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1.1. Research Background

Project success is likely the most frequently discussed topic in project management, yet it
remains the least agreed upon. Various measures have been proposed to gauge a project's
success—most commonly meeting schedule, budget, and performance goals—without
emphasizing job satisfaction. However, people evaluate project success differently and at
different times. Previous studies suggest using multidimensional frameworks to assess
project success. We believe that higher levels of trust and job satisfaction will lead to
greater project success, characterized by high-quality communication, effective
troubleshooting, mission clarity, and strong top management support.(Mazur et al.,
2014).While scholars' findings vary in some aspects, they all recognize job satisfaction and
trust creation as essential components of the transformational leader-follower relationship.
Research has shown that job satisfaction fully mediates the impact on job performance.
(Jung & Avolio, 2000). Job satisfaction is an emotional state derived from evaluating an
individual’s work experiences. (Lokce, 1970). Job satisfaction results from two types of
factors: "intrinsic" and "extrinsic."(Herzberg, 1968). A manager’s leadership is an external
factor that significantly influences a follower’s work attitude. A leader’s positive attitude
toward followers enhances their attitude toward the leader, their work, and the
organization. This, in turn, fosters intrinsic motivation in employees. A good combination
of extrinsic and intrinsic motivation leads to job satisfaction and contributes to project or
organizational success. (Mardanov et al., 2008). Employees who are content with their jobs
demonstrate higher job performance. (Jone, 2006). Scholars have consistently linked the
concept of job satisfaction with the success of business operations and performance. (Judge
et al., 2001). Satisfied employees perform well because positive experiences enhance their
satisfaction, leading to more effective performance of work tasks. Conversely, they tend to
underperform when they are less satisfied. (Fisher. 2003). Based on the study of Thompson
(2008) despite this awareness, some organizations have not made job satisfaction a major
priority because they do not fully understand the significant benefits it brings. This study
aimed to examine the relationship between job satisfaction and project success, linking job
satisfaction to successful project completion. People are motivated to pursue activities they
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believe offer a high probability of reward. Therefore, high job satisfaction leads to low
turnover and absenteeism, as well as greater commitment to organizational goals, because

satisfied employees are motivated to work where their needs are met.

1.2. Research Problem

Despite this awareness, some organizations have not made job satisfaction a major priority
because they do not fully understand the significant benefits it brings (Thompson, 2008).
To address the issue of job satisfaction not being a major priority in some organizations,
we need to identify both theoretical and empirical gaps in the existing literature and

research. Here are explanations and references for both types of gaps:

1.2.1. Theoretical Gaps
Theoretical gaps refer to the areas where the existing theories do not fully explain the
phenomenon of job satisfaction or where there is a lack of comprehensive models that

integrate various aspects of job satisfaction.

e Based on the study of Judge & Kammeyer (2012) many existing theories on
job satisfaction focus on specific aspects, such as intrinsic motivation or
extrinsic rewards, but fail to provide a comprehensive model that integrates
these dimensions along with other factors like organizational culture and
leadership style.

e Based on the study of Hofstede (1984) existing theories often do not account
for how cultural differences influence job satisfaction. For example, what
motivates employees in one culture may not be as significant in another.

e Based on the study of Wright & Bonett (2007) theories often emphasize
immediate outcomes of job satisfaction, such as productivity and turnover,
without adequately considering long-term impacts like career development

and organizational sustainability.
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1.2.2. Practical Gaps

Practical gaps refer to the shortcomings in the existing research studies and empirical

data concerning job satisfaction.

e Based on the study of Saari & Judge (2004) there is a shortage of longitudinal
studies that examine how job satisfaction evolves over time and its long-term effects
on organizational performance.

e Based on the study of Spector (1997) many studies are conducted in specific
industries or geographical regions, leading to a lack of generalizability. There is a
need for more research that includes diverse populations and different types of
organizations.

e Based on the study of Deci & Koestner (1999) while financial rewards are often
studied, there is less empirical research on the impact of non-financial incentives
such as recognition, work-life balance, and personal development opportunities.

e Based on the study of Locke (1976) job satisfaction research often remains siloed
within specific academic disciplines (e.g., psychology, management), without

sufficient cross-disciplinary approaches that could provide more holistic insights.

Addressing these gaps can help organizations better understand the benefits of
prioritizing job satisfaction and implementing strategies that lead to a more satisfied

and productive workforce.

Base on the above, the current research is directed to answer the main research
question:” How does it effect of Job Satisfaction on Project Success in Saudi Electricity

Company in Dammam?”

1.3. Research Significance

This study aimed to examine the relationship between job satisfaction and project
success, linking job satisfaction to successful project completion. People are motivated
to pursue activities they believe offer a high probability of reward. Therefore, high job

satisfaction leads to low turnover and absenteeism, as well as greater commitment to
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organizational goals, because satisfied employees are motivated to work where their

needs are met (Thompson, 2008).

1.3.1. At the theoretical level

e Based on the study of Judge & Kammeyer (2012) enhancing existing theories or
developing new models of job satisfaction can provide a deeper understanding
of the factors influencing employee attitudes and behaviors. Research could lead
to the integration of multiple dimensions of job satisfaction, such as intrinsic and
extrinsic factors, cultural influences, and long-term impacts.

e Based on the study of Hofstede (1984) expanding theoretical frameworks to
include cultural differences can help explain variations in job satisfaction across
different regions and demographics. This can lead to the development of more
universally applicable models or culturally specific theories of job satisfaction.

e Based on the study of Wright & Bonett (2007) theoretical research can explore
the mechanisms by which job satisfaction influences organizational outcomes
such as productivity, innovation, and employee retention. Understanding these

linkages can help in predicting and managing organizational performance.

1.3.2. At the practical level

e Based on the study of Saari & Judge (2004) practical research can identify
actionable strategies that organizations can implement to enhance job satisfaction,
leading to improved employee well-being and mental health. This can result in
reduced absenteeism and lower healthcare costs.

e Based on the study of Spector (1997) understanding the factors that drive job
satisfaction can help organizations design better work environments, reward
systems, and career development programs. Satisfied employees are generally more
productive, innovative, and committed to their work.

e Based on the study of Hom & Griffeth (1995) research can provide insights into

retention strategies by identifying what keeps employees satisfied and engaged. This

1|
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can help in reducing turnover rates, which in turn lowers recruitment and training
costs.

e Based on the study of Locke (1976) organizations that prioritize job satisfaction can
create a competitive advantage by attracting and retaining top talent. Satisfied
employees are likely to provide better customer service and contribute to a positive

organizational reputation.

1.4. Research Questions

The current research aims to answer the main research question:” How does it effect of job

satisfaction on project success in Saudi Electricity Company in Dammam?”
To answer the main question, we first need to answer the sub-questions.

e What is the effect of work condition on project success in Saudi Electricity
Company in Dammam?

e How does the coworkers influence on project success in Saudi Electricity Company
in Dammam?

e How does the appreciate effect on project success in Saudi Electricity Company in
Dammam?

e What is the effect of job security on project success in Saudi Electricity Company
in Dammam?

e What is the effect of promotion on project success in Saudi Electricity Company in

Dammam?

