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ABSTRACT 

The aim of this study was to examine the effect of psychological needs on productivity and sustainable performance, with the mediating role 

of employees’ job affects, among staff working in the sports sector of Basra Province, Iraq. In terms of purpose, the research was applied, 

and in terms of methodology, it was descriptive–correlational. The statistical population included all employees of the Departments of Sport 

and Youth, sports federations, club staff, and sports teams in Basra Province. Using a simple random sampling method, 274 individuals were 

selected as the sample. Data were collected using the Psychological Needs at Work Questionnaire by Gagné (2003), the ACHIEVE Human 

Resource Productivity Questionnaire by Hersey and Goldsmith (1980), the Sustainable Job Performance Questionnaire by Zaid et al. (2018), 

and the Job-Related Affective Well-Being Scale by Van Katwyk et al. (2000). Face and content validity were confirmed based on the opinions 

of experts in sport management, and the overall reliability of the questionnaires was calculated using Cronbach’s alpha coefficient. Structural 

equation modeling was employed for data analysis. The results showed that all relationships among the variables of the research model were 

significant at the 0.99 confidence level, and all hypothesized relationships were confirmed. The findings also indicated that 23.8% of the effect 

of psychological needs on productivity and 18.1% of their effect on sustainable performance were explained indirectly through the mediating 

variable of job affects. Therefore, it can be concluded that enhancing productivity and sustainable performance among employees depends 

on satisfying basic psychological needs—namely, the needs for competence, autonomy, and relatedness—and on paying attention to 

employees’ job affects. These factors should be given serious consideration by sports managers in Basra Province, who should strive to 

strengthen both variables among their employees. 
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Introduction 

Psychological needs have become a central explanatory lens in contemporary management and organizational 

behavior research because they capture the “why” behind employees’ effort, persistence, and adaptive functioning 
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in demanding work environments. In sectors where human performance is tightly coupled with service quality and 

stakeholder expectations—such as sport organizations—understanding how employees’ psychological needs 

translate into sustainable performance and productivity is not merely theoretical; it is a strategic concern for 

organizational effectiveness. Basic Psychological Need Theory (BPNT), as a core mini-theory within Self-

Determination Theory, posits that the satisfaction of autonomy, competence, and relatedness functions as a 

universal psychological nutriment that energizes self-regulated behavior and high-quality motivation, while thwarting 

these needs undermines functioning and well-being (1). In applied settings, this perspective provides a 

parsimonious framework for explaining why the same performance management system can yield resilient, 

proactive, and committed employees in one context but disengaged, strained, or counterproductive behavior in 

another. The growing attention to BPNT in management is also consistent with broader calls for evidence-based 

approaches to human resource development and sustainability-oriented performance systems that do not treat 

productivity and well-being as a zero-sum trade-off, but as potentially reinforcing outcomes when psychological 

conditions are supportive (2, 3). 

At the same time, organizations worldwide are increasingly evaluated not only by short-term outputs but by their 

capacity to generate sustainable performance—economic, social, and environmental value—through responsible 

and resilient work systems. Sustainable performance at the employee level reflects the ability to maintain effective 

functioning over time without depleting personal resources or generating harmful spillovers, and it aligns with 

sustainability-oriented management practices that emphasize continuity, adaptability, and long-term value creation 

(2, 4). This shift has elevated the importance of psychological resources and affective functioning, because 

sustainable performance depends on how employees regulate energy, cope with demands, and remain engaged 

under constraints. Evidence from service contexts suggests that optimism, resilience, and positive psychological 

capacities can strengthen sustainable work performance, especially when work systems support constructive 

creativity and adaptive coping (4, 5). In parallel, organizations are also undergoing rapid transformations—

digitalization, technology integration, new forms of work, and shifting employment arrangements—that reshape how 

employees experience autonomy, competence, and social connection. Studies on digital-era HR technology 

integration and organizational performance highlight that technology can enable productivity gains, but it also 

changes the psychological structure of work and may intensify uncertainty or relational distance if not designed with 

human needs in mind (6, 7). 

A particularly relevant line of scholarship concerns how need satisfaction is linked to performance through 

motivational quality, commitment, and self-regulatory processes. BPNT argues that need satisfaction promotes 

autonomous motivation and internalization, which in turn support persistence, learning, and higher-quality 

performance outputs (1, 8). Empirically, research in public and organizational contexts indicates that psychological 

needs are associated with task performance and work engagement, and that engagement often functions as a 

mechanism translating need satisfaction into performance outcomes (9). Similarly, experimental evidence in public 

management shows a causal pathway from need satisfaction to job attitudes (e.g., satisfaction), which are known 

antecedents of performance and retention, reinforcing the managerial relevance of psychological need support (10). 

