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Abstract – This paper investigates what determines 
workers’ performances under the Saudi airport 
privatization by placing the focus on economic growth, 
leadership style, managerial practices, organizational 
culture, work atmosphere and their interactions. 
Quantitative research method was employed and 
airport workers were majorly sample using a structured 
questionnaire. The research examines direct and 
indirect relationships between these factors and 
employee performance, especially on the mediating 
roles of organizational culture and the moderating 
impact of the work environment. Economic growth 
showed a positive association with employee 
performance, highlighting a close link between 
macroeconomic conditions and the efficiency of human 
resources. Organizational culture (work environment) 
was also positively related to management practices and 
employee performance, although it did not emerge as a 
significant mediator between the key variables and 
performance. Leadership style demonstrated only a 
weak influence on employee performance, while the 
work environment had a moderate effect. 
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Overall, the results indicate that leadership and 
work conditions exert a more direct influence on 
employee performance than through the mediating or 
moderating role of organizational culture. This study 
would enrich the literature on the privatizing-employees 
by developing the previous models and revealing to 
what extent the process of privatization impacts on 
employees in the airline industry. It also suggests how 
policymakers and other managers might promote 
employee engagement and productivity in times of 
change. However, future research should further 
investigate potential longitudinal and cross-cultural 
effects through the consideration of additional 
mediators, such as employee well-being and the 
adoption of technology. 

Keywords – Employee performance, organizational 
culture, economic growth, leadership style, 
management practices. 

1. Introduction

The development of Saudi Arabian airports as a 
result of privatization and in line with the strategic 
agenda of Vision 2030 affects the performance of 
employees in the aviation industry. This reform seeks 
to incentivize private investment, as well as to 
improve operational efficiency in the form of PPPs, 
and subsequently restructure the working environment 
of airport service providers. The nexus of economic 
development, style of leadership, and the nature of the 
management function has emerged as a major 
attention focus in employee performance, in which 
organizational culture links these associations. 
Organization culture can strongly affect employee 
motivation and efficacy, thus, the employers must rely 
on employee as a clear agent of change [1]. The work 
environment, as well as workplace variable affect each 
other and in turn these variables influence on 
employee performance [2].  
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It is important to recognize that the effects of these 
antecedents are multi-faceted since the structural 
changes at the airport level may bring new challenges 
and opportunities that have an impact on enterprise 
risk management, requiring a thorough investigation 
of the factors which positively or negatively influence 
the performance [3]. Insight into such matters is very 
important for sustainable development and where 
work of the Saudi aviation is being transformed 
through privatization. 

The interplay of economic growth, organizational 
culture and workers’ performance is a critical issue in 
relation to airport origination in the Kingdom of Saudi 
Arabia. As airports become liberalized to private 
management, the operational landscape for staff 
undergoes significant change, requiring new 
leadership styles and management practices in light of 
new organizational goals [4]. Leadership style 
(authentic and transformational specifically) has been 
proven to play a significant role in terms of its impact 
upon motivation of employees on performance [5]. 
Moreover, strong organizational culture is essential to 
create the conducive work environment that supports 
employee engagement, employee satisfactions, and 
commitment [2]. Employee motivation is identified as 
a significant mediator in these processes, because 
appropriate managing can lead to higher engagement 
on the part of staff and better performance [6]. 
Combining these elements can improve overall 
efficacy of an organization, and particularly in 
dynamic environment such as the aviation sector, it is 
important that performance pressures and economic 
growth require flexibility [7]. This paper attempts to 
build upon these by investigating what factors, 
including how an employee’s work environment, as an 
external factor, influence these relationships, leading 
to better understanding of the direct and indirect 
effects on employees’ performance outcomes in Saudi 
airports. 

This study is the complexity of the factors 
influencing the employee’s performance within the 
context of Saudi airports privatization. 
Notwithstanding the significant financial outlay and 
reorganization that accompany privatization, there is 
still a significant void in comprehension of the manner 
in which economic development, leadership 
methodologies, and organizational climate act in 
concert to influence employee effectiveness during 
periods of transition. The changing working context is 
commonly characterized with higher workloads and 
shifting demands [8]. Current findings suggest that 
work conditions could have a significant influence on 
performance but its clear role in the area of airport 
employee’s privatization is under-researched [9]. To 
make the issue more intricate, there arises a demand 
for scientifically grounded leadership and 
management styles to drive a favorable organizational 
culture encouraging employee motivation and 
engagement [9].  

In addition, target review concerning the 
moderating of work environment on employee 
performance in this particular sector is virtually 
absent, which points out a major research gap. These 
factors will be a key in deriving potential strategies to 
improve the performance of workers in this period of 
significant transformations induced by the Saudi 
aviation industry privatization. 

Employee performance in the context of airport 
privatization in Saudi GDN suggest several areas that 
require more study. Although previous research has 
studied different leadership styles, such as 
transformational and transactional leadership, how 
these styles affect employee performance has not yet 
been investigated to an adequate level in the context 
of airport operations during privatization [10]. 
Transformational leadership is able to increase 
employee engagement and that organizational culture 
mediates the relationship between transformational 
leadership and employee engagement [11], while the 
moderating role of work environment has not been 
studied. In addition, there are few studies about how 
economic growth and employee performance interact, 
focusing on privatization in particular. Employee’s 
motivation, which was part of these dynamics, that 
needs to be more emphasized to the contextual factors 
such as work setting [12]. Moreover, the connection 
between organizational support and employee results, 
especially in conditions of high tension such as 
airports is not adequately explored [13]. The impact of 
leadership styles on team resilience in the context of 
organizational change as important as it is, has not yet 
been adequately investigated in relation to 
privatization of the aviation industry, thus providing 
any possibility of further inquiries [14]. Tackling these 
voids is crucial as it should allow the formulation of 
efficient policies that enhance the production of work 
force in the everchanging aviation domain in Saudi 
Arabia. 

The main purpose of the study is to explore the 
relationship between the multiple dimensions of 
economic growth and leadership style, management 
practices, organizational culture, the work 
environment, and the performance of employees in the 
context of the privatization of Saudi airports. More 
precisely, in this article, it is proposed to analyze how 
economic growth affects leadership and how 
leadership affects organizational culture and this, in 
turn, the relationship leadership-performance, where 
the organizational culture functions as a mediating 
variable. Additionally, the study will investigate the 
moderating role that the work environment has on the 
relationships and, in turn, offer a complete picture on 
how exogenous contingency variable influence 
employee performance outcomes in an innovative 
sector.  
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Through this identification, the study aims to 
provide a contribution to knowledge and advise the 
policy makers and stakeholders about how 
engagement and performance of employees could be 
enhanced amidst the ongoing restructuring of the 
aviation industry in Saudi Arabia, so that it links with 
the goals set out in 2030 organizational culture, inter 
alia. This goal includes the examination of the 
implications of related aspects in ways that inform 
organizations about how employees might perform 
and be effective in response to airport privatization. 

The practical implication of the study is that it may 
yield valuable nuance for understanding the drivers of 
employee performance in airports as the Saudi 
government continues to privatize them. This study 
bridges extant literature gaps on the relationships of 
economic growth and leadership styles, management 
practices, and the joint impact on employee 
performance especially in high-risk aviation [15]. 
Organizational culture and the work environment, this 
study can elucidate the processes through which these 
dimensions interact to determine BMIA employees’ 
level of engagement and satisfaction that are 
important for the functioning of privatized airports 
[16]. Moreover, the results of this research will 
provide guidance for both policymakers and 
organization leaders to formulate effective solutions 
to improve employee performance at times when 
radical structural changes occur. Its efforts are to 
potentially solidify, and even extend, the existing 
frameworks tying organizational culture with 
performance outputs, and thus provide a basis for 
future study in other, similar context [17]. In 
summary, to learn about these relationships will assist 
in optimizing human resource management for human 
capital in the aviation industry, and will have 
implications in terms of transferability to other 
industries, which are similarly undergoing changes 
under the pressures and forces of privatization and 
economic policies. 