1.5. Research Objectives

e To investigate the relationship between job satisfaction and project success in Saudi
Electricity Company in Dammam.

e To investigate the relationship between work emotion and project success in Saudi
Electricity Company in Dammam.

e To investigate the relationship between (pay and benefit) and project success in

Saudi Electricity Company in Dammam.
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e To investigate the relationship between coworker and project success in Saudi
Electricity Company in Dammam.
e To investigate the relationship between supervision and project success in Saudi

Electricity Company in Dammam.

1.6. Research Hypotheses
Main hypothesis H:

There is a statistically significant relationship between job satisfactions on project success.

The first sub-hypothesis Ha:

There is a statistically significant relationship between emotion and project success.

The second sub-hypothesis Hb:

There is a statistically significant relationship between (pay and benefit) and project

Success.

The third sub-hypothesis Hc:

There is a statistically significant relationship between coworker and project success.

The fourth sub-hypothesis Hd:

There is a statistically significant relationship between supervision and project success.

1.7. Research Model
Job satisfaction project success

Emotion Impact on the customer
Pay & benefit Project efficiency

Coworkers H, Ha, Hb, He, Hd Business & direct success

Supervision Preparing for the future
Employee

Fiaurel: The proposed research model / Source: Researcher (2024)
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1.8. Scope of the Study

This research attempts to determine the importance of job satisfaction among employees

of the Saudi Electricity Company in Dammam in the success of projects.

The Saudi Electricity Company plays a vital role by supplying the Kingdom with electrical
energy according to the highest standards of reliability and reliability, as the company is
the main source of electricity in the Kingdom. It consists of several companies, including

the Saudi Electricity Company for Project Development.

Saudi Electricity Company for Project Development was established in 2015 as a limited
liability company, wholly owned by the Saudi Electricity Company, with the aim of
"managing construction projects, implementing detailed engineering designs, purchasing

materials and equipment, and implementing energy projects”.

The Saudi Electricity Company for Project Development aims to raise the quality of
services to internal and external customers by providing distinguished engineering
services, managing diverse projects, and to empower national human resources as a key
matter in building their capabilities, with commitment and attention to environmental

safety, and maintaining the highest quality standards.

Therefore, job satisfaction will affect the success and ability of the company to develop
projects. The work environment affects job satisfaction by improving the working
conditions of working individuals so that they feel a sense of belonging towards their

company and give everything they have to it.
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1.9. Project Structure

msme  Chapter 1: Introduction

s Chapter 2: Literature Review

e Chapter 3: Research Methodology

= Chapter 4: Statistical Analysis

Chapter 5: Findings Discussion and Conclusion

Figure 2: The suggested project structure / Source: Researcher (2024)
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2.1. Introduction

In this chapter, we will talk about literature review that talked about job satisfaction, project
success and the relationship between them. Literature review are an important element in
academic research. There are key elements that help in the quality, importance and
credibility of the study. There are literature review that talked about job satisfaction and its
impact on project success because job satisfaction is important in the success of projects in
organizations, and this is due to its significant impact on various organizational results such
as productivity, employee retention, and so on. In some project departments, more attention
focus on job satisfaction as a key factor of project success. This literature review examines
the relationship between job satisfaction and project success, and examines how different
factors of job satisfaction contribute to project outcomes. Based on the study of Asif et al
(2017) job satisfaction is one of the latest researches that has received the attention of a
number of researchers in the field of management. The rapid increase in interest in job
satisfaction shows its value. To make an organization victorious in quite the literal sense,
it is important to ensure that the people working within that organization are generally
happy and satisfied with their jobs and their surroundings. Moreover, employees are
satisfied in most cases and tend to achieve high performance in the workplace and are loyal
to their jobs. The performance of an organization depends greatly on its participants and,
therefore, it is important to ensure that employees have the required skill set to perform
and meet workplace requirements. Managers must keep the job satisfaction of their
employees as one of their pivotal goals to enhance the overall performance of organizations
and keep it constant. Job satisfaction is directly linked to human resource development and
employee productivity. Conclusively, significant amounts of job satisfaction and increased
productivity occur in an organization over time. Depending on the background, many

elements influence job satisfaction. Which makes employees happier with their jobs.
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2.2. Job Satisfaction
2.2.1. Definition

Based on the study of Mohan (2014) job satisfaction is a complex and multifaceted concept
that can mean different things to different people. Job satisfaction is usually related to
motivation, but the nature of this relationship is unclear. It is rather an attitude, an internal
state that can for example be associated with a personal sense of achievement, either
quantitative or qualitative. Job satisfaction was first discovered by (Hobbock, 1935) who
observed that job satisfaction is a combination of psychological factors and environmental
conditions that make a person say “I am satisfied with my work”; While there are many
discussions about the concept of job satisfaction, in most studies, it is described as how
people feel about their job, and its various aspects. Job satisfaction is defined as the final
state of feeling after completing the task. This feeling can be negative or positive depending

on the outcome of the task.

Based on the study of Saner & Eyupoglu (2015) Job satisfaction is a pleasant and positive
emotional state resulting from the evaluation of one's job experiences. They also described
job satisfaction as the result of the worker's evaluation of the degree to which the work
environment meets the individual's needs and the individual's reaction against his
profession or organization. In general, it can be said that job satisfaction is the emotional
reaction to a job that results from a person comparing actual results with those desired.
Satisfied workers will be more productive and stay in the organization longer, while

dissatisfied workers will be less productive and more likely to quit.

Based on the study of Weiss (2002) job satisfaction is defined as a pleasant feeling or
emotional response towards our jobs. It can be influenced by factors such as personality,
values, work environment and specific job tasks. Job dissatisfaction is the unpleasant
emotional feeling of a situation resulting from evaluating one's job as frustrating or
hindering one's valuable achievement. He briefly defines it, as job satisfaction is a person's

attitude toward his work.
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2.2.2. Development
The concept of job satisfaction has evolved over time, reflecting changes in workplace
dynamics, employee expectations, and advancements in psychological research. Below is

a brief overview of the development of job satisfaction.

Base on the study of Sinha & Shukla (2013) in 1953 Job satisfaction was interpreted as any
combination of psychological, physiological, and environmental conditions that cause a
person to say | am satisfied with the job. In 1976, job satisfaction was interpreted as a set
of attitudes about specific aspects of the job. Employees can be satisfied with some
elements of the job while at the same time being dissatisfied with others. In 1989, job
satisfaction was interpreted as the result of an employee's perception of how well the job
provides those things that are seen as important. In 1998, certain demographic variables,
for example, age, race and employment status, were found to be important factors in
determining job satisfaction. In 2001, they found that promotions increase employees'
perceptions of the quality of their work and thus enhance both their job satisfaction and
commitment. Base on the study of Raziq & Maulabakhsh (2015) in 2011 job satisfaction
was developed by integrating economic variables and work environment variables to study
the reaction of employees in hazardous work environment with high monetary benefits and
non-hazardous work environment and low monetary benefits. The study showed that
different psychosocial and work environment variables like work place, social support has

direct impact on job satisfaction.
Working Environment Job satisfaction

Working hours Employee loyalty
Job Safety & Security Sense of ownership

Relationship with Coworkers Level of Commitment
Esteem Needs Efficiency & Effectiveness
Top Manaaoement Productivity

Figure 3: A conceptual model of Working Environment and Job
Satisfaction / Source: Raziq & Maulabakhsh (2015)
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Base on the study of Afolashade et al (2024) the result showed there was a positive
significant relationship between the Job commitment of workers Job satisfaction, and

Reward system.