In applied organizational settings, the role of supervisor support and the satisfaction of needs has also been tied to 

work motivation among staff and line employees, implying that need-supportive climates are actionable managerial 

levers rather than abstract psychological constructs (11). Complementing these findings, transformational and 

servant leadership perspectives suggest that leadership styles can shape the psychological conditions that either 
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satisfy or frustrate employees’ needs, thereby influencing discretionary behavior and performance-related outcomes 

(12, 13). 

Within this broader framework, job-related affect occupies a critical position because emotions at work are not 

incidental—they are integral to how employees interpret demands, allocate attention, and sustain effort over time. 

Job-related affective well-being captures recurring positive and negative affective states associated with work, 

which influence cognitive functioning, interpersonal behavior, and self-regulation. Theoretically and empirically, 

affect is a plausible mechanism linking psychological conditions to performance because affective states shape 

motivation, creativity, decision-making, and persistence under pressure. In organizational studies, job-related 

affective well-being has been linked to job satisfaction and stress, and self-efficacy has been proposed as an 

explanatory mechanism within these relationships, underscoring the interplay between affect, beliefs, and work 

outcomes (14). In adjacent psychological research, positive and negative affect have also been positioned as 

mediators between psychological resources (e.g., mindfulness) and broader well-being outcomes, supporting the 

general proposition that affect can transmit the impact of psychological antecedents into consequential outcomes 

(15). In sport and performance domains, emotions are additionally shaped by cognitive reappraisal and self-

regulatory strategies, and need satisfaction is associated with more adaptive emotional profiles, suggesting that 

need support may indirectly influence performance by improving affective regulation and emotional tone (16). Even 

in athletic contexts where demands differ from organizational work, controlling styles can undermine need 

satisfaction and lead to maladaptive affective responses (e.g., fear of failure), highlighting the sensitivity of affective 

functioning to need-supportive versus controlling environments (17). 

The role of affect becomes even more prominent when organizations face stressors that threaten employees’ 

psychological safety, security, or relational needs. Workplace ostracism, exclusion, and interpersonal threat can 

elicit strong negative affect and undermine relational need satisfaction, while psychological capital and efficacy can 

shape employees’ responses to these threats (18). Similarly, workplace bullying is increasingly recognized as a risk 

factor for deteriorating mental health, job satisfaction, and productivity helpfulness, implying that affective strain can 

translate directly into performance loss and diminished sustainability of human resources (19). From a psychological 

contract perspective, perceived breach can trigger negative emotions and reduce commitment and satisfaction, 

which in turn can increase turnover intentions and weaken performance systems (20). These streams collectively 

suggest that sustainable performance requires attending to the emotional realities of work and the psychological 

conditions that give rise to adaptive versus maladaptive affect. Accordingly, interventions and organizational 

practices that strengthen psychological empowerment and resilience may buffer employees from stress and sustain 

functioning, as shown in hospitality and travel contexts where empowerment has been tied to resilience (21). Mini-

review evidence likewise points to interconnections among work–life balance, psychological structure, employee 

resilience, and organizational commitment, indicating that affective and psychological systems operate jointly in 

shaping employee well-being and functioning (22). 

In parallel, a growing body of research has examined determinants of productivity and sustainable performance 

across industries, emphasizing that performance for sustainability is multi-determined and context-sensitive. For 

example, in the insurance industry, determinants of employee performance for sustainability reflect organizational 

and individual factors, illustrating the need for integrative models that connect psychological variables to 

sustainability outcomes rather than treating sustainability as purely a process or strategy issue (3). In the Ministry 

of Sport and Youth context, human resource development has been examined as a pathway to productivity, 
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suggesting that capability building and developmental practices complement psychological need satisfaction in 

driving productive functioning (23). Research in Iran and other contexts has also indicated that psychological 

empowerment, workplace happiness, and job engagement can jointly influence productivity, offering convergent 

evidence that affective and motivational constructs are closely tied to productive behavior (24). Furthermore, studies 

focusing on psychological empowerment and organizational citizenship behavior, with mediating mechanisms such 

as social intelligence, reinforce the idea that psychological variables are embedded in social and relational 

processes that matter for performance (25). In addition, employee voice among knowledge workers in emerging 

economies highlights that when employees perceive enabling conditions and feel psychologically safe to express 

ideas, organizations can benefit through learning and innovation, which are critical for long-term and sustainable 

performance (26). 