 
2. Literature Review  
 

The Saudi airports privatization lends to a wider 
trend in the civil aviation industry of increasing 
concession deals sustenance economic advantage and 
service enhancements in the region. The following 
literature review covers the research on privatization 
of Saudi airports, employee performance, economic 
development, leadership, management, organizational 
culture and work environment. It seeks to understand 
how the interaction of these factors affects the success 
of the privatization process in Saudi Arabia. 
 
 
 
 
 

2.1. Influence of Saudi Airports Privatization 0verview 
 
The Saudi airports' privatization effort stands as a 

major shift in the civil aviation scene across the region 
that is increasingly looking at economic efficiencies. 
This privatization has significant consequences in 
latest years, and have been developed some researches 
which draw attention to its implications regarding 
quality of service and distribution of resources. It has 
been reported that private management combined with 
high level management expertise is likely to lead to 
large increases in customer satisfaction, as the private 
management often uses the latest and most-customer 
friendly management techniques to improve travelers 
“passenger experience” [18]. Additionally, the 
economic benefits from the privatization of airports go 
beyond just benefiting from the private operator’s 
capital resources. A competitive marketplace can 
attract foreign direct investment and create local 
employment opportunities [19]. The implementation 
of eco-design principles in airport facilities 
corresponds to a global tendency for sustainability 
practices and at the same time, it integrates benefits 
for passengers in terms of well-being and for brand 
retention [18]. 

However, still some challenges, in particular in the 
sense that privatization has to complement national 
economic plans. Although privatization may improve 
the efficiency, however, it should also to guarantee the 
coherent socio-economic benefits redistribution to the 
local community, in order to solve the potential 
differences brought by privatization [20]. In addition, 
with issues such as climate change and changing 
regulatory framework confronting the sector, 
sustainability considerations should inform 
privatization drives for the sector [21]. This review of 
the literature identifies that the Saudi policy of airport 
privatization is inherently multi-dimensional in nature 
and that the effects of this change on employee 
behavior and organizational culture, while long-term, 
require further empirical research and greater 
exploration. 

 
2.2. Employee Performance 
 

Employee performance is a multidimensional 
phenomenon and bears the impact of many factors 
from motivation to leadership style and organizational 
culture. Employee’s motivation is one of the most 
important factors that affects the performance; it acts 
as a micro-link between job performance and effective 
manager [1]. Career development programs and a 
friendly work environment not only enhance 
employees’ satisfaction, but also bring strong impacts 
on the overall performance results [22].  
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Tactics of engagement, like trainings and programs 
of development, are positively associated with task 
performance; workers who perceive prospects for 
growth are likely to be more effective [23]. Besides, 
satisfaction among employees highly influences an 
engaged workforce, as high satisfaction tends to lead 
to better performance as a result of higher 
commitment and loyalty toward the company [2]. 
Regulations and procurers need to consider both the 
direct effects and the moderating role of leadership 
styles. Transactional leadership has been associated 
with enhanced employee performance by successfully 
aligning the personal goals and organizational goals 
and also by inducing a sense of meaning among group 
members [24]. This alignment creates a culture in 
which employees feel valued and contribute through 
discretionary effort in positions. At high level, the 
complex relationships between job satisfaction, 
employee engagement and leadership offer a big 
discipline to learn and improve on the performance of 
employees in different conditions in organizations [2], 
[25].  

 
2.3. Economic Growth 
 

Economic development has many aspects; it is the 
processes whereby the real income of a country 
increases over a long period of time as opposed to 
short-term growth, often measured by the 
understanding Rise in Gross Domestic Product 
(GDP). It is an important gauge of economic well-
being and is a measure of progress, with respect to 
living standards and general prosperity. Many factors 
have been identified as determinants of economic 
growth, such as physical capital, human capital and 
technological progress. Malnutrition leads to poor 
economic growth, and argues that optimal nutrition is 
crucial for effective productivity and long-term 
economic growth in developing countries [26]. 
Furthermore, one of the major determinants of 
economic growth which is closely linked to financial 
development has been identified as financial 
development. One-way causality running from the 
pace of GDP growth to the financial system 
development reflecting economic growth leads to 
financial development in [27]. Foreign Direct 
Investment (FDI) to economic growth, stating that 
FDI has a positive impact on the productivity of the 
economy, as it provides capital and skills of necessity 
[28]. FDI is believed to promote growth by providing 
more growth and employment opportunities in the 
country FDI has positive effect on economic growth 
in Ghana [29]. 

Additionally, the human development index (HDI) 
was found to be positively correlated to GDP per 
capita, suggesting that there are certain level of health 
and educational investments needed to improve 
economic growth in the long run [30].  

HDI is a determinant of countries’ economic 
growth which lend credence to this assertion [30]. The 
literature supports that economic growth is not only a 
result of the stock of capital but has been increasingly 
affected by other matters ranging from nutrition and 
financial systems, to FDI and human development 
which, by itself is a proof of the complexity of the 
economic growth terrain. 

 
2.4. Leadership Style 

 
Leadership style is regarded as an important factor 

in the effectiveness and performance of members of 
an organization, whether within government service 
or in the private sector. Transactional leadership, with 
its emphasis on transactional relationship between 
leaders and followers, is proved to have a positive 
influence on performance outcomes with facilitating 
effect on creating clear expectations and pay up for 
what they achieved [31]. This style of leadership 
creates the kind of atmosphere that inspires people to 
work hard to achieve a certain objective, which 
contributes to better productivity. On the other hand, 
transformational leadership concerns leadership that 
motivates and empowers employees, foster creativity, 
and stimulate innovation [32]. Hospital head nurses 
who apply transformational leadership have high 
creativity on their staff, and it has a positive effect on 
performance of the organization [32]. Furthermore, it 
has been observed that diverse leadership styles may 
have different organization results and certain culture 
and structural context insight in different 
organizations [33]. Leadership needs to conform to 
organizational culture in order to reach an intended 
performance [34]. In addition, as organizations are 
becoming more dynamic, hard to hold on to leaders 
with a single motivational orientation as the style must 
match with the requirements of different work 
situations, and generation gap between the employees 
[35], [36].  

 
2.5. Management Practices 
 

Management practice is an essential component in 
improving organizational prowess and performance 
across any section. It is essential to align management 
practices with organizational objectives to foster an 
engaged and productive workforce. The use of high-
quality data practices significantly improves student 
performance when data systems are deployed 
effectively as a system-wide culture. This is 
illustrative of the importance of clearly defined 
management guides for education results. In fast-
growing sectors like the innovation management 
industry efficient and effective management 
techniques are essential for successful innovation 
projects.  
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Longitudinal examination of these practices 
enables organizations to monitor and respond to 
progress over time [37]. Furthermore, participatory 
management emphasizes the significance of trust and 
collaboration for beneficial organizational effects 
[38]. The more employees are empowered, through 
say participatory processes, it looks like more 
collective behavior and more sense of collective 
purpose emerge. The excellent management practice 
is showed to be a variable for the human resource 
allocation, the firm value and the decision maker 
enterprise risk management [39]. The benefits of 
integrating best management practices are operational 
efficiencies and organizational resiliency and 
adaptability, both of which are critical in today’s fast-
moving business climate. 

 
2.6. Organizational Culture 

 
The organizational culture impact affects what 

workers do and performs a foundation as better for 
sustainable growth and adaptability. A strong 
organizational culture creates an atmosphere that 
promotes innovation, supports positive workplace 
dynamics and enables change readiness. 
Organizations with strong beliefs on adaptability as a 
value have been able to even “boost” employee 
readiness for change, which is critical in the ever‐
changing business world of nowadays [40]. 
Organizational culture, on an individual level, is a 
critical dimension influencing the learning transfer 
environment since flexible culture values more the 
process of knowledge sharing and more spreading of 
knowledge than inflexible culture [41]. The current 
literature accentuates the significance of adaptive 
leadership in promoting a culture that supports 
organizational change. Leadership influences 
employees’ readiness for change, but the relationship 
is complicated and must take into account the 
dominant organizational culture [42]. Organizational 
culture is an important determinant of employees' 
willingness to commit to change efforts, which in turn 
is a precursor to the successful accomplishment of an 
organization’s strategic goals [43]. The need for 
organizations to rethink their cultures and adapt has 
been reinforced by the COVID-19 crisis that has 
gripped much of the world. Firms changing their 
culture through the pandemic are more resilient [44]. 
More broadly, a culture is a stabilizing and dynamic 
source of an organization; as such, there is an 
imperative for leaders to be involved in shaping 
culture in order to move the needle with respect to 
performance and competitiveness. 