2.2.3. Dimensions

e Emotion: Base on the study of Rutherford et al (2009) there is a relationship
between emotion, job satisfaction and commitment to work. Good emotion makes
the employee commit to work and increases job satisfaction. While emotional

exhaustion makes the employee tend to not commit to work and leave.

Emotional Organizational
Exhaustion Commitment [

h

Job Satisfaction

= Satisfaction with supervision
Propensity to
- Satisfaction with overall job / Leave

™ - Sansfaction with policy and
SUpEO

- Satisfaction with promotion
and sdvancement

- Satisfaction with pay

- Satisfaction with co-workers

- Satisfaction with customers

Figure 4: Relationship between emotion & job satisfaction
Source: Rutherford et al (2009)

e Pay and Benefits: Base on the study of Munir & Rahman (2016) the companies

should consider formulating a convenient and valuable reward and benefit to the

employees so that they will remain satisfy with their job. Improvisation in the
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compensation policy will enhance their commitment to company. This will reduce
conflict and stress at workplaces and minimizing the cost of employees’ turnover.
Coworkers: Base on the study of Lin & Lin (2011) the factors of work group
interactions and coworkers' support have significant positive correlation to job
satisfaction. In another word, good coordination between employees would be a
prerequisite, if a company wishes to have high work performance and high job
satisfaction.

Supervision: Base on the study of Mehrad (2021) the style of supervision that
appears as leadership has a notable contribution to job satisfaction. Based on that,
the companies have to the consciousness of that to improve and enhance employee’s

job satisfaction, leading to high outcomes and performance at the workplace.

2.2.4. Theories

e Base on the study of Rosid et al (2020) There is a view that job dissatisfaction
and hostility can lead relationships with co-workers to the emergence of many
undesirable behaviors by organizations from minor deviations, such as:
Inappropriate socialization, delay, to serious deviations, such as: union pretense,
drug use, and theft in the workplace. Previous researchers have shown that
deviant behaviors have negative effects that cause a significant economic and
social cost to the organization, such as personal influences and include deviant
behaviors in the workplace, low commitment and productivity, as well as
turnover and high employee absenteeism. Organizations need to be able to avoid
deviant behavior that comes from personality by being more careful in managing
people. To avoid deviant behavior in organizational justice principles must be
adhered to because they can have a positive impact on feelings, attitudes and
employee behavior in the end. In other words, injustice will cause negative
feeling and its impact on deviation or reverse behavior in the workplace.

Therefore, he suggested that variable job satisfaction as a mediator to increase
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the influence of spirituality at work and organizational justice to reduce the
symptoms and actions of deviant behavior in the workplace.

Base on the study of Dugguh & Dennis (2014) the job satisfaction and
dissatisfaction is a product of different factors: motivation and hygiene
respectively. Motivation is seen as an inner force that drives individuals to attain
personal and organizational goals. Motivational factors are those aspects of the
job that make people want to perform and provide people with job satisfaction.
Hygiene factors include aspects of the working environment like working
conditions, interpersonal matters, and organizational policies. Factors that relate
to job satisfaction are called satisfiers or motivators.

Base on the study of Khan et al (2021) there should be a balance between the
amounts of effort an employee that employee income and the results they receive
in return. A worker's input-output ratio is compared to the ratios of other
workers, and if the two are equal, equity is said to exist. The distributive justice
theory of equity has been intensively examined during the last few decades.
Rewards have been shown to improve employee satisfaction only when valued

and seen as fair by the recipients.

Person Referent Other

OUTCOME

Figure 5: Balance between income & outcome
Source: Khan et al (2021)
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2.3. Project Success

2.3.1. Definition
Base on the study of Shokri & Kavousi (2009) some researchers defined the project success
is that a project is deemed successful when it meets budget and schedule constraints even
though it may not have met factors such as customer needs or achieved a quality

commercialization process of the final product.

Base on the study of Atkinson (1999) the definition of project success has broadened over
time, expanding beyond the traditional “iron triangle” of time, cost, and quality to
encompass additional criteria such as stakeholder satisfaction, alignment with strategic

objectives, and the creation of long-term value.

Cosit

Figure 6: Iron triangle / Source:: Atkinson (1999)

Base on the study of Ton et al (2024) the definition of project success is context dependent.
As aresult, the degree to which project goals and expectations are met according to a given
participant is defined as project success in that person's eyes. Traditionally, project success
is defined in terms of time, cost, and quality; however, several additional criteria that are
essential indicators of project success have emerged in recent years these criteria are "end-
users' satisfaction, other stakeholders' satisfaction, safety, minimum disputes, conflicts,

legal proceedings, and environmental impacts of the project".

21

MIDOCEA

UNIVERS

1T Y

i



2.3.2. Development
The concept of project success has undergone significant development over time, reflecting
changes in project management practices, the complexity of projects, and evolving
organizational needs.

Base on the study of Atkinson (1999) before 1970 project success was focus by the "iron
triangle,” which consists of three core constraints: time, cost, and scope (also referred to as
quality). Success was measured by the ability to complete projects on schedule, within
budget, and according to the specified scope or quality standards. Before 1990, the
understanding of project success began to expand to include the satisfaction of key
stakeholders, such as clients, project teams, and end-users. Researchers and practitioners
realized that a project could meet the iron triangle criteria but still fail if it did not satisfy

the needs and expectations of stakeholders.

Base on the study of Moradi et al (2020) In 1986, the project was considered an overall
success if the project meets the technical performance specifications or mission to be
performed, and if there is a high level of satisfaction concerning the project outcome among
key people in the parent organization, key people in the project team, and key users or
clientele of the project effort. In 2007 the project success was developed, so you need to
know project success factors and project success criteria as two components of project
success. In 2018 stated that project success was related to the goals and benefits that are
provided in a project for its organization as a whole, dealing with the effectiveness,

objectives, and benefits that are provided by the project.

2.3.3. Dimensions
Base on the study of Shenhar et al (1997) roject success is a multidimensional construct
that can be assessed through various criteria and Assessing Success is Time Dependent.
Project success, therefore, should be considered an integrative concept in which both short-

and long-term implications are considered.
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Impact _on _the customer: this dimension addresses the importance

organizations should place on customer requirements and real needs. As our
results indicate, meeting performance measures, functional requirements, and
technical specifications are all part of this dimension, and not, as previously
assumed, part of meeting the project plan. From the contractor’s point of view,
this dimension also includes the level of customer satisfaction, the extent to
which the customer is using the product, and whether the customer is willing to
come back for a follow-up project or for buying the next generation of the same
product.

Project efficiency: this dimension is the short-term measure expressing the

efficiency with which the project process has been managed. It simply tells us
whether the project was completed on time and within the specified budget. The
project can be assessed, first during execution, and immediately after completion
with this immediate dimension. Although success in this dimension may indicate
a well-managed, efficient project, it may not indicate success in the long-term
nor benefit to the organization. However, with increased competition and shorter
product life cycles, time to-market (time from initial concept to market
introduction) becomes a critical competitive component. Enhanced project
efficiency should therefore be seen as adding to product competitiveness.

