline, role clarity, performance monitoring, and task completion.
	Limited evidence regarding long-term innovation and engagement outcomes.

	Afzal and Tumpa
	Comparison of transformational and transactional leadership
	Comparative quantitative research
	Both leadership styles contribute to project outcomes, but effectiveness depends on situational factors.
	Joint effects and contextual influences remain underexplored.

	Ellahi et al.
	Mechanisms linking leadership and performance
	Quantitative study
	Leadership influences organizational outcomes through psychological and behavioural factors.
	Insufficient focus on employee engagement as a mediator between leadership and project success.



[bookmark: _Toc232125782]2.4.2 Job Satisfaction and Project Success 
The role of job satisfaction in employee performance and organization effectiveness has been well accepted, although the cause and effect linkage of job satisfaction with the outcome of projects is a field that has not been thoroughly scrutinized. Workplace in project-based oriented settings ensures workers are the key players when it comes to the attainment of project goals and their satisfaction will have a direct impact on how well they deliver the duties they have been assigned (Verma et al., 2025). The resources at the organizational level, such as commitment, cooperation and consistency are more likely to be demonstrated by satisfied employees to ensure the successful delivery of projects. There is a general agreement in existing literature regarding the positive association between job satisfaction and project success. When employees are satisfied with their jobs, the level of motivation, productivity, and commitment to the organization increases (Zolfaghary et al., 2025). This results in enhanced team work, improved communication and quality output all of which translate to delivery of successful projects. It also lowers turnover intentions because of job satisfaction which is essential especially where a project is involved and a team of staff members is needed to achieve efficiency and transfer of ideas (Chen & Xie, 2025). 
Nonetheless, the nature of relations between job satisfaction and project success is not always that positive even in the light of these positive associations. Other studies have claimed that job satisfaction might not be enough to ensure the project is successful unless other behavioural and psychological conditions like employee engagement are put in place (Shahid et al., 2025). In other instances, workers can tell that they are satisfied in their work but do not always stand to be engaged or even committed as to working beyond the household job duties. This means that direct effect of job satisfaction on project outcome might not be in existence but the indirect effect might be achieved. One of the weaknesses of past studies lies in the fact that there is no clarity on the mechanisms of how job satisfaction can impact project success. Although a considerable number of studies have found a relationship between the two variables, a small number of studies have investigated the mediating processes. Specifically, employee engagement as a psychological mediator between job satisfaction and project success has not been adequately investigated, particularly non-Western. Hence, this research aims to fill this gap by analyzing not only the direct relation between the level of job satisfaction and the success of a project but also the indirect impact on it through the engagement of the employees (Woime & Shato, 2025). This method is a better insight into how satisfied employees would lead to the achievement of successful projects in organizational contexts.
[bookmark: _Toc232125783]2.4.3. Employee Engagement as a mediator 
The engagement of employees has been generally acknowledged as a very important factor in the performance of the organizations and the success of the projects, but its role is yet to be clearly appreciated in most project based setups (Prebanić & Vukomanović, 2023). Engagement is the level at which employees are emotionally and cognitively engaged in their job and is very indicative of the energy, commitment and absorption levels (Malesu & Syrovátka, 2025). Employee engagement has been deemed as one of the major aspects that determines project success in project-based situations where teamwork, flexibility, and perseverance are paramount (Mohammad et al., 2025). The available literature mainly suggests that there is a positive correlation between employee engagement and project success. Employees who are engaged are likely to be more proactive, innovative and committed towards attainment of project objectives (Hossain & Islam, 2025). They have an increased tendency to work in teams effectively, resolve any issues as well and stay on top of their performance even during hard stresses. This helps to achieve better project results in terms of quality, time management and stakeholder satisfaction (Motalebi et al., 2025). Moreover, committed employees will have fewer burnout or disengagement occurrences, improving turnover and providing continuity in project teams. But these good results notwithstanding, the correlation between engagement of employees and success of the project is not always uniformly elucidated in the literature. With some studies considering engagement as a direct predictor of performance, others believe it has a more indirect effect, acting through other behavioural or organizational factors (AlMarri et al., 2025). This contradiction shows that the underlying processes by which engagement affects project success are yet to be completely developed. The major gap in literature is the fact that there are no comprehensive models that assess employee engagement in relation to leadership styles and job satisfaction in the same model. The majority of the studies available do not examine engagement as a whole or examine its direct effects on the performance outcomes (Göküz & Akıner, 2025). Also, in non-Western settings, especially Saudi Arabia, little empirical studies have been done; hence, cultural values, leadership and organizational arrangements might affect the essence and effects of employee engagement differently (Verma et al., 2025). This paper fills this gap by theorizing the role of employee engagement as a mediating factor between leadership styles, job satisfaction and success of the project. In doing so, it offers a more detailed approach of how an engagement will translate the organizational and psychological elements into the successful project completion within the Saudi Arabian context.
[bookmark: _Toc232125550]Table 2-3: Literature Matrix on Job Satisfaction, Employee Engagement, and Project Success
	Author(s) & Year
	Research Focus
	Methodology
	Key Findings
	Research Gap Identified