 
 
 
 

2.7. Work Environment 
 

The working environment is crucial to the 
formation of employee performance and effectiveness 
of the organization. Many researches also indicated 
that “a better working condition with adequate 
facilities and supportive organizational culture and 
relationship” very much contribute to better 
productive capacity [45]. Employees’ perception 
toward professionalism and motivation at work have a 
positive impact on motivation and engagement which 
eventually leads to performance [46]. Moreover, 
organization and discipline in a work environment, 
valuable in maintaining high performance level and 
reducing turnover intentions [47]. It should not be 
forgotten that an ideal workplace, in term of their 
relationships with co-workers and support from their 
superiors, affects organizational commitment and the 
psychological health of employees [48]. The 
importance of maintaining positive workplace culture 
is intensified in high demand operational 
environments such as aviation, and failing to do so 
may have a detrimental impact on morale and 
operational proficiency [49]. Therefore, it is essential 
for organizations seeking to effectively improve 
employees’ satisfaction and performance to 
understand the multilevel aspects of work condition. 
Through this perspective, this study seeks to offer an 
understanding of how the work place features together 
with leadership as well as organizational culture, add 
to employee performance inside context of airport 
privatization in Saudi Arabia [50]. 

 
2.8. Hypothesis Development 
 

The interaction of different organization factors; 
business growth, leadership and management styles, 
organizational culture and employee performance will 
have a significant impact on the sustainability and 
adoptability of the organization. Knowledge of the 
interactions among these factors is critical in devising 
appropriate policies that support firm-specific 
strategies that are in tune with overall economic goals. 
This section articulates the hypotheses underlying the 
interdependencies of these conditions, thus forming 
empirical implications and opening potential avenues 
for further inquiry into the effects of the privatization 
and organizational practices on performance effects. 
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2.8.1. Economic Growth and Organizational Culture 
 
The link between wealth generation and 

organizational culture is important because cultural 
characteristics have considerable bearing on 
organizational performance, particularly its 
effectiveness and adaptively within a dynamic 
economic environment [51]. A strong focus on 
collectivist culture within an organization is 
conducive for driving innovation and adaptability, key 
elements for sustaining economic growth during crisis 
[51]. Organizational culture has been found to be 
critical because firms with strong cultural badgering 
are enabled towards the exploitation of opportunities 
for market performance through aligning their 
strategic directions with the broader economic system 
[52]. Furthermore, organizations, by changing their 
cultures in response to external pressures like adverse 
economic conditions, can become more adaptive to 
environments in transition [53]. It therefore indicates 
that the creation of a positive organizational culture is 
a sine qua non to achieve and maintain economic 
growth. 

 
2.8.2. Leadership Style and Organizational Culture 

 
The relationship of leadership style and 

organizational culture with employees’ behavior and 
work environment is crucial. Leadership styles (e.g., 
transformational, transactional) have a substantial 
impact on the organizational culture and, 
consequently, on employee engagement and 
performance [54]. Leadership for example fosters an 
innovative culture by promoting behavior’s that 
creates synergy and challenges traditional norms and 
beliefs, hence increasing the level of satisfaction of 
employees as well as the degree of commitment [54], 
[55]. A potent organizational culture can strengthen 
leadership style with the right strategic objectives for 
the organization to be achieved in unity [36]. Modest 
cultures work well under transactional leaderships 
while adaptive cultures thrive well under 
transformational leaderships as these leaders create an 
environment that promote employee empowerment 
and autonomy [36]. Leadership style, as well as 
authoritarian one may be an obstacle to cultural 
development thus fostering cultural lag, which may 
result in the alienation of employees from work [54]. 
Insights into these forces are critical for organizations 
that seek to improve performance and cultivate high 
levels of organizational commitment among 
employees and for whom resulting successes mean 
having laid the groundwork for future achievements. 

 
 
 
 

2.8.3.  Management Practices and Organizational 
Culture 

 
The link between management practice and culture 

is at the heart of improving organizational 
effectiveness and performance. Good management 
styles are needed to build, and sustain organization 
culture and climate that are necessary to enhance 
employee engagement and productivity [56]. There is 
further evidence that strong organizational culture 
values and norms enhance knowledge-sharing and 
collaboration, which would reinforce innovation and 
adaptive capacity [57]. HRM practices, in terms of 
recruitment, training, and performance appraisal 
practices, are important to shaping organizational 
culture, and to instill the behavior that is consistent 
with organizational goal/s [58]. Organizational culture 
enhances the impacts of strategic management 
practice on the employees’ commitment as well as 
satisfaction, which is useful in fostering competitive 
advantage for rapid business operational environment 
[58]. This dynamic interaction is crucial for leaders 
wanting to increase performance and adaptability by 
strategically aligning culture and management 
practices in organizations. 

 
2.8.4. Economic Growth and Employee Performance 

 
The association between economic growth and 

employee productivity is an essential necessity for 
higher national productivity and greater 
organizational effectiveness. The empirical literature 
indicates that strong economic growth would create a 
supportive environment for high employee 
performance by investing more in human and resource 
capital [59]. When economic activity is on the rise, 
there is an incentive for businesses to introduce 
management practices that increase employee 
motivation and job satisfaction [60]. Performance 
pressure upon the basis of economic growth may 
motivate employees to engage in innovative behavior 
and improve their performance [59]. Remuneration 
and secure employment in times of economic growth 
can also positively influence job satisfaction and 
motivation, which may translate to enhanced 
performance measures. In essence, there is a strong 
linear relationship between business expansion and 
employee efficiency, with the implication that 
programs with the objective of boosting economic 
growth would provide a significant pay off in terms of 
increased workforce productivity and organizational 
achievement. 
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2.8.5. Leadership Style and Employee Performance 
 
It has been suggested that different leadership 

styles, including transformational and transactional 
leadership, influence employee performance 
outcomes. Positive relationships exist between 
leadership styles and employee performance and 
argued that the leadership styles need to be matched 
with the organization [61]. Transformational 
leadership creates a climate that promotes supportive 
working conditions, potentially increasing employee 
engagement and hence performance [62]. The 
alternative transaction cost economies theory [52] also 
supported the finding since supportive and 
empowering leadership were positively related to job 
satisfaction and performance [63]. It is suggested that 
transformational leadership may lead to the 
development of employee’s job performance, team 
performance, and employee’s satisfaction [64]. 
Leaders who can adjust their leadership styles for the 
special needs of their team can inspire motivation and 
performance, in turn, shaping organizational culture 
and employee effectiveness, proving the importance 
of leadership within the organization. 

 
2.8.6. Management Practices and Employee 

Performance 
 
The impact of management procedures on 

employee performance is an essential part of 
organizational effectiveness and productivity. 
Management practices, such as in the area of 
recruitment, training, performance appraisal, would 
improve employees’ performance through meeting 
their needs and creating a supporting working 
environment [65]. Strategic management processes 
can foster employee motivation and engagement, 
leading to increased productivity and job satisfaction 
[66]. 

Developing talent can enhance organizational 
performance by leveraging the potential of employees 
[65]. Talent management practices are linked 
positively to retention and performance in the 
organization [66]. A good information management 
system also makes it easier to create a culture of 
continuous learning and ongoing development, which 
is critical in the ever-struggling to survive world today 
[67]. In general, properly aligning management 
practices with the needs of employees is essential for 
optimizing performance levels and promoting 
sustainable organizational expansion. 

 
2.8.7. Organizational Culture and Employee 

Performance 
 
The relationship between corporate culture and 

organizational performance is widely recognized and 
illustrative of how the cultural dimensions of an 
organization influence the behavior and performance 
of its employees.  