Business and Direct Success: this dimension addresses the direct impact the

project may have on the organization. In the business context, did it provide
sales, income, and profits as expected? Did it help increase business results and
gain market share? However, this dimension may also apply to projects not
aimed at building new products. For example, internal reengineering projects or
the development of a new manufacturing process also needs assessment. Such
an assessment could be made with this measure. It will include measures of
performance time, cycle time, yield, and quality of the process, and total
improvement of organizational performance. All of these will assess the direct

Impact the project had on the organization.
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Preparing for the Future: this dimension addresses preparing organizational

and technological infrastructure for the future. It is the longest-term dimension
and involves the following questions: How does the organization prepare for
future opportunities? Does it explore new opportunities for further markets,
ideas, innovations and products? Does it build new skills that may be needed in
the future, or develop new technologies and core competencies? Is it prepared to
make a change and create the future in its industry or to adapt quickly and meet
additional challenges, unexpected moves of competitors, and market and

technology surprises?

Importance
s
4
Prepanng for
the Future
3
Business
Success
2
1 Impact on
Praject Customer
Efficiency
.
Project Time

Completion

Figure 7: Relative Importance of Success Dimensions is Time-
Dependent / Source: Shenhar (1997)

Employee: Base on the study of Mubarak et al (2024) a key factor influencing
project success is employee performance. High-performing employees, through
their technical skills, commitment, and proactive engagement, contribute
significantly to project outcomes. Employee performance encompasses both "in-
role" activities, which involve fulfilling specific job duties, and “extra-role"
activities, which contribute to a positive work environment. Effective employee

performance ensures timely and high-quality project delivery.
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2.3.4. Theories

e Traditional Iron Triangle theory posits that the balance between time, cost, and
scope determines project success. Any deviation in one of these constraints typically
affects the others, and managing this balance is crucial for project success (Jugdev
et al 2001).

e Base on the study of Locke & Latham (2002) according to Goal Setting theory,
clear, specific, and challenging goals are essential for project success. The theory
suggests that well-defined objectives enhance motivation and performance, leading
to successful project outcomes.

e Stakeholder theory emphasizes the importance of identifying and managing the
interests of all stakeholders involved in the project. Success is achieved when the
project satisfies the diverse needs and expectations of these stakeholders (Freeman
2010).

e Base on the study of Rockart (1979) the Critical Success Factors (CSF) theory
identifies specific factors that are critical to achieving project success, such as
effective communication, strong leadership, and stakeholder involvement. The CSF
theory suggests that focusing on these key factors increases the likelihood of project

SUCCesSs.

2.4, The relationship between job satisfaction and project

SUCCesSS

Base on the study of Mahjoub et al (2018) project manager in projects will influence in
project success so that ignoring some issues such as "project team members' satisfaction™
and "increasing organizational capability” may lead to failures in project success. On the
other hand, the job satisfaction will increase the willingness of employees to make the
project successful. Base on the study of Khahro et al (2016) high working stress due to
heavy workload, long and irregular working hour’s insecurity in working environment and
poor work-life balance. These stresses affect the workers physical and psychological

health, which may lead to lower job satisfaction, which led to fail in project success. So,
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employees' issues, basic facility provision, proper supervision and employee's growth
assurance should be assured to enhance the job satisfaction level, as it will motivate them
to give their best. Base on the study of Khan et al (2021) leaders and team members with
higher satisfaction with their job will have a positive impact on the success of the projects.
Managers with low level of satisfaction can create risk in a project, take less interest, and
hence put less effort towards the successful completion of the projects. Therefore, there is
a need for studying the management practices including the leadership and EI practices
that influence on the success of the project through the lens of trust and job satisfaction.
Base on the study of Kongwieh (2021) the job satisfaction is an emotionally pleasant state
arising from the assessment of your work experience. This implies that a pleased staff has
a favorable attitude towards work, resulting in a high rate of project success; on the
contrary, an unhappy staff has an adverse attitude towards work, resulting in low project

SUcCcess.

2.5. Conclusion

The literature reveals that job satisfaction is a multifaceted and dynamic concept, with
profound effects on both individual well-being and organizational performance.
Definitions of job satisfaction consistently depict it as an emotional state shaped by
psychological, environmental, and organizational influences. Over time, the understanding
of job satisfaction has expanded to include a broader array of factors, such as demographic
variables, workplace conditions, and economic elements, providing a more comprehensive
explanation of employee attitudes and behaviors. Key dimensions of job satisfaction,
including emotional well-being, compensation, coworker relationships, and supervision,
play a crucial role in shaping employees' perceptions of their work environment and their
overall satisfaction. Theories like motivation-hygiene theory and equity theory offer
valuable insights into how various factors either enhance or diminish job satisfaction.
Similarly, the concept of project success has undergone significant evolution, moving
beyond the traditional "iron triangle" of time, cost, and scope to encompass broader criteria

such as stakeholder satisfaction, alignment with strategic goals, and the creation of long-
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term value. The multidimensional nature of project success emphasizes the importance of
criteria like project efficiency, customer impact, and business outcomes, as well as the need
for forward-looking strategies to prepare for future opportunities. Theories such as the Iron
Triangle, Goal Setting, Stakeholder, and Critical Success Factors underscore different
aspects of project management that are vital to achieving success. When considering the
relationship between job satisfaction and project success, it is evident that a satisfied
workforce is more likely to contribute positively to successful project outcomes.
Conversely, job dissatisfaction can result in negative consequences, including reduced
productivity, higher turnover, and potential project failure. Therefore, promoting job
satisfaction through effective management, supportive work environments, and fair

compensation is crucial for ensuring project success.
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3. Chapter 3: Research Methodology
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3.1 Introduction
This chapter outline the research methodology employed to investigate the effect
of job satisfaction on project success in Saudi Electricity Company in Dammam. It
details the operational definitions for research variables, research design, research
population & sampling methods and technique, data collection methods, types of
data, and data analysis methods & procedures.

3.2 Operational definitions for research variables
In research studies, operational definitions are key in clearly defining the variables
being measured. An operational definition describes how a variable will be
measured, observed, or manipulated. It helps researchers ensure that their studies
are consistent, reliable, and valid.

3.2.1 Job satisfaction

Job satisfaction refers to employees’ attitudes and feelings about their work, which
can influence their motivation and productivity. It is operationalized into emotion,

pay and benefits, coworker, and supervision.
3.2.2 Project success

Project success is achieving project objectives within predefined constraints, such
as time, budget, and stakeholder satisfaction. It operationalized into impact on the
customer, project efficiency, business and direct success, preparing for the future,

and employee.

3.3 Research design (research onion)

e Research Philosophy: Positivism
e Research Approach: Deductive
e Research Strategy: Case Study
e Research Choice: Quantitative

e Time Horizon: Cross-sectional
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e Data Collection and Analysis Techniques: questionnaires

Questionnaires

Quantitative

Deductive

Philosophy

Approach

Strategy

Choice

Time Horizon
Techniques &
procedures

Figure 8: Research Methodology / Source: Researcher (2024)

3.4 Research population & Sampling methods and technique

3.4.1 Research Population

The research population refers to 55 employees working at the Saudi Electricity

Company in Dammam. These employees are involved in various projects and are directly

influenced by factors of job satisfaction and project success. The population includes

operations, maintenances, supervisors, and managers, providing a diverse context for

analyzing the study variables.