	Verma et al.
	Relationship between job satisfaction and project performance in project-based organizations
	Quantitative survey
	Satisfied employees contribute more effectively toward project objectives through commitment and cooperation.
	Limited investigation of mediating mechanisms linking satisfaction to project success.

	Zolfaghary et al.
	Impact of job satisfaction on employee and organizational performance
	Quantitative study
	Job satisfaction improves motivation, productivity, and organizational commitment.
	Project success outcomes were not examined in depth.

	Chen and Xie
	Job satisfaction, retention, and workplace outcomes
	Quantitative research
	Higher job satisfaction reduces turnover intentions and enhances team stability.
	Direct and indirect effects on project success remain underexplored.

	Shahid et al.
	Behavioural consequences of job satisfaction
	Quantitative study
	Job satisfaction alone may not guarantee superior performance without engagement and commitment.
	Need to investigate employee engagement as a mediating variable.

	Woime and Shato
	Job satisfaction and project success mechanisms
	Quantitative analysis
	Positive association exists between job satisfaction and project outcomes.
	Lack of evidence on psychological pathways explaining this relationship.

	Prebanić and Vukomanović
	Employee engagement and project-based organizations
	Literature review
	Employee engagement is a critical factor for organizational and project success.
	Limited empirical testing in project environments.

	Malesu and Syrovátka
	Conceptualization of employee engagement
	Quantitative study
	Engagement reflects employees’ emotional, cognitive, and behavioural involvement in work.
	Limited integration with leadership and project success variables.

	Mohammad et al.
	Employee engagement as a project success factor
	Quantitative research
	Engagement improves teamwork, adaptability, and persistence in project environments.
	Mechanisms connecting engagement with leadership and satisfaction remain unclear.

	Hossain and Islam
	Engagement and employee performance outcomes
	Quantitative survey
	Engaged employees are more proactive, innovative, and committed to organizational goals.
	Lack of project-specific mediation models.

	Motalebi et al.
	Employee engagement and project performance
	Quantitative analysis
	Engagement improves project quality, stakeholder satisfaction, and time management.
	Limited examination of antecedent variables influencing engagement.

	AlMarri et al.
	Role of employee engagement in performance
	Quantitative study
	Engagement positively affects performance, though effects may be direct or indirect.
	Contradictory evidence regarding engagement pathways.

	Göküz and Akıner
	Models of employee engagement and performance
	Literature review
	Most studies examine engagement independently from leadership and satisfaction constructs.
	Need for integrated models combining multiple organizational variables.

	Verma et al.
	Employee engagement across cultures
	Comparative quantitative study
	Cultural and organizational contexts influence engagement and performance relationships.
	Limited evidence from Saudi Arabian organizations.