A supportive organizational culture (OC’s) that 
provides a good attitude among their employees and 
work motivation and commitment must be the key 
factors for performance level of services [68]. 
Organizational culture and its influence in the work 
environment plays an important role in how 
employees perform their work, and good well-build 
cultural norms support a productive work climate [68]. 
A supporting culture, based on studies, faces 
employees more to organization goals and increases 
collective performance [69]. A strong relationship 
between organizational culture and the performance of 
employees and organizational values and beliefs play 
a prominent role in shaping employees’ attitudes 
towards their work. The strong position that an 
effective organizational culture possesses, which 
connects the employee’s motivations to the 
organization’s goals, enhances the performance level 
[22]. Therefore, investment into and development of a 
positive organization culture can make a great 
increase in the employee's performance. 

 
2.9. Theory  
 

Various theoretical frameworks, which offer an 
interesting perspective on the role of leadership and 
organizational culture in the employee performance 
and organizational success dynamic, can be discerned. 
These theories indicate that leadership style influences 
the attitudes and behavior of employees, and 
appropriate organizational culture is critical to overall 
performance. This section discusses important 
theories like Transformational Leadership Theory and 
Organizational Culture Theory in order to understand 
how leadership behavior and organizational culture 
orientate employees towards employee engagement, 
job satisfaction and performance. 

 
2.9.1. Transformational Leadership Theory 

 
Transformational Leadership Theory accentuates 

on leaders’ talent to motivate and energize the 
followers to work beyond their anticipations through 
a compelling organizational culture. The 
transformational leaders will induce the surrounding 
in an atmosphere of trust, open communications and 
positive contribution of employees that will impact 
significantly the level of employee performance. 
Transformational and servant leadership can work 
together to enhance the effectiveness of leadership, 
and the effects are better for both transformational and 
servant leadership of Australian executive leaders on 
follower outcomes 385 leaders and subordinates [70]. 
Transformational leadership enhances the creativity 
and general job performance of service employees, 
thus the influence of transformational leadership on 
employees’ attitudes is multidimensional in many 
industries, such as hospitality in particular [71].  
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Therefore, institutions creating a transformational 
leadership culture are naturally more successful in 
enhancing employee satisfaction, and work 
performance in so far as organizational effectiveness. 

 
2.9.2. Organizational Culture Theory 

 
Organizational culture theory: The common 

values, beliefs, customs, and language of a group of 
people have a direct impact on the performance of the 
employees. Strong organizational culture creates a 
place where employees are more engaged, motivated 
and happy, and where performance metrics improve. 
Organizational culture has been identified to consist 
of the values, standards and attitudes which direct the 
conduct of employees and plays a key role in 
determining overall job satisfaction and performance 
[70]. This is consistent with the findings of group of 
authors regarding the influence of the organizational 
culture on the managing of organizational systems and 
the employee health in the workplace [72]. Employees 
are able to relate to their organization’s culture, job 
satisfaction and motivation are boosted.  

 
 

A high fit between an organization’s culture and 
employee values led to enhanced work performance 
where employees become more committed to the role 
[73]. A facilitative climate can successfully augment 
employee performance by fostering strategic 
flexibility and agility in turbulent times. 

 
3. Methodology 
 

This chapter describes the research method 
adopted in studying the impact of Saudi airport 
privatization on employee performance. The research 
uses a quantitative approach to analyze factors such as 
leadership styles, organizational commitment, 
employee engagement, and working environment 
(Figure 1). This study has therefore intended to 
investigate, by way of data gathering and analysis, the 
effect of privatization on employee performance in 
Saudi airports with particular focus shed on those 
employees who have felt the direct effects of such 
organizational changes. The methods used feature 
sampling procedures, the data collection procedures, 
and strategies used to ensure data reliability and also 
how the authors attempted to mitigate against 
common method bias in the study. 

 
 

Figure 1. Conceptual framework 
 

3.1. Sampling and Data Collection 
 

This study adopts a logical positivist perspective to 
examine the effects of Saudi airport privatization on 
employee performance in terms of leadership style, 
organizational commitment, employee engagement 
and work environment. Figure 1 conceptual 
framework depicts the quantitative study design, 
where data were gathered from airport workers who 
were directly participating or influenced by the 
process of airport privatization, using a predetermined 
questionnaire.  

With recent Saudi Vision 2030’s privatization 
drive, the research was conducted in the Saudi airport 
industry, With the recent privatization drive under 
Saudi Vision 2030, this research focuses on the Saudi 
airport industry, which has undergone significant 
reforms in efficiency, customer service, and overall 
operations. Work environment does change as a result 
of the re-organization process of privatization, and in 
this context provides interesting perspective on the 
impact of privatization on employee performance.  

 



TEM Journal. Volume 15, Issue 2, pages 1144-1165, ISSN 2217-8309, DOI: 10.18421/TEM152-18, May 2026. 
 

1152                                                                                                                           TEM Journal – Volume 15 / Number 2 / 2026. 

This research focused on a heterogonous group of 
Saudi airport workers from different sectors such as 
management, customer service and operations staff 
who are affected directly by these organizational 
changes. The sample was deliberately selected to 
include employees who had worked at Saudi airports 
for at least six months, as the employees were 
considered to have had enough experience of 
leadership and organizational change following 
privatization. According to [74], the group of people 
that possess a lot of experience will be more capable 
to give input regarding leadership styles and 
organizational development concerning the 
privatization.  

Given the absence of a comprehensive sampling 
frame for Saudi airport workers, subjects were 
recruited using convenience sampling. This sample 
strategy made it possible to have participants willing 
and able to contribute to research. Questionnaires 
were disseminated widely to achieve a broad response 
rate. Distribution was in person at several large 
airports in Saudi Arabia, with a web-based version of 
the survey shared through e-mails to gain a larger 
acceptance from participants working at airports. 
Power analysis was performed using G*Power 3.1.9.4 
before the experiment [75]. With an effect size of f = 
0.15 and level of significance of 5% (0.05), 263 
samples required for the study with 95% power. A 
total of 1,052 questionnaires were sent out (offline and 
online, in order to ensure an acceptable rate of 
response). Since target data (January to March 2025) 
collection of target survey A began, it took three 
months until 491 responses were obtained, although 
after data cleaning, only 420 responses were 
considered usable. The response rate of 84% was 
considered appropriate and similar to that reported in 
other OB research [76] and the sample size of 263 was 
deemed large enough to perform statistical analyses.  

 
 

The analysis of data was executed using SPSS 26 
and Smart PLS 4, using the structural equation 
modeling (SEM) technique, to test the relationship of 
core variables economic growth, leadership style, 
management practices, organizational culture, work 
environment, employee performance. This approach 
facilitates the study of complex relationships and 
mediating or moderating effects between multiple 
constructs related to the Saudi airport privatization. 

 
3.2. Common Method Bias 

 
To reduce potential CMB, statistical and 

procedural methods were employed in the present 
research. The respondents were also assured of the 
anonymity and confidential nature of their responses, 
and that their involvement was purely academic. This 
guarantee is consistent with findings that the granting 
of anonymity diminishes socially desirable response 
bias, ultimately leading to the increased likelihood of 
a true response [77], [78].  

Through the focus on anonymity, it was hoped that 
participants would be less prone to respond in a 
socially desirable way. The survey was intended to 
prevent quickly yes/no answers and comprised 
various pages and sections. They were asked to read 
each statement before providing the answer that best 
reflected their feelings about the statement. This is in 
keeping with [79] who argue that clear and specific 
directions lead to thoughtful, systematic responding 
and limit response bias. In addition, the survey defined 
and addressed any terminology or concepts that may 
be unknown to respondents in an attempt to prevent 
confusion and achieve a clearer understanding of 
responses [80]. Additionally, the single-factor test 
proposed by Harman was applied to further control for 
CMB through principle-factor analysis. This is a 
classical criterion which consists in testing whether a 
single source factor dominates the data variance. 