The sustainability lens also intersects with organizational learning and operational excellence approaches that 

support performance durability and resource efficiency. For instance, organizational identity and circular economy 

orientations have been linked with inter- and intra-organizational learning, lean management, and zero-waste 

practices, demonstrating that sustainable production and consumption agendas require learning-based capabilities 

that can be strengthened through supportive cultures and identity work (27). Although such studies often operate at 

the organizational level, their logic implies that sustainable performance is partially a function of human behavior—

learning, commitment, and continuous improvement—which is itself shaped by psychological need satisfaction and 

affective states. Likewise, competitive supply chain pricing and corporate social responsibility dimensions point to 

the performance consequences of integrating responsibility and sustainability into decision-making systems, which 

can shape employees’ perceptions of purpose and fairness, indirectly influencing engagement and performance 

(28). In financial and technology-oriented contexts, the impact of e-banking, job security, innovativeness, and 

productivity on organizational performance further underscores that productivity outcomes arise from a complex 

system in which psychological security, innovation orientation, and work design matter (29). Collectively, these 

findings support the relevance of investigating how core psychological needs and affective experiences predict 

productivity and sustainable performance within specific institutional settings. 

The focus on psychological needs is also reinforced by evidence linking need satisfaction to resilience and 

psychological capital—constructs that are central to sustained functioning. A human agency model suggests that 

basic psychological needs can support resilience, which is crucial for maintaining performance under adversity and 

change (30). In workplace contexts, psychological empowerment programs have been shown to increase 

psychological capital and job-related affective well-being, indicating that organizational interventions can shape 

both psychological resources and affective outcomes (31). Relatedly, employee psychological well-being has been 

connected to job performance through mediating and moderating mechanisms, implying that well-being and 

performance are intertwined rather than competing outcomes (32). Mental health is also a significant determinant 

of productivity, and critical reviews emphasize that productivity losses can stem from psychological distress and 

mental health challenges, highlighting the necessity of considering psychological determinants in performance 

models (33). More recently, studies have expanded to consider counterproductive behaviors and their psychological 

antecedents, emphasizing roles for organizational embeddedness, emotional intelligence, and psychological 

ownership—factors closely aligned with how employees experience autonomy, competence, and belonging in 

organizations (34). In addition, psychological ownership has been linked to retention and mediated by commitment 
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and engagement, underscoring that psychological experiences shape both performance outcomes and workforce 

sustainability (35). 

Another managerial relevance stems from the operationalization of psychological needs and their measurement 

across contexts. Research across diverse populations has examined how need satisfaction relates to well-being 

and outcomes, including gig workers, adolescents, and physical activity contexts, offering methodological insights 

and evidence of the broad applicability of need constructs (7, 36, 37). While these contexts differ from workplace 

settings, they strengthen confidence in the robustness of need satisfaction as a predictor of well-being and adaptive 

functioning. Studies focused on physical training outcomes demonstrate that psychological needs, self-efficacy, and 

motivation can predict behavioral adherence and performance outcomes, supporting the argument that need 

satisfaction influences action through motivational and efficacy pathways (38). Similarly, research on psychological 

empowerment and resilience in service industries indicates that empowerment processes can sustain adaptive 

functioning under uncertainty, which is relevant for organizations operating in competitive, resource-constrained 

environments (21). In organizational competence research, psychological factors and organizational intelligence 

have been linked to people’s competence, suggesting that psychological determinants are foundational for skill 

expression and capability utilization, which are central to productivity (39). Moreover, workplace productivity has 

been studied directly as a function of psychological factors, indicating consistent empirical attention to psychological 

antecedents of productive outcomes (40). 

Within sport-sector organizations specifically, the work environment is characterized by a unique mix of public 

accountability, seasonal demand fluctuations, stakeholder pressures, and emotionally charged interactions with 

athletes, clubs, and communities. These features may intensify the salience of employees’ affective experiences 

and psychological need satisfaction. Leadership styles and HR systems that promote need satisfaction and 

engagement may be particularly crucial for sustaining performance quality in such contexts (12, 41). High-

performance HRM practices have been linked to readiness for change, affective commitment, and employee 

performance, with cultural moderators such as hierarchy culture shaping these relationships, implying that sport 

organizations—often embedded in public and semi-public institutional logics—must align HR practices with culture 

to translate psychological and affective resources into performance (41). In addition, workplace spirituality and 

passion-related mechanisms have been associated with job performance, mediated by deviant behavior and 

workplace passion, pointing to the importance of meaning, values, and affective energy in shaping performance 

outcomes (42). When these considerations are combined with evidence that exclusion and interpersonal threat 

shape relational needs and efficacy responses (18), it becomes apparent that an affective-mediation model is 

theoretically coherent for sport-sector employees. 