Table number (1) Research Population

Company name Classifications Number of employees
Operation 24
Saudi Electricity Company Maintenance 19
Supervisor 8
Manager 4

By the researcher, (2024)
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3.4.2 Research Sample

The research sample includes 33 employees who responded to the distributed
guestionnaire. This sample was chosen to represent a manageable subset of the population,
providing insights into the variables being studied while maintaining feasibility in data
collection and analysis.

Table number (2) Research sample

Study location Population Sample

Saudi Electricity Company 55 30to 35
By the researcher, (2024)

3.4.3 Sampling Method & Techniques

The sampling method is probability and the sampling techniques is sample random

sampling.

3.5 Data collection method

The data for this study will be collected using a questionnaire designed to measure the

effect of job satisfaction on project success in Saudi Electricity Company in Dammam.
3.5.1 The independent variable ( Job Satisfaction )

The researcher is relied on the questionnaire of Musinguzi et al., (2018). In order to
measure the job satisfaction, in terms of four dimensions: emotion, pay and benefits,
coworker, and supervision with overall 12 items for the whole variable. As, emotion
dimension consists of 4 items, pay and benefits dimension consists of 2 items,
coworker dimension consists of 3 items, and supervision dimension consists of 3
items. The instrument type is 5 — points Likert- scale type. Hence, 1= strongly
disagree, while 5= strongly agree.
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Table number (3) Independent variable

Variable Variable Number of Source
Dimensions Statements
Emotion 4
Job Satisfaction Pay and Benefits 2 (Musinguzi et al.,
Coworker 3 2018)
Supervision 3

By the researcher, (2024)
3.5.2 The dependent variable ( Project Success )

The researcher is relied on the questionnaire of El Khatib et al., (2021). In order to
measure the project success, in terms of five dimensions: impact on the customer,
project efficiency, business and direct success, preparing for the future, and
employee with overall 12 items for the whole variable. As, impact on the customer
consists of 2 items, project efficiency dimension consists of 3 items, business and
direct success dimension consists of 3 items, preparing for the future dimension
consists of 2 items, and employee dimension consists of 2 items. The instrument

type is 5 — points Likert- scale type. Hence, 1= strongly disagree, while 5= strongly

agree.
Table number (4) dependent variable
Variable Variable Number of Source
Dimensions Statements
Impact on the 2
customer
Project efficiency 3
Project Success Business and direct 3 El Khatib et al.,
success (2021)
Preparing for the 2
future
employee 2

By the researcher, (2024)
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3.6 Types of data
3.6.1 Primary data

Primary data was collected directly from 33 employees of the Saudi Electricity

Company using a structured questionnaire.
3.6.2 Secondary data

Secondary data was obtained from existing sources, such as previous research studies and

relevant literature, offering theoretical insights and supporting the study’s framework.

3.7 Data Analysis Methods & Procedures

After collecting data, it is essential to analyze the information gathered to draw meaningful
conclusions. As, the Statistical Package for the Social Sciences (SPSS), specifically version

28, were used to analyze the collected data.

e The sample profile test was conducted, via descriptive analysis, to gain insights
into the characteristics of the sample population. It helps researchers understand
the demographics, preferences, and other relevant information about the
individuals involved in the study.

o Validity and reliability tests are crucial in ensuring that the data collected is
accurate and consistent. Validity tests Exploratory factor analysis) to determine if
the research instruments measure what they are intended to measure, while

reliability tests (Cronbach™ Alpha test) assess the consistency of results over time.

3.8 Conclusion

This study focuses on analyzing the relationship between job satisfaction and project
success within the Saudi Electricity Company. The research examines key variables,
including job satisfaction (measured through emotion, pay and benefits, coworker, and
supervision) and project success (evaluated through customer impact, efficiency, business

success, future preparedness, and employee outcomes).
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A structured questionnaire was used to collect primary data from 33 employees,
providing first-hand insights. Additionally, secondary data from existing sources, such as
previous research studies and relevant literature, offering theoretical insights and

supporting the study’s framework.

The research population comprises 55 employees of the Saudi Electricity Company, with
a sample of 33 participants selected using a convenience sampling technique. This
approach was chosen to represent a manageable subset of the population, providing
insights into the variables being studied while maintaining feasibility in data collection
and analysis.
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4. Chapter 4: Statistical Analysis & Findings
discussion
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4.1.

Introduction

This chapter presents the results of the field study that were statistically analyzed using the

statistical programs SPSS version 22. The current chapter of statistical analysis includes

descriptive statistics for the sample under study using SPSS version 22. Testing the validity

and reliability of the questionnaires used to collect the required data from the current study

sample. In order to test the research hypotheses and the suitability of the model, simple

linear regression analysis was conducted via SPSS 22.

4.2.

Sample profile (descriptive statistics for research sample)

e The study sample was distributed according to gender — age — education level - job

title and number of years of experience.

e Frequencies and percentages was calculated for the study sample members and are

represented by demographic information that includes :

o

O

O

Gender includes (male, female).
Age includes (from 20 to 30, from 30 to 40, from 40 to 50, from 50 to 60).

Educational level includes (high school, diploma, and bachelors).

Job title includes (operation, supervisor, and maintenance).

Number of years of experience, includes (under 5, from 5 to 10, from 10 to
15, from 15 to 20, over 20).

Table number (5) Description of the study sample

Variable Variable classes The number | Percentage of the total sample
Male 32 96.97 %
Gender | Female 1 3.03 %
Total 33 100 %
From 20 to 30 5 15.15 %
From 30 to 40 18 54.55 %
Age From 40 to 50 9 27.27 %
From 50 to 60 1 3.03 %
36
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Total 33 100 %
Variable Variable classes The number | Percentage of the total sample
High school 3 9.09 %
Educational | Diploma 23 69.70 %
level Bachelors 7 21.21 %
Total 33 100 %
Operation 22 66.67 %
Job title Supervisor 8 2424 %
Maintenance 3 9.09 %
Total 33 % 100
Under 5 4 12.12 %
Number of | From 5to 10 11 33.33 %
years of From 10 to 15 6 27.27 %
experience | From 15 to 20 9 18.18 %
Over 20 3 9.09 %
Total 33 % 100

By the researcher, (2024) Base on the statistical analysis of the field study

(N=33)

From the data on table number (5), the following data were extracted:

- As for gender, the statistical results showed that the number of males was 32

individuals, representing 96.97 % of the total sample, while the number of females

was 1 individual, representing 3.03% of the total sample, as shown in the

following figure:
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H male
E female

- As for age, 5 individuals from 20 to 30, representing 15.15 %, while the age group
from 30 to 40 came with 18 individuals, representing 54.55 %. The age group
from 40 to 50 came with 9 individuals, representing 27.27 %, while the age group
from 50 to 60 came with 1 individual, representing 3.03 %, as shown in the

following figure:

Wzoto 30
B30t 40
Oaotos0
W00 80
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- As for educational level, the statistical analysis result indicated the following
distribution: 3 individuals with high school qualification, representing 9.09 %, 23
individuals with diploma qualification, representing 69.70 %, 7 individuals with

bachelors qualification, representing 21.21 %, as shown in the following figure:

Q3

| high school
B doploma
Obachelor's

- As for job title, the statistical analysis result indicated the following distribution:
22 individuals working as operation, representing 66.67 %, 8 individuals as

supervisor, representing 24.24 %, 3 individuals as maintenance, representing 9.09
%, as shown in the following figure:
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] operation
B supervisor
O maintenance

- As for years of experience, the statistical analysis result indicated the following
distribution: 4 individuals with under than 5 years of experience, representing
12.12 %, 11 individuals with 5 to 10 years of experience, representing 33.33 %, 6
individuals with 10 to 15 years of experience , representing 27.27 %, 9 individuals
with 15 to 20 years of experience, representing 18.18%, 3 individuals with over 20

years of experience , representing 9.09 %, as shown in the following figure:
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Q5

M under 5
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1ot 1s
W15t 20
Oover 20

9.09%
a0

4.3. Validity & reliability tests for the questionnaires
In order to verify the validity and reliability of the measures used in the study, the
internal consistency validity of the questionnaires used to measure the study variables
was tested, in addition to measuring the convergent validity by measuring the Average
Variance Extracted (AVE). While the reliability of the measures used in the study was
measured by Measuring the value of Cronbach’s alpha, using the statistical analysis

program SPSS virsion 22. The following paragraphs and tables explain this.
4.3.1 Validity of the measures used in the study

The internal consistency validity of the scales used to measure the study variables was
tested, in addition to measuring the convergent validity by measuring the average

variance extracted.

Internal consistency validity: it means the extent to which each statement of the

questionnaire is consistent with the variable to with it belongs. Therefore, the researcher
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measured the internal consistency of the questionnaires by calculating the correlation
coefficients between the score of each statement and the total score of the variable to
which it belongs. A correlation coefficient of less than 0.5 is removed from the

questionnaire.

Convergent Validity: The average variance between statement that measure the same
scale is measured by calculating the average variance extracted (AVE), whose value must

be greater than 0.5.

The following tables show the statistical results for (correlation coefficients, standard
deviation, calculated T value, and P value between the score of each statement and total
score of the variable to measure the validity of the internal consistency of the
guestionnaires. Also, calculating the value of the average variance extracted (AVE) to
measure the convergent validity of the questionnaires through the equation model.

Structural SPSS version 22, as follows:
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Table number (6) Validity & reliability tests

Variable Statements | KMO | Factor | Standard | P Average
loadings | deviation | VValues | variance
extracted
Emotion Al 0.808 | 0.873 0.755 0.00 |0.805
A2 0.737 0.890 0.00
Pay and Bl 0.721 1.116 0.00 0.638
benefits B2 0.555 1.083 0.00
Job C1 0.901 0.854 0.00
Satisfaction | Coworker C2 0.875 |0.810 0.00 |0.889| 0.727
C3 0.891 0.882 0.00
D1 0.579 1.074 0.00
supervision D2 0.611 0.983 0.00 0.571
D3 0.523 0.951 0.00
Impact on El 0.884 | 0.807 0.867 0.00
the E2 0.901 0.936 0.00 |0.854
customer
Project F1 0.755 0.962 0.00
efficiency F2 0.702 0.822 0.00 0.682
F3 0.588 0.957 0.00
Project | Business Gl 0.832 [1.004 [0.00
success | and direct G2 0.770 0.990 0.00 |0.801| 0.749
success
Preparing H1 0.701 0.969 0.00
for the H2 0.540 0.992 0.00 |0.621
future
employee 11 0.891 0.876 0.00 |0.891

By the researcher, (2024)
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It is clear from the table above:

The scale of applying the first variable: All correlation coefficients for all statements are
strongly correlated with their dependent variable and its dimensions, at value greater than
0.5. In addition, the values of all correlation coefficients for the statements are
statistically significant at a significance level less than 0.001. Accordingly, the internal
consistency validity of the scale has been achieved in four dimensions. Also, from the
results above related to the value of the average variance extracted AVE for the job
satisfaction as a whole, which is equal to 0.727, the value of the average variance
extracted (emotion, pay and benefit, coworker, and supervision) are: 0.805, 0.638, 0.889,
0.571, respectively. Accordingly, the convergent validity of the questionnaire has been

achieved.

The scale of applying the second variable: All correlation coefficients for all statements
are strongly correlated with their dependent variable and its dimensions, at value greater
than 0.5. In addition, the values of all correlation coefficients for the statements are
statistically significant at a significance level less than 0.001. Accordingly, the internal
consistency validity of the scale has been achieved in five dimensions. Also, from the
results above related to the value of the average variance extracted AVE for the project
success as a whole, which is equal to 0.749, the value of the average variance extracted
(impact on the customer, project efficiency, business and direct success, preparing for the
future, and employee) are: 0.854, 0.682, 0.801, 0.621, 0.891, respectively. Accordingly,

the convergent validity of the questionnaire has been achieved.
4.3.2 Reliability of the study tool

The stability of the questionnaire refers to the stability of the questionnaire results and
their non-change significantly if they were redistributed to the sample individuals several
times during specific periods. To measure the stability of the questionnaires used to
measure the study variables, Cronbach’s alpha values were calculated using SPSS version

22. The value must be greater than 0.7 for the scale to be stable.
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Table number (7) Reliability of the study

Variable Number of statements Cronbach’s alpha

Emotion 4 0.896

Job Satisfaction Pay and benefit 2 0.879 0.894
Coworker 3 0.885
Supervision 3 0.873
Impact on the customer 2 0.948
Project efficiency 3 0.944

Project success | Business and direct success 3 0.944 0.950
Preparing for the future 2 0.942
Employee 2 0.951

By the researcher, (2024)
It is clear from the table above:

Job satisfaction (emotion, pay and benefit, coworker, and supervision): The statistical
results showed that the value of Cronbach’s alpha are 0.894, (0.896, 0.879, 0.885, and
0.873), which indicates that all values are greater than 0.7, so the stability of the scale has

been achieved.

Project success (impact on the customer, project efficiency, business and direct success,
preparing for the future, and employee): The statistical results showed that the value of
Cronbach’s alpha are 0.950, (0.948, 0.944, 0.944, 0.942, and 0.951), which indicates that

all values are greater than 0.7, so the stability of the scale has been achieved.