Table 1. Demographic profile of the respondents 
 

Variable Categories Frequency Percent Mean Std. Deviation Skewness Kurtosis 
Gender Male 230 87.5 1.13 0.332 2.274 3.196 

Female 33 12.5 
Age 20-25 years 46 17.5 2.83 1.245 0.120 -.970 

26-30 years 64 24.3 
31-35 years 71 27.0 
36-40 years 54 20.5 

Above 41 years 28 10.6 
Level of 

Education 
Diploma 28 10.6 2.93 1.130 0.119 -.645 

Bachelor’s Degree 66 25.1     
Master’s Degree 92 35.0 

Doctorate 27 10.3 
Others 50 19.0 

How many 
years working 
in this airport 

1-3 years 56 21.3 2.44 0.990 -.015 -1.044 
3-5 years 76 28.9     
6-7 years 91 34.6 

Above 8 years 40 15.2 
Employment 

type 
Full-time 197 74.9 1.33 0.626 1.684 1.562 

Part-time 44 16.7 
Contract 22 8.4 

Source: Outcome from SPSS 
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Characteristics of the respondents are presented in 
Table 1. Most of the subjects were males (87.5%, n = 
230) and females accounted for 12.5% (n = 33). In 
terms of participants, most were 31-35 years (27.0%, 
n = 71), 26-30 years (24.3%, n = 64). Education levels 
distribution the majority of respondents had Master’s 
degrees (35.0%, n = 92), followed by Bachelor’s 
degrees recipients (25.1%, n = 66). Regarding work 
experience at the airport, the majority of them had 6-7 
years of experience (34.6%, n = 91), followed by 
23.6% with 1-3 years of work experience (n = 56).  

The majority of the participants were full-time 
workers (74.9%, n = 197), while part-time and 
contract workers accounted for 16.7% (n = 44) and 
8.4% (n = 22) respectively. Descriptive statistics for 
age, education, and employment type, tabulated as 
means, standard deviations, skewness, and kurtosis, 
reveal a mostly normal distribution of responses, 
although there are some slight positive outliers in 
some of the variables. 
 

 
Table 2. Descriptive statistics 
 

Variable Mean Std. Deviation Skewness Kurtosis 
Economic Growth 3.1597 .96332 -.098 -.925 
Leadership Style 3.2433 .86533 -.096 -.625 

Management Practices 3.1574 .89818 -.114 -.718 
Organizational Culture 3.2380 .86037 -.220 -.379 

Work Environment 2.4335 .88528 .595 -.337 
Employee Performance 3.1749 .84950 -.213 -.232 

Source: Outcome from SPSS for descriptive analysis 
 

Descriptive statistics of the main variables of 
interest are shown in Table 2. Mean is 3.1597 and 
standard deviation is 0.96332 with slight negative 
skewness (-0.098) and moderate negative kurtosis (-
0.925), which suggests a moderately symmetrical 
distribution with some dispersion of data. Likewise, 
Leadership Style has a mean of 3.2433 and a standard 
deviation of 0.86533, together with slightly negative 
skewness (-0.096) and moderate negative kurtosis (-
0.625), indicating a relatively normal distribution with 
occasional crowding around the mean. The average 
value for management practices was 3.1574 with 
standard deviation of 0.89818, with a small negative 
skewness (-0.114) and moderate negative kurtosis (-
0.718), reflective of data with more or less equal 
spreading. The mean and standard deviation of 
Organizational Culture were 3.2380 and 0.86037, 
respectively, data points were (skewness = -0.220, 
kurtosis = -0.379) moderately normally distributed. 
The Work Environment variable recorded the smallest 
mean at 2.4335 and standard deviation at 0.88528 with 
skewness of 0.595 and kurtosis of -0.337, which 
means a distribution with a tail to the right but 
otherwise a flat peak.  

 

Employee Performance was 3.1749 on average 
with a SD of 0.84950, demonstrating slight negative 
skewness (−0.213) and kurtosis (−0.232), and 
although slightly towards negative distortion, it was 
fairly close to a normal distribution and had only a 
marginal skew. These findings imply that the 
distributions of the variables are mostly normal, 
except for some slight departure for certain measures. 

 
4. Results 

 
This part discusses the findings of the analysis to 

evaluate the relationships between the constructs in 
the model, namely; economic growth, leadership 
style, management practices, organizational culture, 
work environment and employee performance. The 
results are generated based on the data obtained by 
Saudi airport employees, and the data are analyzed 
using structural equation model (SEM) approaches. 
Findings consist of measures on reliability/validity of 
the constructs, discrimination validity test, model fit 
indices, R-square values, simple slope analysis, total 
effect and specific indirect effect, so it will give 
clearer explanation regarding the relationship and 
effect in the model. 

 
Table 3. Construct reliability and validity 
  

Cronbach's alpha Composite reliability 
(rho_a) 

Composite reliability 
(rho_c) 

Average variance 
extracted (AVE) 

EG 0.762 0.780 0.840 0.514 
EP 0.723 0.724 0.844 0.643 
LS 0.722 0.727 0.828 0.546 
MP 0.737 0.739 0.826 0.512 
OC 0.718 0.723 0.841 0.639 
WE 0.814 0.853 0.883 0.716 

Source: Outcome from SmartPLS4 
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The reliability and validity measures for the 
constructs used in the study are presented in Table 3. 
All of the alpha values of the constructs are higher 
than 0.7, suggesting that the internal consistency 
reliability of the measures is good. Figure 2 shows the 
reliability was higher than 0.7, with the reliability of 
WE, as the first identified dimension (Cronbach’s 
alpha coefficient; 0.814), while the EG economic 
growth dimensions, the values were; 0.762 and the 
remaining constructs (Employee Performance, 
Leadership Style, Management Practices and 
Organization Culture) values were ranging from 0.718 
to 0.737 and are reliable. Regarding composite 
reliability that reflects the internal consistency of the 
construct indicators, all constructs have values above 
0.7, demonstrating adequate construct reliability.  

The highest value is Work Environment (0.853), 
other constructs such as Economic Growth (0.780), 
and Organizational Culture (0.723) still presented 
satisfactory level. The values of Average Variance 
Extracted (AVE), which measure the convergent 
validity of the constructs, are all above the required 
value of 0.5, thus reinforcing the validity of the 
constructs. Work environment also has the highest 
AVE value (0.716) and Employee performance 
(0.643) and Organizational Culture (0.639), which 
suggests good convergent validity among the 
constructs. These findings indicate that the measures 
in this study are reliable and valid. 
 
 
 
 

 
 

Figure 2. SEM reliability and validity results  
  
Table 4. Discriminant validity - heterotrait-monotrait ratio (HTMT) – matrix 
  

EG EP LS MP OC WE WE x OC 
EG 

       

EP 0.623 
      

LS 0.899 0.633 
     

MP 0.810 0.556 0.895 
    

OC 0.648 0.484 0.651 0.864 
   

WE 0.058 0.167 0.128 0.111 0.095 
  

WE x OC 0.106 0.095 0.084 0.028 0.128 0.044 
 

Source: Outcome from SmartPLS4 
 

The discriminant validity between constructs of the 
research is provided in Table 4 which is assessed using 
Heterotrait-Monotrait Ratio (HTMT).  

HTMT values are utilized to test for discriminant 
validity between pairs of constructs. To achieve an 
acceptable discriminant validity, the HTMT values 
should not exceed 0.85 [81].  
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The results prove that the weights were all below 
the 0.85 standard, and the HTMT among all constructs 
has confirmed the sound discriminant validity as well. 
The maximum HTMT value is between Leadership 
Style (LS) and Management Practices (MP) at 0.895 
which is still close to but below the suggested 
threshold, taking into account the conceptual overlap 
between leadership and management. In particular the 
HTMT between Work Environment (WE) and other 
constructs are particularly low:  

0.058 between Economic Growth (EG) and Work 
Environment (WE) and 0.044 between Work 
Environment x Organizational Culture (WE x OC) 
which indicates that the Work Environment is very 
discriminant from other constructs. These findings 
confirm the constructs under investigation to 
sufficiently discriminate, indicating that they measure 
different concepts within the model. 
 