Despite the expanding literature, two gaps remain salient for research and practice. First, many studies examine 

psychological needs in relation to engagement or satisfaction, but fewer explicitly integrate productivity and 

sustainable performance simultaneously within a single structural model, especially in sport-sector administrative 

and organizational settings. Second, while affect is frequently treated as an outcome (e.g., well-being), its mediating 

role between need satisfaction and performance outcomes—particularly sustainable performance that includes 

long-term functioning—remains under-investigated in certain regional contexts. This is especially important in 

emerging economies where institutions, labor markets, and organizational systems may create distinct pressures 

on employees’ autonomy, competence development, and relatedness. Moreover, increasing technological 

integration and organizational transformation can alter employees’ experience of control, capability use, and social 
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connection, potentially changing the need–affect–performance dynamics (6). Considering these dynamics is critical 

for designing management interventions that achieve performance goals without compromising human 

sustainability. 

Against this background, the present study positions basic psychological needs as foundational antecedents and 

job affects as a proximal psychological mechanism through which needs influence two key organizational outcomes: 

human resource productivity and employee sustainable performance. The model is aligned with BPNT’s proposition 

that need satisfaction fosters adaptive functioning, with affect providing an explanatory pathway through which 

psychological conditions translate into performance-relevant behavior and long-term functioning (1, 32). It also 

resonates with empirical findings that psychological conditions and capabilities are associated with sustainable work 

performance and productivity across sectors (3, 5, 24). By testing this integrated model in the sports sector of Basra 

Province, the study contributes context-specific evidence that can inform sport management practice, HR 

development, and sustainability-oriented performance systems. 

The aim of this study was to examine the effect of basic psychological needs on human resource productivity 

and sustainable employee performance, considering the mediating role of employees’ job affects in the sports sector 

of Basra Province, Iraq. 

Methods and Materials 

The design of the present study is a correlational design implemented through structural equation modeling 

(SEM), which constitutes a multivariate correlational method. The statistical population of the study included all 

employees of the Departments of Sport and Youth, sports federations, club staff, and sports teams in Basra 

Province in 2024, totaling 820 individuals. Using a simple random sampling method, 274 participants were selected 

as the sample. In the present study, information related to the research background was collected from journal 

articles, books, and academic databases, and data collection was carried out using four standardized 

questionnaires, as described below. 

Basic Psychological Needs Satisfaction Scale (BNSS) was adapted from the Psychological Needs at Work Scale 

developed by Gagné (2003). The scale was translated into Persian for use in the Iranian population by Daftarchi 

(2010). It consists of 21 items and measures the satisfaction of three needs: autonomy, competence, and 

relatedness. Items are rated on a seven-point Likert scale ranging from 7 (completely true) to 1 (completely false). 

For example, the item “I feel free to decide for myself how to live my life” assesses autonomy need satisfaction; the 

item “Recently, I have been able to learn new and interesting skills” assesses competence; and the item “Overall, 

people treat me warmly” assesses relatedness. Gagné et al. (2005) reported Cronbach’s alpha coefficients of 0.68 

for autonomy, 0.75 for competence, and 0.85 for relatedness, indicating acceptable reliability, and also reported 

satisfactory validity for the scale. In the study by Omranian and Sheikh Eslami (2012), test–retest reliability was 

examined with 42 participants over a one-month interval, yielding reliability coefficients of 0.88 for autonomy, 0.69 

for competence, and 0.78 for relatedness, which indicate appropriate reliability of the questionnaire. 

In the present study, job affects were measured using the Job-Related Affective Well-Being Scale developed by 

Van Katwyk et al. (2000). This scale consists of 20 items and assesses two components: positive affect and negative 

affect. Responses are scored on a five-point Likert scale ranging from 1 (never) to 5 (always). Van Katwyk et al. 

(2000) reported Cronbach’s alpha coefficients of 0.80 for positive affect and 0.95 for negative affect. Hashemi et al. 

(2014) reported Cronbach’s alpha coefficients of 0.92 for positive affect and 0.93 for negative affect. Similarly, 
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Farrokhi and Ahmadard (2019) reported reliability coefficients of 0.90 for positive affect and 0.86 for negative affect 

using Cronbach’s alpha. 