4.4. Descriptive statistics for research variables

The responses of the sample were measured using a Likert scale following:

Strongly disagree Disagree Neutral Agree Strongly agree
1 2 3 4 5
45

|
MIDOCEAN



The relative weight corresponding to each category is calculated by multiplying the

arithmetic mean by (100/5), where 5 is the five-point scale, the following table to clarify

the significance of arithmetic averages:

The value of the

Result (general

Relative weight %

Level (degree)

than 5

than 100%

arithmetic mean trend) practice/importance
From 1 to less than | Strongly disagree From 20 to less Very low
1.80 than 36%
From 1.80 to less Disagree From 36 to less Low
than 2.60 than 52%
From 2.60 to less Neutral From 52 to less Middle
than 3.40 than 68%
From 3.40 to less Agree From 68 to less High
than 4.20 than 84
From 4.20 to less Strongly agree From 84 to less Very high

The following table shows the descriptive analysis of the arithmetic means based on the

Likert scale, and the standard remains of the variables according to the table related to the

significance of the arithmetic mean. Where the significance of the arithmetic mean shown

in the table above is considered to know the level of job satisfaction and its dimensions,

as well as the level of project success and its dimensions, according to the point of view

of the sample, as follows:
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Table number (8) Descriptive statistics

Variable Arithmetic Standard General trend Level of
mean deviation importance
Job Emotion | 3.53 0.557 Agree High
satisfaction | Payand |3.41 1.032 Agree High
benefit 3.67 0.638 Agree High
Coworker | 4.27 0.784 Strongl Very
y agree high
Supervision | 3.42 0.942 Agree High
Project Impact on
success the 3.58 0.867 Agree High
customer
Project 3.56 0.848 Agree High
efficiency
Business 3.64 0.735 Agree High
and direct | 3.62 0.850 Agree High
success
Preparing
for the 3.75 0.944 Agree High
future
Employee |3.73 0.674 Agree High

By the researcher, (2024)

The following table shows the arithmetic mean and standard deviation for variable

research:

e As for the characterization of the job satisfaction: the results showed that the

general trend the vocabulary of the sample is approval, which indicates the
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achievement of a high level of application job satisfaction in Saudi Electrical
Company in Dammam . Where the arithmetic mean of the variable as a whole
(3.67) with an approval rate reached (73.4%) at the standard deviation (0.638), the
descriptive statistical results of the dimensions of job satisfaction that the four
dimensions (emotion, pay and benefit, coworker, and supervision) the general
trend came from the vocabulary of the sample of the message is to agree at a high
level of application in the Saudi Electrical Company , where we find that the
arithmetic mean of the dimension (emotion) it is (3.53) with an approval rate of
70.6% when a standard deviation (0.557), the arithmetic mean of the dimension
(pay and benefit) it is (3.41) with an approval rate of 68.2% when a standard
deviation (1.032), the arithmetic mean of the dimension (coworker) it is (4.27)
with an approval rate of 85.4% when a standard deviation (0.784), the arithmetic
mean of the dimension (supervision) it is (3.42) with an approval rate of 68.4%
when a standard deviation (0.942).

As for the characterization of the project success: the results showed that the
general trend the vocabulary of the sample is approval, which indicates the
achievement of a high level of application project success in Saudi Electrical
Company in Dammam . Where the arithmetic mean of the variable as a whole
(3.64) with an approval rate reached (72.8%) at the standard deviation (0.735), the
descriptive statistical results of the dimensions of project success that the five
dimensions (impact on the customer, project efficiency, business and direct
success, preparing for the future, and employee) the general trend came from the
vocabulary of the sample of the message is to agree at a high level of application
in the Saudi Electrical Company , where we find that the arithmetic mean of the
dimension (impact on the customer) it is (3.58) with an approval rate of 71.6%
when a standard deviation (0.867), the arithmetic mean of the dimension (project
efficiency) it is (3.56) with an approval rate of 71.2% when a standard deviation
(0.848), the arithmetic mean of the dimension (business and direct success) it is
(3.62) with an approval rate of 72.4% when a standard deviation (0.850), the
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arithmetic mean of the dimension (preparing for the future) it is (3.75) with an

approval rate of 75% when a standard deviation (0.944), the arithmetic mean of

the dimension (employee) it is (3.73) with an approval rate of 74.6% when a

standard deviation (0.674).

4.5.

The following table shows Leiberson's linear correlation coefficients between the study

Linear correlation coefficients between the study variables

variables, measured using SPSS-V.22.

Correlations

emotion benifits coworker supervision satisfaction success
emotion Pearson Correlation 1 .690" .266 .502™ 743" .588™
Sig. (2-tailed) .000 135 .003 .000 .000
N 33 33 33 33 33 33
benifits Pearson Correlation .690™ 1 .381" .661" .831" 706"
Sig. (2-tailed) .000 .029 .000 .000 .000
N 33 33 33 33 33 33
coworker Pearson Correlation .266 .381" 1 .687" 740" .488™
Sig. (2-tailed) 135 .029 .000 .000 .004
N 33 33 33 33 33 33
supervision Pearson Correlation .502" .661" .687" 1 .904™ .636™
Sig. (2-tailed) .003 .000 .000 .000 .000
N 33 33 33 33 33 33
satisfaction Pearson Correlation 743" .831" 740" .904™ 1 746"
Sig. (2-tailed) .000 .000 .000 .000 .000
N 33 33 33 33 33 33
success Pearson Correlation .588™ .706™ 488" .636™ 746" 1
Sig. (2-tailed) .000 .000 .004 .000 .000
N 33 33 33 33 33 33

**_Correlation is significant at the 0.01 level (2-tailed).

*, Correlation is significant at the 0.05 level (2-tailed).

e It was found that there is a strong positive correlation (0.746) was found between

the project success as a dependent variable and job satisfaction (total) as an
independent variable at a significance level less than 0.01.
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e It was found that there is a strong positive correlation between the project success
as a dependent variable and each dimension of job satisfaction (emotion, pay and
benefit, coworker, and supervision) at the correlation: 0.588, 0.706, 0.488, and
0.636 respectively, at a significance level below (0.01).

4.6. Testing Hypotheses & Findings Discussion
This part is related to testing the validity of the main hypothesis of the study and the

subsequent sub-hypotheses, and the statistical results reached using SPSS-V 22 as

follows:

Main hypothesis :

There is a statistically significant relationship between job satisfactions on project success.

Sub-hypotheses branch out of this main hypothesis as follows:

— There is a statistically significant relationship between emotion and project success.

- There is a statistically significant relationship between (pay and benefit) and project
success.

- There is a statistically significant relationship between coworker and project
success.

— There is a statistically significant relationship between supervision and project
success.

e The results of the main hypothesis test for the study:

This hypothesis states that: There is a statistically significant relationship between job
satisfactions on project success. This hypothesis examines the direct relationships between
job satisfaction in total of the as an independent variable, project success as a dependent

variable.

To test this hypothesis, we use simple linear regression analysis.
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Model Summary

Adjusted R Std. Error of the
Model R R Square Square Estimate
1 7462 .556 .542 .498
a. Predictors: (Constant), satisfaction
ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 9.617 1 9.617 38.794 .000P
Residual 7.684 31 .248
Total 17.301 32

a. Dependent Variable: success

b. Predictors: (Constant), satisfaction

Coefficients?

Standardized
Unstandardized Coefficients Coefficients 95.0% Confidence Interval for B
Model B Std. Error Beta t Sig. Lower Bound Upper Bound
1 (Constant) .460 .518 .889 .381 -.596- 1.516
satisfaction .859 .138 .746 6.229 .000 .578 1.140
a. Dependent Variable: success
R=0,746 N
R?=0.556

It is clear from the tables above that:

- The level of significance of the F test indicates sig. F (less than 0.05), which indicates the

significance of the simple linear regression model at the significance level of .000

-The value of the correlation coefficient (R = 0.746) indicates a strong positive correlation

between project success and job satisfaction (in total).