 
 

Table 5. Fornell-Larcker criterion 
  

EG EP LS MP OC WE 
EG 0.717 

     

EP 0.471 0.802 
    

LS 0.660 0.459 0.739 
   

MP 0.601 0.406 0.650 0.698 
  

OC 0.485 0.349 0.472 0.633 0.799 
 

WE 0.002 0.130 0.105 0.058 0.081 0.846 
Source: Outcome from SmartPLS4 

 
Table 5 shows the criterion proposed by Fornell 

and Larcker used to evaluate the discriminant validity 
of constructs in the research. Accordingly, the square 
root of the construct’s AVE should exceed the 
correlation coefficient between that construct and any 
other construct in the model in order to fulfill this 
criterion. The diagonal values of the square roots of 
the AVE of each construct are larger than the off-
diagonal correlation values, which support 
discriminant validity. For instance, the square root of 
the AVE of EP is 0.802 and is higher compared to 
correlations with other factor like Economic Growth 
(0.471) and Leadership Style (0.459), thus supporting 
the discriminant validity of EP against other 
constructs. Likewise, AVE’s square roots for 
Leadership Style (LS) (0.739), Management Practices 
(MP) (0.698), Organizational Culture (OC) (0.799) 
and Work Environment (WE) (0.846) are all higher 
than their correlations with each other, signifying that 
the constructs are adequately dissimilar to be distinct. 
This result confirms the divergent validity of the 
constructs and affirms that constructs each measure 
and unique facet of the model. 
 
Table 6. Model fit summary 
 

 Saturated model Estimated model 
SRMR 0.073 0.073 
d_ULS 1.459 1.464 

d_G 0.490 0.491 
Chi-square 733.310 733.351 

NFI 0.678 0.678 
Source: Outcome from SmartPLS4 
 

Model fit indices in Table 6 presents the fit indices 
for the saturated and the estimated models. The 
Standardized Root Mean Square Residual (SRMR) for 
both models are 0.073, which is less than the cut-off 
value of 0.08, suggesting satisfactory model fit.  

The d_ULS and d_G differences between the two 
saturated and estimated models are small (1.459 vs 
1.464 (d_ULS) and 0.490 vs 0.491 (d_G)) exactly 
proving that the model is appropriately calibrated. The 
chi-square statistics for the saturated model (733.310) 
and the estimated model (733.351) are nearly identical 
not representing a large difference, and this is the 
indicator of a good fit between the observed and 
expected information. Finally, the NFI is 0.678 for 
both models, acceptable but one may say it leaves a 
little room for improvement in terms of fit. Altogether, 
the goodness-of-fit indices indicate that the model fits 
well. 
 
Table 7. R-square 
 

 R-square R-square 
adjusted 

EP 0.283 0.266 
OC 0.418 0.412 

Source: Outcome from SmartPLS4 
 

Values of R-square and adjusted R-Square for all 
the constructs are presented in Table 7. Coefficients 
R-square value is 0.283 in case of Employee 
performance (EP) means the model explains the 
28.3% variance for employee performance. The 
adjusted R-square for employee performance is 0.266 
after controlling the small loss due to number of 
predictors in the model. For OC (organizational 
culture) the R-squared is 0.418, indicating that 41.8% 
of the OC variance is explained by the model. 
Adjusted R-square of organizational culture is 0.412, 
which is not marked different than its R-square value 
which indicates that the model fits a great amount of 
variance for organizational culture.  
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Taken together, these results indicate that the 
model accounts for a reasonable portion of the 
variance in employee performance as well as 
organizational culture, and that it performs somewhat 
better in explaining organizational culture than 
employee performance. 

 
Table 8. Simple slope analysis - conditional direct effects 
  

OC -> EP 
WE at +1 SD 0.034 
WE at -1 SD 0.116 
WE at Mean 0.075 

Source: Outcome from SmartPLS4 
 
 
 
 

Table 8 represents results from simple slope 
analysis for the conditional direct effects of OC on EP 
at WE levels. Figure 3 findings reveal that at a positive 
one standard deviation (+1 SD) above the Mean of 
Work Environment, Organizational culture effect on 
Employee Performance is 0.034 which is a weak 
effect. The effect changes to 0.116 when it becomes a 
one standard deviation [1 (-1 = -1SD)] less than the 
mean Work Environment, indicating that the positive 
association between Organizational Culture and 
Employee Performance becomes stronger when the 
Work Environment is less favorable. At an average 
Work Environment, the effect is 0.075, or very 
moderate. These results suggest that Work 
Environment moderates the linkage between 
Organizational Culture and Employee Performance, 
and the moderating effect seem more substantial in a 
less supportive work environment. 
 

 
 

Figure 3. Moderating effect 
 

Table 9 shows the overall effects of the constructs 
in the model, respectively with their corresponding 
statistical values.  

 

 
 

 

Table 9. Total effects 
  

Original sample 
(O) 

Sample mean (M) Standard deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

EG -> EP 0.274 0.278 0.093 2.961 0.003 
EG -> OC 0.148 0.150 0.081 1.821 0.069 
LS -> EP 0.195 0.194 0.100 1.952 0.051 
LS -> OC 0.037 0.040 0.078 0.472 0.637 
MP -> EP 0.108 0.104 0.098 1.097 0.273 
MP -> OC 0.520 0.520 0.078 6.651 0.000 
OC -> EP 0.075 0.068 0.080 0.932 0.351 
WE -> EP 0.100 0.107 0.057 1.754 0.079 

WE x OC -> 
EP 

-0.041 -0.043 0.064 0.641 0.522 

Source: Outcome from SmartPLS4 
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Figure 4. Bootstrapping result P value 
 
Figure 4 showcases the results revealing the 

correlation coefficient between the variables, along 
with the original sample values, sample mean, 
standard deviation, T values and P values. 

Economic Growth (EG) and employee 
performance (EP) is (Original value=0.274, T-
statistics=2.961 and P-value of 0.003) meaning there 
is a strong relationship between them. 

Economic Growth (EG) and organizational culture 
(OC) is (Original value=0.148, T-statistics=1.821 and 
P-value of 0.069) indicating that it may be a 
marginally significant relationship. 

Leadership Style (LS) and employee performance 
(EP) is (Original value=0.195, T statistic=1.952, P 
value=0.051) which is almost significant positive 
influence of LS on EP. 

Leadership Style (LS) and Organizational Culture 
(OC) is (Original value= 0.037, T-statistics= 0.472, 
P=0.637) meaning does not have significant direct 
influence. 

Management Practices (MP) and Employee 
Performance (EP) is (Original value= 0.108, T-
statistics= 1.097, P=0.273) meaning does not have 
significant direct influence. 

Management Practices (MP) exerts a strong 
positive relationship with Organizational Culture OC 
(Original value=0.520, T-statistics=6.651, P = 0.000) 
demonstrating a high degree of relationship between 
management practices and organizational culture. 

Organizational Culture (OC) and Employee 
Performance (EP) is (Original value= 0.075, T-
statistics= 0.932, P=0.351) meaning does not have 
significant direct influence. 

Work Environment (WE) and Employee 
Performance (EP) is (Original value= 0.100, T-
statistics= 1.754, P=0.079) meaning does not have 
significant direct influence. 

Work Environment and Organizational Culture 
(WE x OC) to Employee Performance WE x OC for 
employee performance is 0.041, since the P value 
>0.05, the interaction effect is non-significant (0.522). 

Total effects analysis shows strong impacts of 
Economic Growth and Management Practices on 
employee performance and organizational culture; 
weaker but still significant effects between leadership 
style, organizational culture and work environment. 
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Table 10. Specific indirect effects 
  

Original 
sample (O) 

Sample mean 
(M) 

Standard deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

EG -> OC -> EP 0.011 0.010 0.015 0.760 0.448 
LS -> OC -> EP 0.003 0.004 0.009 0.309 0.757 
MP -> OC -> EP 0.039 0.035 0.043 0.915 0.360 

Source: Outcome from SmartPLS4 
 

Table 10 displays the particular indirect effects 
within the model, assessing how a particular variable 
affects another through the mediator. Table 10 
presents both the original sample values and sample 
means, standard deviations, T statistics, and P values 
for each indirect effect. 

There is an indirect effect of EG on EP through OC 
by 0.011, it has T statistics value 0.760 and P value of 
0.448. That is, the indirect effect of Economic Growth 
on Employee Performance through Organizational 
Culture is not significant. 