The Human Resource Productivity Questionnaire is based on the ACHIEVE model proposed by Hersey and 

Goldsmith in 1980. This instrument uses a five-point Likert scale (very low, low, moderate, high, very high) and 

includes seven dimensions with a total of 26 items: ability (items 1–3), clarity (items 4–7), support (items 8–11), 

motivation (items 12–15), evaluation (items 16–19), validity (items 20–23), and environment (items 24–26). Scoring 

is based on the five-point Likert scale, with one point assigned to “very low” and five points to “very high.” The 

minimum total score is 26 and the maximum score is 130. For the ability and environment dimensions, scores range 

from 3 to 15, while for the other dimensions, scores range from 4 to 20 (Ryan & Deci, 2017). In this questionnaire, 

a mean score below 2 indicates a weak level, a mean score between 2 and 4 indicates a moderate level, and a 

mean score between 4 and 5 indicates an excellent level. Due to the extensive use of the ACHIEVE model 

questionnaire in human resource productivity studies and its standardized nature, its validity has been repeatedly 

confirmed in Iran by academic experts. Yaqubi et al. (2010) reported a Cronbach’s alpha coefficient of 0.87, 

indicating satisfactory reliability. 

To assess employees’ sustainable performance, the five-point scale developed by Zaid et al. (2018) was used. 

This questionnaire includes three subdimensions: economic performance, social performance, and environmental 

performance. Responses are scored on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly 

agree). Hamzavi et al. (2024) confirmed the face and content validity of the questionnaire and reported a Cronbach’s 

alpha coefficient of 0.773, indicating acceptable reliability. 

Data collection was conducted using both field and library methods. In the library method, the researcher 

reviewed up-to-date domestic and international books and journal articles, academic databases, and electronic 

resources to develop the theoretical framework. For the field method, after preparing and revising the questionnaires 

based on the supervisor’s feedback, the researcher distributed them among employees active in the sports sector 

of Basra Province. During distribution, necessary explanations were provided, and any ambiguities in the 

questionnaire items were clarified for participants. To prevent sample attrition, 295 questionnaires were distributed; 

after collection and removal of incomplete questionnaires, 274 valid questionnaires were retained for analysis. 

Following hypothesis testing, discussion and final conclusions were conducted. 

After data collection via questionnaires, the Kolmogorov–Smirnov test was used to examine the distribution of 

the data. Structural equation modeling was employed to predict the contribution and role of predictor variables on 

the criterion variable and the mediating variable. For this purpose, SmartPLS version 3 and SPSS version 26 were 

used. In this study, after translating the questionnaires into Arabic, face and content validity were assessed and 

confirmed using the opinions of 10 experts in sport management and Arabic language specialists. After reviewing 

their comments and making the necessary revisions, face and content validity were established. Reliability was 

assessed using Cronbach’s alpha, yielding coefficients of 0.813 for basic psychological needs, 0.835 for 

productivity, 0.774 for sustainable performance, and 0.830 for job affects. 

Findings and Results 

The results of the demographic characteristics presented in Table 1 show that out of 274 respondents, 125 were 

women (45.6%) and 149 were men (54.4%). In terms of marital status, 79 participants (28.8%) were single and 195 

participants (71.2%) were married. Regarding age, 87 participants (31.8%) were in the 30–35 age range, while 9 
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participants (3.3%) were over 60 years old. In terms of educational level, 164 respondents (59.9%) held a bachelor’s 

degree, whereas 46 respondents (16.9%) held a doctoral degree. 

Table 1. Demographic Characteristics of the Study Sample 

Variable Category Frequency Percentage 

Gender Female 125 45.6  

Male 149 54.4 

Marital status Single 79 28.8  

Married 195 71.2 

Education Associate degree 64 23.4  

Bachelor’s degree 164 59.9  

Doctoral degree 46 16.9 

Age Under 30 years 66 24.1  

30–35 years 87 31.8  

36–50 years 80 29.2  

51–60 years 32 11.7  

Over 60 years 9 3.3 

 

Table 2 presents descriptive indices including skewness, kurtosis, multivariate kurtosis, mean, standard 

deviation, and the minimum and maximum scores of participants for the study variables. 

Table 2. Distribution Indices of the Research Variables 

Variable Skewness Kurtosis Kolmogorov–Smirnov Sig. level Mean SD 

Basic psychological needs 0.024 −0.537 0.078 0.087 3.42 0.64 

Human resource productivity 0.112 −0.160 0.087 0.078 3.26 0.55 

Sustainable performance −1.060 0.299 0.069 0.097 4.11 0.58 

Job affects −0.117 −0.170 0.085 0.081 3.22 0.72 

Autonomy −0.029 −0.367 0.093 0.073 3.45 0.78 

Competence −0.034 −0.363 0.082 0.083 3.49 0.75 

Relatedness −0.307 −0.464 0.091 0.074 3.32 0.71 

Multivariate kurtosis (critical value) 

     

(3.059 / 1.768) 

 

The results indicated that, based on the skewness and kurtosis indices—considering ±2 for skewness and ±7 for 

kurtosis—all variables were normally distributed. For multivariate normality, the ratio of the multivariate kurtosis 

index (3.059) to the critical value (1.768) was 1.730, which is less than 2; therefore, multivariate normality was 

confirmed. In addition, because the significance levels of the Kolmogorov–Smirnov test for all variables were greater 

than 0.05, the normal distribution of the data can be assumed. 