- The adjusted coefficient of determination (R?) indicates that 55.6 % of the variance in job

satisfaction (in total) can be explained by the variance in the level of project success.
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-The value of T indicates the significance of the regression coefficient (beta ) as the

significance level calculated for the test (T) is less than 0.05.

Based on the previous results, the validity of the main hypothesis that states that there is a
statistically significant positive correlation between job satisfaction (in total) as an

independent variable and project success as a dependent variable is accepted.

Several studies have investigated the significant relationship between job satisfaction and
project success, emphasizing that satisfied employees tend to contribute positively to
project outcomes. For instance, Yang et al. (2011) found that job satisfaction among
project team members directly affects project success through improved team
performance and stakeholder satisfaction. They argue that when employees feel valued
and engaged, their commitment to project goals increases, thereby enhancing project
outcomes. Similarly, Anantatmula (2010) highlighted the importance of employee
satisfaction in achieving project success, emphasizing that satisfied team members are
more likely to exhibit collaborative behaviors and innovative thinking. Additionally,
Bakoti¢ (2016) provided empirical evidence showing that job satisfaction leads to
improved productivity and quality of work, which are critical determinants of project

success.
e Results of the sub-hypothesis test of the study:

-The first sub-hypothesis states that: There is a statistically significant relationship
between emotion and project success. This hypothesis examines the direct relationships

between emotion and project success.

- The second sub-hypothesis states that: There is a statistically significant relationship
between (pay and benefit) and project success. This hypothesis examines the direct

relationships between (pay and benefit) and project success.
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- The third sub-hypothesis states that: There is a statistically significant relationship

between coworker and project success. This hypothesis examines the direct

relationships between coworker and project success.

- The fourth sub-hypothesis states that: There is a statistically significant relationship

between supervision and project success. This hypothesis examines the direct

relationships between supervision and project success.

To test these sub-hypothesis, we use simple linear regression analysis.

Model Summary

Model

R

R Square

Adjusted R

Square

Std. Error of the

Estimate

1

.7622

.581

521

.509

a. Predictors: (Constant), supervision, emotion, coworker, benifits

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 10.054 4 2.514 9.712 .000P
Residual 7.246 28 .259
Total 17.301 32
a. Dependent Variable: success
b. Predictors: (Constant), supervision, emotion, coworker, benefit
Coefficients?
Unstandardized Standardized 95.0% Confidence Interval
Coefficients Coefficients for B
Model B Std. Error Beta t Sig. Lower Bound | Upper Bound
1 (Constant) .765 741 1.032 311 .753 2.283
emotion .237 224 .180 1.057 .013 222 .697
benefit .297 .140 417 2.124 .043 .011 .583
coworker .170 .160 .182 1.067 .035 157 497
supervision 114 .164 146 .692 .024 .223 451
a. Dependent Variable: success
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R=0.762 |
R?=0.581

- The level of significance of the F test indicates sig. F (less than 0.05), which indicates the

significance of the simple linear regression model at the significance level of .000

-The value of the correlation coefficient (R = 0.762) indicates a strong positive correlation

between emotion, pay &benefit, coworker, and supervision and project success.

- The adjusted coefficient of determination (R?) indicates that 58.1 % of the variance in
emotion, pay &benefit, coworker, and supervision can be explained by the variance in the

level of project success.

-The value of T indicates there is a significance in emotion, pay & benefit, coworker,
supervision of the regression coefficient (beta ) as the significance level calculated for the
test (T) is less than 0.05.

Based on the previous results, the validity of the sub-hypothesis that states there is a
statistically significant positive correlation between emotion, pay &benefit, coworker, and
supervision as dimensions in independent variable and project success as a dependent

variable is accepted.

Several studies have investigated the significant relationship between emotion, pay and
benefits, coworker, and supervision on project success, emphasizing their interconnected

effects on employee motivation and project outcomes.

-Emotion and Project Success: Emotional intelligence plays a vital role in team dynamics
and project outcomes. Muller and Turner (2010) demonstrated that emotionally
intelligent project managers are better equipped to handle conflicts, foster collaboration,

and lead teams effectively, which contributes to project success.
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-(Pay and Benefits) and Project Success: Adequate pay and benefits significantly affect
employee motivation and retention, which are critical for project success. Cheng et al.
(2005) argued that competitive compensation packages enhance employee satisfaction

and engagement, ultimately leading to better project outcomes.

-Coworker and Project Success: Positive coworker relationships contribute to effective
team performance. According to Yang et al. (2011), strong interpersonal relationships
among team members improve communication and collaboration, directly influencing

project success.

-Supervision and Project Success: Effective supervision is a critical determinant of
project success. Anantatmula (2010) emphasized that supportive and competent
supervisors provide clear guidance and foster a positive work environment, which

enhances team performance and project outcomes.
4.7. Conclusion

For statistical analysis of the data of the current study, SPSS V, 22 software was used.
The researcher carried out the descriptive analysis of the study sample, as well as the
descriptive analysis of the study variables. According to the results of the statistical
analysis of this study, validity and reliability have been achieved and the stability of
the scales used to measure the variables of the study. In addition, the main hypothesis

of the study and the four sub-hypotheses have been proved.
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Introduction

This study aims to measure job satisfaction in the success of the project among the
employees of the Saudi Electricity Company in Dammam, and this study is one of the
requirements for obtaining a bachelor's degree in project management from the University
of Midocean. Please read and answer the questionnaire, as your answer will have an
effective impact on the results of the study. | thank you in advance for your cooperation
and support for scientific research. | would like to inform you that the information
contained in the questionnaire will be treated confidentially. Where, 1= strongly disagree,
while 5= strongly agree.

Personal Information

Gender:

Age:

Educational qualification:

Job Title:

Years of experience:

Job Satisfaction: is described as how people feel about their job, and its various

aspects.

Questions 1123|415

Emotion

Considering everything, | am satisfied with my job.

| feel respected at work because my opinion seems to matter.

| feel emotionally drained at the end of every day.

| receive recognition for doing good work

Pay and Benefit

| am satisfied with the salary and bonus.

| am satisfied with the annual increase.
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Coworker

| have good friends at work.

| consider myself a part of this community.

My coworker is support me.

Supervision

| am satisfied with my supervisor.

My immediate supervisor cares about me as a person.

My supervisor is available when | need support.

Project Success: is achieving objectives on time, within budget, and meeting stakeholder

expectations.

Questions 112 |3 |4 |5

Impact on the customer

The customer is satisfied with the service provided to him.

The customer is satisfied with the time spent on solving the problem.

Project efficiency

Project are always completed within the budget and required timelines.

Project always meet the quality standards set and technical specifications.

The goals and objectives of the projects are usually well defined.

Business and direct success

Projects always get total support from the top management.

Effective communication practices are usually adopted in the project.

Controlling and monitoring projects is always done effectively.

Preparing for the future

The company is preparing itself for the future by investing in modern

technologies.
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The company prepares for the future by developing its strategies.

Employee

| have been given the training needed in the project.

The team are motivated and committed to the success of the project
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