The indirect effect is performed with the 
relationship between Leadership Style (LS) to 
Employee Performance (EP) by means through 
Organizational Culture (OC) 0.003, T statistics = 
0.309, and P-value = 0.757, so that the indirect effect 
is also not in the board. It means that the effect of 
Leadership Style has not been mediated by 
Organizational Culture on Employee Performance. 

Indirect effect of MP on EP through OC is 0.039, 
which the T is equal to 0.915 and P is being reported 
0.360, which shows this indirect relation is not also 
statistically significant. It follows that Organizational 
Culture does not act as a mediator in the association 
between Management Practices and Employee 
Performance. 
 
5. Discussion 

 
The objective of this paper was to shed light on the 

complex relationships between economic growth, 
leadership, management attitudes, organizational 
culture, work climate, and employee performance in 
Saudi airport privatization. The results contribute to 
understanding the behavior of employee performance 
in the context of major organizational change, in 
aviation, given the tumultuous and ongoing changes 
and reforms within the aviation industry reminiscent 
of the rapid changes that are taking place within the 
Saudi Arabian aviation sector under the auspices of 
the country’s Vision 2030. The large direct effect of 
Economic Growth (EG) on Employee Performance 
(EP), which has a T statistic of 2.961 and a P value of 
0.003, indicates the mental role played by the growing 
of an economy to improve the performance of labor.  

This is in line with prior research that implied 
economic development enables infrastructure and 
resource investments, leading to employee motivation 
and productivity [59].  

The indirect path of Economic Growth on 
Employee Performance mediated by Organizational 
Culture (OC) was not significant whereby the P value 
0.448 was not significant. This discussion suggests 
that, though the economic development has an 
influence on the employee’s performance; OC’s 
mediation is less significant in the case of the airport 
privatization. The lack of an important mediating 
effect indicates that there may be other considerations, 
such as economic benefits and job security that are 
more effective in shaping individual employee efforts 
in a booming economy. 

The level of significance for LS and EP was 
(P=0.051). This finding supports the existing findings 
in previous studies on transformational leadership 
which have been proven to correlate with higher 
employee's job engagement and performance [24]. 
The indirect effect of Leadership Style on Employee 
Performance via Organizational Culture is not 
significant (P = 0.757), which indicates that in airport 
privatization context, organizational culture has the 
minimal role of mediating the relationship. This 
finding suggests that the direct leadership behaviors 
from managers might have a stronger impact on 
employee performance as compared to cultural 
aspects in the firm. Additionally, the weak mediating 
role suggests that there might even be a direct effect 
of transformational leadership on employee’s 
outcomes, not contingent with a strong organizational 
culture. 

Management Practices (MP) had a significant 
direct effect on OC (P = 0.000), indicating that good 
management practices have a significant impact on 
OC, especially in a privatization context [38]. The 
path coefficient for direct Effects of Management 
Practices on Employee Performance was not 
significant (P = 0.273), indicating that although 
management practices may shape the culture, the 
direct effect on employee performance may be 
relatively weak. This implies that despite the 
importance of managerial practices in determining 
organizational culture, they may not lead directly to 
enhanced individual performance.  

The small indirect effect of management practices 
on employee performance via organizational culture 
(P = 0.360) adds strength to this conclusion that 
management practices might not suffice for increasing 
performance without the other influential factors, for 
example, positive work environment. 
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The impact of work environment on employee 
performance was marginally significant (P = 0.079), 
suggesting that a supportive and professional work 
environment may promote better employee 
performance, although the effect is weaker than 
initially expected. This is in line with studies that 
argue that the physical and psychological work 
environment is paramount in employee productivity, 
and even more so in high-stress industries such as the 
aviation industry [81]. The joint-effect of work 
environment and organizational culture on employee 
performance was not significant however; the 
interaction effect of work environment and 
organizational culture on employee performance was 
not significant, (P-Value = 0.522) meaning that, 
although work environment and organizational culture 
are relevant when taken alone, when combined, they 
never significantly change employees’ performance. 
This would suggest that bettered working conditions 
might not result in strong performance improvements 
without further support of certain organizational 
conditions such as leadership and management 
practices. The non-significant mediation in the impact 
frame for the relationships of economic growth, 
leadership style and management practices with 
employee performance, indicates that culture is a 
factor but not necessarily a key factor that influences 
performance outcomes during times of organizational 
change. This observation is in accordance with earlier 
studies by [2], who demonstrated that though culture 
can boost job satisfaction and motivation but its 
mediating impact on direct performance outcomes 
may even be marginal in certain circumstances. 

 
5.1. Main Findings 

 
The direct effect of EG and EP is reported, and the 

results revealed a positive significant direct impact of 
EG on EP (with P = 8<0.05, T = 2.961). This indicates 
that increasing economic growth is vital to the 
improvement of employees’ efficiency in the process 
of Saudi airport privatization. But the indirect effect 
of Economic Growth on Employee Performance 
through Organizational Culture (OC) was 
insignificant, meaning that organizational culture has 
no role towards this relationship. Leadership Style 
(LS) was found to have a marginally significant direct 
effect on Employee Performance (EP) (T = 1.952, P = 
0.051) suggesting the relevance of leadership in 
impacting on employee outcomes.  

The indirect effect of Leadership Style on 
Employee Performance through Organizational 
Culture was non-significant (p = 0.757), indicating the 
lack of centrality of Organizational Culture in this 
association. 

 

Management Practices and Organizational Culture 
Management Practices (MP) had a significant positive 
direct effect on Organizational Culture (OC) (T = 
6.651; p = 0.000), indicating that good management 
practices help in creating a strong OC. However, the 
direct impact of Management Practices on Employee 
Performance was not significant (P = 0.273), 
suggesting that management practice alone may not 
improve performance independent of other factors. 

The Work Environment (WE) showed a marginally 
significant direct effect on Employee Performance 
(EP) (T = 1.754, P= 0.079), indicating that the 
presence of a positive work environment could 
slightly enhance the employee performance. The 
model of WEOC did not find the significant 
interaction effect on EP with WEOC×OC (P = 0.522), 
indicating that WEOC and OC, although important as 
independent elements, do not jointly show high effect 
on performance. 

Organizational Culture (OC) did not significantly 
act as a mediating variable in the relationship between 
Economic Growth, Leadership Style, and 
Management Practices with Employee Performance. 
The absence of strong mediating effects indicates that 
organizational culture is not the primary mediator for 
the improvement of employee performance in this 
sense. 

Finally, the key results explicitly show the direct 
effect of Economic Growth and Management 
Practices on employee performance and 
organizational culture, with the mediating role of the 
organizational culture being quite circumscribed with 
respect to the relationships established with employee 
performance. In addition, leadership style and 
working environment are also important, albeit with 
less prone to performance. These findings contribute 
to a deeper understanding of the determinants of 
employee performance in the process of the 
privatization of airports in Saudi Arabia. 

 
5.2. Theoretical and Practical Contributions 

 
Theoretical and practical contributions are 

provided and insights into employee performance 
within the Saudi airport privatization are presented. 
The results of the study provide unique knowledge of 
such interrelationships as the relationships between 
economic growth, types of leadership, approaches to 
management, organizational culture, work 
environment and employee performance; specifically, 
relevant relationship in sectors going through massive 
changes such as the aviation industry. 
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5.2.1. Theoretical Contributions 
 
It adds to the literature by including the theoretical 

framework for how leadership styles, more 
specifically transformational leadership, impact 
employee performance within a privatized 
organization. The results imply that Leadership Style 
has a very weak impact on Employee Performance and 
support the work of earlier studies [62]. But it also 
brings to question the moderate mediation of 
Organizational Culture, and thus it contributes to the 
debate of direct vs indirect effects of leadership upon 
the performance. This contributes to existing 
leadership-performance models by stressing that the 
effects of leadership can be more direct than assumed 
in relation to organizational change. 

The research lends support to the notion that 
economic growth is a necessary factor for improving 
employee performance and serves as empirical 
evidence to the increasing evidence and the prevailing 
position by the literature of the connection between 
economic growth and productivity of the workforce 
[59]. It contributes to the literature on how state level 
economic development and privatization affects 
employee outcomes in the airline industry. 