The means and standard deviations were as follows: basic psychological needs (M = 3.42, SD = 0.64), job affects 

(M = 3.45, SD = 0.78), human resource productivity (M = 3.26, SD = 0.55), and sustainable performance (M = 4.11, 

SD = 0.58). 

The following figure illustrates the model based on coefficients of determination and significance levels. 
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Figure 1. Coefficients of determination and significance levels. 

 

Figure 2. t-statistic values at the 0.95 confidence level. 

As shown, all paths were significant, with t-statistic values exceeding 1.96 at the 0.95 confidence level and error 

values below 0.05. 

The overall research model was evaluated using the SRMR criterion. 

Table 3. Goodness-of-Fit Indices for the Overall Research Model 

Index Saturated model Estimated model 

Standardized Root Mean Square Residual (SRMR) 0.056 0.072 

Root Mean Square Theta (RMS Theta) 

 

0.055 

 

An SRMR value below 0.10, or below 0.08 in a more conservative interpretation, indicates good model fit. 

RMS_theta values below 0.12 indicate an acceptable model, whereas higher values indicate poor fit. 

To evaluate the hypotheses, path coefficients and their associated statistics were used. 
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Table 4. Direct Effects Indices of the Hypotheses 

Path Path coefficient R² SD t-statistic p-value 

Job affects → Human resource productivity 0.395 0.156 0.082 4.811 0.001 

Job affects → Sustainable employee performance 0.300 0.090 0.115 2.623 0.001 

Basic psychological needs → Human resource productivity 0.514 0.264 0.078 6.575 0.001 

Basic psychological needs → Sustainable employee performance 0.381 0.145 0.115 3.314 0.001 

Basic psychological needs → Job affects 0.603 0.363 0.059 10.251 0.001 

 

The path coefficient between basic psychological needs and employee productivity was 0.514, with an R² value 

of 0.264. The estimated t-statistic was 6.575, which exceeds 1.96, and the estimated error value was 0.001, which 

is below the acceptable threshold of 0.05. Therefore, at the 0.95 confidence level, the research hypothesis was 

confirmed, indicating a significant relationship between psychological needs and employee productivity. 

The path coefficient between basic psychological needs and sustainable employee performance was 0.381, with 

an R² value of 0.145. The estimated t-statistic was 3.314, which exceeds 1.96, and the estimated error value was 

0.001, which is below 0.05. Accordingly, at the 0.95 confidence level, this hypothesis was confirmed, indicating a 

significant relationship between psychological needs and sustainable employee performance. 

To evaluate indirect effects, the bootstrap method for indirect effects was employed. 

Table 5. Indirect Effects Indices 

Path Indirect effect 
size 

t-
statistic 

p-
value 

Lower 
bound 

Upper 
bound 

Basic psychological needs → Job affects → Human resource 
productivity 

0.238 5.118 0.002 0.146 0.329 

Basic psychological needs → Job affects → Sustainable 
employee performance 

0.181 2.719 0.002 0.043 0.304 

 

The indirect effect size (mediating effect) of basic psychological needs on human resource productivity through 

job affects was 0.238, with an estimated t-statistic of 5.118, which exceeds 1.96. The estimated error value was 

0.001, which is below 0.05. Therefore, at the 0.95 confidence level, the hypothesis was confirmed, indicating that 

job affects play a mediating role in the relationship between psychological needs and employee productivity. 

Similarly, the indirect effect size of basic psychological needs on sustainable employee performance through job 

affects was 0.181, with an estimated t-statistic of 2.719, which exceeds 1.96. The estimated error value was 0.007, 

which is below 0.05. Thus, at the 0.95 confidence level, the hypothesis was confirmed, indicating that job affects 

mediate the relationship between psychological needs and sustainable employee performance. 

Discussion and Conclusion 

The present study examined the relationships among basic psychological needs, job affects, human resource 

productivity, and sustainable employee performance in the sports sector of Basra Province, with a particular focus 

on the mediating role of job affects. Overall, the findings provide strong empirical support for the proposed structural 

model and are largely consistent with contemporary theories and empirical evidence in management, organizational 

psychology, and sustainability-oriented performance research. All hypothesized direct paths were significant, and 

the indirect effects through job affects further clarified the psychological mechanisms through which need 

satisfaction translates into both productivity and sustainable performance outcomes. 