[bookmark: _Toc232125784]2.5. Hypothesis Development 
Based on the previous discussion, the following hypotheses are formulated:
H1: Transformational leadership has a positive and significant impact on project success.
H2: Transactional leadership has a positive and significant impact on project success.
H3: Job satisfaction has a positive and significant impact on project success.
H4: Employee engagement mediates the relationship between transformational leadership and project success.
H5: Employee engagement mediates the relationship between transactional leadership and project success.
H6: Employee engagement mediates the relationship between job satisfaction and project success.
[image: ]
Figure 1: Research Model
Source: Author Generated

[bookmark: _Toc232125785]2.6. Research Gap 
Although a large quantity of research has been conducted on leadership styles, job satisfaction, employee engagement and project success, a number of significant gaps exist in the literature that justifies the importance of the current study. First, these variables have been studied in the previous studies mostly in a piecemeal fashion with different researchers targeting separate relationships to include leadership and performance, or job satisfaction and outcomes, as opposed to developing a single comprehensive model of all the constructs. This constrains the realization of the interaction of these variables on how they together affect the success of the projects. Second, despite extensive research on transformational and transactional leadership, no one seems to have reached a definitive decision on which leadership approach works better in terms of making a project a success. There are researches focusing on the excellence of transformational leadership in boosting motivation and innovation, and those on the relevance of transactional leadership in maintaining order and accomplishing tasks. Nevertheless, there is still a lack of studies that research both types of leadership at the same time and especially in the project setting. Third, employee engagement mediating role has not been fully explored in literatures. Although the concept of engagement is identified as a significant predictor of performance, there are fewer studies aimed at exploring the role of engagement as a psychological mechanism between leadership styles and job satisfaction and the success of the project. This hinders a more in-depth analysis of the causal mechanisms underlying project outcomes based on the mediation approach. Fourth, the available empirical findings are primarily obtained in the Western settings, and their organizational culture, leadership conduct, and employee anticipations can be quite different in Middle Eastern nations. Consequently, the context-specific studies are lacking that would test such relationships in Saudi Arabia where a fast economic development and the massive building of projects as a part of Vision 2030 have introduced specific organizational relationships. Lastly, research on specific topics such as project success as a multidimensional product that takes into consideration the behavioural, managerial and organizational approaches of measuring success as opposed to such outcomes based on technical indicators is relatively scarce. Thus, the research fills these gaps by creating a unified framework, which looks at the direct and indirect impacts of leadership styles and job satisfaction on project success based on employee engagement within Saudi Arabian context.
[bookmark: _Toc232125786]2.7. Chapter Conclusion 
The chapter has given an in-depth review of the literature currently available concerning leadership styles, job satisfaction, employee engagement and project success. It started with a theoretical construct that illustrated the major theories that supported the relationship between the study variables, which were transformational leadership theory, transactional leadership theory, the Two-Factor Theory of Herzberg, Social Exchange Theory, and the Job Demands-Resources model. All these theories formed a solid background on the view that factors such as leadership behaviour and employee attitudes bring out the best in any organisation. The chapter also focused on each variable separately, introducing their definitions, dimensions and applicability within an organizational context and projects. The styles of leadership transformational and transactional were addressed regarding their influence on employee behaviour and project outcomes. Job satisfaction was discussed as one of the fundamental psychological traits that affect employee motivation and performance, whereas employee engagement was linked to playing the significant role of influencing proactive behaviour and organizational commitment. Project success was also managed as multidimensional construct and was not solely related to the conventional time, cost and quality measures. Moreover, the chapter examined the correlations between the variables, both the direct and indirect impact of the variables with earlier research. The mediating role of employee engagement that is frequently not considered in the existing body of literature was also given a special focus. Key gaps were also spotted, such as the absence of integrating models, fewer mediation-based researches, and fewer studies that take place in the Saudi Arabian context. Broadly, this chapter has given the present study a solid theoretical and empirical basis and it has provided the rationale of the necessity to conduct additional research on the joint impact of styles of leadership and job satisfaction on the project success via employee engagement.

image2.png
Idealised
Influence

Four I's of
Individualised Transformational
Consideration Leadership





image3.png
Motivating
Factors
s increase
employee
job
: satisf:





image4.png
Etc.




image5.png
Transformational
Leadership

Employee Engagement

Transactional
Leadership

Project Success

Job Satisfaction




image1.png