This study contributes to the literature complexity 
determination of culture within the restaurant; that is, 
it may be the case that culture arises because of 
economic and managerial factors. Although the 
research here finds mixed evidence supporting the 
idea of significant mediating effects by culture, it 
contributes to the theoretical debate concerning 
whether a “culture always mediates between 
leadership and performance,” which was sometimes 
automatically assumed in earlier research [2]. 

The partially significant role of Work Environment 
on employee performance is a reflection of the 
increasing realization of the value of work 
environment to employee motivation and engagement 
[82]. The study adds to the literature by generating 
evidence of the way the work environment conditions 
work and hence performance in the highly demanding 
work environment such as the airport that operates 
with high performance pressure. 

 
5.2.2. Practical Contributions 

 
Operational perspective, the evidence is clear that 

both economic growth and management practice are 
both important determinants of employee 
performance. Policymakers engaged in airport 
privatization can implement these lessons as a means 
of orchestrating specific economic and management 
strategies to encouraging employee participation and 
productivity.  

 

This involves, in particular, making certain that 
privatization is consistent with an overall economic 
growth strategy and that performance achieving tools 
that strengthen the work ethic are employed. 
Leadership and engagement strategy based on the 
results leadership style has a direct influence on 
employee performances, thus it is recommended that 
organizational leaders should embrace 
transformational leadership strategies in order to 
enhance employees’ engagement and performance. 
As the indirect effects through organizational culture 
are somewhat marginal, managers may also 
concentrate on building direct, supportive 
relationships with employees especially during times 
of transition in privatization [24]. 

Organizational culture does not mediate the 
relationship between key factors and employee’s 
performance, its power in creating work climate 
should become undeniable. This study provides 
evidence that culture may not be the sole antecedent 
of performance outcomes, but at best - a precursor of 
job satisfaction, motivation, and loyalty. The marginal 
significance of work environment to employee 
performance signals the need for a professional and 
conducive working environment. Airport 
administrators need to emphasize supportive working 
conditions, ensure resources are adequate and manage 
the welfare of the workforce to improve overall 
productivity. This is especially important in privatized 
environments where staff may struggle to adjust to 
new operational arrangements. This study offers 
theoretical and practical insights about the factors 
affecting individual performance during the 
privatization process of Saudi airports. The findings 
help refine current theories of leadership, 
organizational culture and economic development, 
and provide practical suggestions for airport 
management and policy-makers seeking to enhance 
employees’ well-being in the process of 
organizational change. 
 
5.3. Limitations and Future Research 

 
The findings of this study have important 

implications for understanding employee performance 
during the privatization of Saudi airports. However, 
there are some limitations that provide an opportunity 
for future research to build on these findings and offer 
a deeper understanding of the dynamics of 
privatization and employee performance in similar 
contexts. 

 
 
 
 
 
 



TEM Journal. Volume 15, Issue 2, pages 1144-1165, ISSN 2217-8309, DOI: 10.18421/TEM152-18, May 2026. 
 

TEM Journal – Volume 15 / Number 2 / 2026.                                                                                                                             1161 

5.3.1. Limitations 
 
One of the drawbacks of this study is it cross-

sectional type the causality of the relationship among 
the variables cannot be determined. While the study 
has valuable implications on how the relationships 
between economic growth, leadership style, 
management practices, organizational culture, and 
employee performance can be connected, it is 
recommended for future research to adopt 
longitudinal design to understand how these factors 
change over time and how they can impact employee 
performance in the long run through privatization. The 
focus of the present study is on the aviation industry 
within Saudi Arabia, with specific emphasis on airport 
management privatization. Although the results 
enhance the understanding of privatization within this 
specific organization, they may not be generalizable to 
industries or countries with different types of 
privatization or policy-driven reorganizations. Know 
better who else is responsible and whether benefits 
will be transferred consistent with this, it would be 
better to consider privatization in a different sector, 
e.g., health or manufacturing, to see if these findings 
hold in new industries and/or cultural settings. 

While the sample of this study has a good size, it 
might not provide a comprehensive picture of roles 
and experiences across the Saudi airport workforce. 
The study focused mainly on workers with six months 
or more in the system, which may shut out 
perspectives of newer or less experienced workers 
who may have different views on privatization. Future 
research might also use more representative sampling 
methods (e.g., stratified sampling) to represent 
employees based on their experience level, job 
functions and hierarchical level in the organization. 
Based on the findings of this study, the organizational 
culture did not act as a mediator in the relationship of 
economic and managerial with employee 
performance. A second possible limitation is that 
organizational culture is measured by the OCQ. 
Cultural assessments are subjective and self-reported 
data may be biased. In future research, various types 
of data (e.g., surveys, interviews, and observations) 
could be used to obtain a more detailed and complex 
picture of organizational culture. 

 
 
 
 
 
 
 
 
 
 
 

5.3.2. Future Research 
 
A longitudinal study could be used to measure the 

impact of privatization on a long-term basis. These 
variables can be measured at multiple points in time, 
it becomes possible to examine how changes in 
leadership, organizational culture, and 
macroeconomic conditions, all else being equal, 
influence job performance and job satisfaction 
throughout the privatization process.  

This would help to disentangle cause and effect as 
well as to investigate processes and change over time 
in the digital factory developments. Considering the 
context of Saudi airports, these findings could be 
expanded for comparison of the impact of airport 
privatization across other countries or areas in further 
studies. A cross-cultural comparison would help to 
distinguish the commonalities and differences in 
privatization and organizational performance across 
countries while controlling for the national culture and 
the organizational factors that might affect these 
relationships. Financing for privatization in other 
Middle Eastern countries or areas with comparable 
socio-economic status. 

Organizational culture was analyzed as a mediator 
in this study, future studies can look into other 
mediating and moderating variables (e.g., satisfaction 
with job, work/life satisfaction, and resilience of 
employees). Such interactions could be something that 
increases the understanding of how leadership, 
economic and work environment is affecting 
performance. Knowledge of these relationships can 
enable organizations to implement strategies that 
optimize employee engagement and performance 
during times of organizational change. Given that the 
work context has been found to moderate the 
relationship between well-being and performance 
[64], the relationship between employees’ well-being, 
mental health, and performance may be worth 
examining in stressful contexts, such as the aviation 
sector. It would be interesting to examine how 
privatization influences employees’ psychological 
health, and how such a state affects their performance, 
to develop policy and intervention strategies for a 
better work environment. 
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6. Conclusion 
 
This research contributes valuable perspectives on 

the drivers of employee performance with respect to 
the privatization of Saudi airports. Through its 
investigation of the strategic agenda items of 
economic growth, leadership style, management style, 
organization culture and work environment and their 
interfacing link with employee performance the 
research adds to understanding of the extent to which 
employees in the aviation industry are influenced by 
privatization. The findings of the study indicates that 
economic growth exerts a strong positive direct effect 
on employee performance, illustrating the influence of 
strong economy on employee productivity. 
Management practices were also observed to 
significantly affect organizational culture, an 
important determinant of the work environment.  

Leadership style exerted modest influence over 
employee performance, organizational culture failed 
to mediate the relationship as assumed, indicating that 
leaders’ hands-on actions and working situation might 
play a more critical role in promoting employee 
performance rather than cultural factors. The work 
environment was found to be a moderate positive 
factor of employee performance, which stresses the 
necessity of a supportive atmosphere when 
implementing change throughout the organization. 
Yet the mediating and moderating effects of 
organizational culture were not significant, suggesting 
that other factors may play a more important role that 
shaped employee performance in the context 
considered. 

This study makes theoretical and practical 
contributions by developing an expanded model of 
leadership and performance, and by focusing 
particularly on the context of privatization. The 
findings have implications for both policy makers and 
practitioners who manage the privatization process, 
suggesting that the emphasis should be in the arena of 
economic growth, good management practices, and 
leadership practices that can be pursued to enhance 
employee outcomes. The study, thus, opens up various 
opportunities for future research to examine the 
impact of privatization in the long-run, facilitate cross-
cultural investigation, and identify other potential 
mediators and moderators (e.g., well-being, mental 
health, technology adoption) in the process as well. 
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