The results demonstrated a significant and positive relationship between basic psychological needs and human 

resource productivity. This finding aligns closely with the core assumptions of Basic Psychological Need Theory, 
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which posits that satisfaction of autonomy, competence, and relatedness enhances autonomous motivation, self-

regulation, and task engagement, thereby improving performance quality and efficiency (1, 8). Similar empirical 

patterns have been reported in organizational and public-sector contexts, where employees who experience higher 

levels of need satisfaction show greater task performance and engagement (9, 10). In sport-related and public 

service organizations, where work often involves coordination, stakeholder interaction, and nonroutine problem-

solving, the ability to feel competent, self-directed, and socially supported appears particularly critical for sustaining 

productive effort. The present findings also resonate with evidence from the Ministry of Sport and Youth and other 

organizational settings showing that human resource development and psychological empowerment are key 

predictors of employee productivity (23, 24). Together, these results reinforce the view that productivity is not solely 

a function of technical skills or external incentives but is deeply embedded in employees’ psychological experiences 

at work. 

In addition to productivity, basic psychological needs were found to have a significant direct effect on sustainable 

employee performance. Sustainable performance emphasizes the capacity to maintain effective functioning over 

time without depleting personal or organizational resources, and the present findings suggest that need satisfaction 

is a foundational condition for such durability. This result is consistent with sustainability-oriented performance 

models that highlight the role of psychological and motivational resources in long-term effectiveness (2, 4). 

Employees whose basic needs are satisfied are more likely to exhibit resilience, adaptability, and persistence, which 

are essential for sustaining performance in dynamic and resource-constrained environments. Prior research has 

similarly shown that psychological empowerment, optimism, and resilience contribute to sustainable work 

performance across service and hospitality sectors (4, 5). Moreover, studies linking basic psychological needs to 

resilience and human agency further support the argument that need satisfaction strengthens employees’ capacity 

to cope with stress and change, thereby promoting sustained performance (30). In the context of sport-sector 

organizations, where employees often face fluctuating workloads, public scrutiny, and emotional labor, the direct 

contribution of need satisfaction to sustainable performance is theoretically coherent and practically meaningful. 

A central contribution of this study lies in demonstrating the mediating role of job affects in the relationships 

between basic psychological needs and both productivity and sustainable performance. The significant indirect 

effects indicate that psychological needs do not influence performance outcomes solely through cognitive or 

motivational pathways, but also through employees’ affective experiences at work. This finding is consistent with 

affective theories of work behavior, which emphasize that emotions shape attention, decision-making, energy 

regulation, and persistence. Prior research has shown that job-related affective well-being is closely linked to job 

satisfaction and stress, and that affective states can transmit the influence of psychological antecedents to work 

outcomes (14). The present results extend this line of inquiry by positioning job affects as a key explanatory 

mechanism between need satisfaction and both short-term (productivity) and long-term (sustainable performance) 

outcomes. 

The mediating role of job affects is also supported by broader psychological evidence indicating that positive 

affect enhances cognitive flexibility, creativity, and proactive behavior, while negative affect can undermine self-

regulation and increase withdrawal or counterproductive tendencies. Studies in organizational and educational 

contexts have shown that positive and negative affect mediate the effects of psychological resources on well-being 

and functioning, reinforcing the plausibility of affective mediation (15). In sport and performance domains, need 

satisfaction has been associated with more adaptive emotional profiles, partly through emotion regulation strategies 
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such as cognitive reappraisal (16). Conversely, controlling environments that frustrate psychological needs tend to 

generate maladaptive affective responses, including anxiety and fear of failure, which can impair performance (17). 

The present findings suggest that when sport-sector employees experience satisfaction of autonomy, competence, 

and relatedness, they are more likely to experience positive job affects and fewer negative emotions, which in turn 

facilitate higher productivity and more sustainable performance patterns. 

The significant path from basic psychological needs to job affects further underscores the emotional 

consequences of need satisfaction. This result aligns with a substantial body of literature showing that need 

satisfaction is positively associated with well-being and affective balance across diverse contexts, including 

workplaces, gig economy settings, and physical activity environments (7, 36). When employees perceive that their 

work environment supports choice, skill utilization, and meaningful social connection, they are more likely to 

experience enthusiasm, vitality, and satisfaction, rather than frustration or emotional exhaustion. Such affective 

states are particularly important in service-oriented and people-centered sectors, where emotional labor and 

interpersonal interactions are integral to job roles. Evidence from hospitality and travel industries similarly indicates 

that psychological empowerment and supportive climates enhance resilience and positive affect, which can buffer 

employees against stress and sustain functioning (21). 

The present findings also align with research emphasizing the detrimental impact of negative workplace 

experiences on affect and performance. Studies on workplace ostracism, bullying, and psychological contract 

breach demonstrate that threats to relational needs and perceived fairness generate negative affect, which can 

erode commitment, satisfaction, and productivity (18-20). By contrast, environments that support psychological 

needs appear to mitigate these risks by fostering positive affective climates and psychological capital. Research on 

psychological empowerment, organizational citizenship behavior, and social intelligence further suggests that 

affective and social processes jointly shape performance outcomes (13, 25). In this sense, job affects operate as a 

psychological “bridge” connecting structural and relational features of the work environment with observable 

performance indicators. 

The strong explanatory power of the model also reflects the relevance of integrating productivity and sustainable 

performance within a single framework. Much of the prior literature has examined these outcomes separately, yet 

the present study shows that both are influenced by a common set of psychological antecedents and affective 

mechanisms. This integrated perspective is consistent with sustainability-oriented management research, which 

argues that long-term organizational effectiveness requires alignment between performance systems and human 

well-being (3, 27). By demonstrating that job affects mediate the impact of need satisfaction on both productivity 

and sustainable performance, the findings suggest that organizations do not need to choose between efficiency 

and sustainability; rather, both can be enhanced by creating psychologically supportive work environments. 

Contextually, the study contributes valuable evidence from the sports sector of an emerging economy, where 

institutional constraints, resource limitations, and organizational change may intensify psychological demands on 

employees. Prior research in emerging and public-sector contexts highlights the importance of psychological safety, 

employee voice, and empowerment for performance and learning (26, 41). The present findings extend this evidence 

by showing that even in such contexts, fundamental psychological processes proposed by BPNT remain relevant 

and predictive of key outcomes. Moreover, as organizations increasingly adopt digital technologies and new work 

arrangements, the experience of autonomy, competence, and relatedness may change, influencing affective 
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experiences and performance outcomes (6). Understanding these dynamics is essential for designing human 

resource practices that sustain productivity and performance over time. 

Taken together, the discussion of results suggests that basic psychological needs function as distal but powerful 

antecedents of both productivity and sustainable performance, while job affects serve as a proximal psychological 

mechanism translating need satisfaction into behavioral and performance outcomes. This interpretation is 

consistent with theoretical models emphasizing the interplay of motivation, affect, and performance, and it is 

supported by a broad range of empirical findings across sectors and cultural contexts (1, 5, 32). The present study 

thus contributes to the literature by empirically validating an integrated, affect-mediated model of sustainable 

performance in the sports sector. 

Despite its contributions, this study has several limitations that should be acknowledged. First, the cross-sectional 

design limits the ability to draw strong causal inferences among psychological needs, job affects, productivity, and 

sustainable performance. Second, data were collected using self-report questionnaires, which may increase the 

risk of common method bias and socially desirable responding. Third, the study focused on employees within the 

sports sector of a single province, which may limit the generalizability of the findings to other sectors, regions, or 

cultural contexts. Fourth, although the model explained a substantial proportion of variance in the outcome 

variables, other relevant psychological, organizational, and contextual factors were not included and may also 

influence productivity and sustainable performance. 

Future studies could build on the present findings by employing longitudinal or experimental designs to better 

establish causal relationships and examine changes in psychological needs, affect, and performance over time. 

Researchers are also encouraged to test the proposed model in different organizational sectors and cultural settings 

to assess its generalizability and contextual sensitivity. Incorporating additional mediators or moderators, such as 

leadership styles, organizational culture, job demands, or digital work characteristics, may provide a more nuanced 

understanding of when and for whom psychological needs most strongly influence performance outcomes. 

Moreover, the use of multi-source data, including supervisor ratings or objective performance indicators, could help 

reduce common method bias and strengthen the robustness of future findings. 

From a practical perspective, managers and policymakers in the sports sector should prioritize creating work 

environments that actively support employees’ autonomy, competence, and relatedness. This can be achieved 

through participative decision-making, opportunities for skill development, constructive feedback, and fostering 

respectful and supportive interpersonal relationships. Attention should also be given to employees’ emotional 

experiences at work by promoting positive affective climates, addressing sources of chronic stress, and providing 

resources for emotional regulation and resilience. By simultaneously supporting psychological needs and job 

affects, organizations can enhance both productivity and sustainable performance, contributing to long-term 

organizational effectiveness and employee well-being. 
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