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Abstract

The purpose of this study was to investigate the effect of psychological needs on the quality of
coworker relationships with the mediating role of job emotions among sports employees in
Basra Province, Irag. The research method was applied in terms of purpose and descriptive—
correlational in nature. The statistical population included all employees of the Departments of
Sport and Youth, sports federations, and staff members of clubs and sports teams in Basra
Province. Using simple random sampling, 274 individuals were selected as the sample. For
data collection, the study used the Work-Related Basic Need Satisfaction Scale by Gagné
(2003), the Coworker Relationship Quality Questionnaire by Moradian and colleagues (2022),
and the Job-Related Affective Well-Being Scale by Van Katwyk and colleagues (2000). Face
and content validity were confirmed through the opinions of experts in sports management,
and the overall reliability of the questionnaires was calculated using Cronbach’s alpha
coefficient. Structural equation modeling was applied for data analysis. The results showed
that the path coefficient between the psychological need for competence and coworker
relationship quality was 0.220, between relatedness and coworker relationship quality was
0.346, and between autonomy and coworker relationship quality was 0.278, indicating a direct
and significant relationship between the variables (p-value = 0.001). In addition, the findings
revealed that the mediating effects of the needs for autonomy, relatedness, and competence
on coworker relationship quality through job emotions were confirmed at a 95% confidence
level. Therefore, it can be stated that improving the quality of relationships among employees
depends on satisfying fundamental psychological needs—competence, autonomy, and
relatedness—and on paying attention to employees’ job emotions. Managers of sports
organizations in Basra Province should consider these two factors and work to strengthen them
among staff.
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Extended Abstract
Introduction
In contemporary organizational contexts, sustaining a productive and cohesive workforce requires
an in-depth understanding of the psychological foundations of employees’ motivation and
interpersonal dynamics. Self-Determination Theory (SDT) posits that the satisfaction of three
fundamental psychological needs—autonomy, competence, and relatedness—forms the core of
intrinsic motivation and healthy workplace functioning (Reeve, 2024; Vansteenkiste et al., 2023). When
these needs are supported, employees are more likely to demonstrate psychological vitality,
engagement, and constructive relational behaviors that strengthen team cohesion (Huyghebaert-
Zouaghi et al., 2023). Conversely, the frustration of these needs can lead to disengagement,
interpersonal conflict, and emotional exhaustion (Shi, 2024).
Recent studies have emphasized that the effect of basic psychological needs on interpersonal
outcomes does not occur in isolation but is often mediated by emotional experiences at work (Wan
et al., 2022; Wu & Zhou, 2023). Job-related affect, including both positive and negative emotional
states, shapes how employees interpret workplace interactions and respond to colleagues. Positive
job emotions such as enthusiasm and optimism can create a collaborative climate, while negative
emotions like frustration and anger can reduce trust and increase conflict (Rashmi & Kataria, 2023).
Particularly in teamwork-intensive environments such as sports organizations, where success
depends on collaboration and shared responsibility, understanding these dynamics is essential
(Arefnezhad & Hasanvand, 2023).
Effective workplace communication is also closely tied to fulfilling psychological needs and
maintaining supportive coworker relationships (Qobilovna, 2024; Sumaiya et al., 2022). High-quality
communication improves understanding, empathy, and collective resilience to stress. Additionally,
leadership practices that encourage empowerment and self-efficacy have been shown to increase
employees’ sense of competence and autonomy, fostering trust and cooperative behaviors (Al
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Halbusi et al., 2023; Alshiha et al., 2024). In sports organizations in Basra Province, Iraq, employees
often face resource limitations, cultural complexity, and intense interpersonal demands, making the
investigation of these psychological and emotional dynamics particularly relevant (Parsakia et al.,
2022). Despite the significance of these factors, research specifically addressing how basic
psychological needs influence coworker relationship quality through job emotions in this cultural and
organizational setting remains limited (Martinez Kercher et al., 2024; Moradian et al., 2022).

The present study aimed to address this gap by examining the direct and indirect effects of
autonomy, competence, and relatedness on coworker relationship quality, while exploring the
mediating role of job emotions among sports sector employees in Basra. By integrating SDT with
affective perspectives in organizational behavior, the research provides novel evidence applicable
to both academic theory and human resource practices within sports institutions.

Methods and Materials

This research employed an applied, descriptive—correlational design to investigate the relationships
among psychological needs, job emotions, and coworker relationship quality. The study population
consisted of all employees working in the Departments of Sport and Youth, sports federations, and
staff members of clubs and teams in Basra Province, Irag. Using simple random sampling, 274
participants were selected.

Data were collected through three standardized questionnaires: the Work-Related Basic Need
Satisfaction Scale by Gagné (2003) for assessing autonomy, competence, and relatedness; the
Coworker Relationship Quality Questionnaire by Moradian and colleagues (2022); and the Job-
Related Affective Well-Being Scale developed by Van Katwyk and colleagues (2000). Content and
face validity of the instruments were confirmed by experts in sports management, and internal
consistency was assessed using Cronbach’s alpha coefficients.

Data analysis was conducted using structural equation modeling (SEM) to test the hypothesized
relationships and the mediating effect of job emotions. Model fit indices were used to confirm the
adequacy of the proposed conceptual framework.

Findings

The results revealed significant and positive direct effects of all three basic psychological needs on
coworker relationship quality. Specifically, the path coefficient between competence and coworker
relationship quality was 0.220, between relatedness and coworker relationship quality was 0.346,
and between autonomy and coworker relationship quality was 0.278, all significant at p = 0.001.
These coefficients indicate that greater satisfaction of each psychological need corresponds to better
quality of relationships with colleagues.

The mediation analysis further demonstrated that job emotions significantly mediated the
relationships between psychological needs and coworker relationship quality. Employees
experiencing higher autonomy, competence, and relatedness reported more positive job emotions,
which in turn were associated with stronger and healthier coworker relationships. The mediating
effects were confirmed at a 95% confidence level, indicating robust indirect pathways.

Model fit indices supported the adequacy of the structural model, suggesting that the hypothesized
relationships among psychological needs, job emotions, and coworker relationship quality align well
with the collected data. Collectively, these findings highlight the intertwined nature of motivational
and emotional processes in shaping workplace social interactions.

Discussion and Conclusion

The findings underscore the centrality of satisfying basic psychological needs in fostering supportive
and high-quality coworker relationships. Consistent with SDT, when employees perceive autonomy
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in their roles, feel competent in performing their duties, and experience meaningful social
connectedness, they are more likely to engage constructively with their colleagues (Reeve, 2024;
Vansteenkiste et al., 2023). The results expand existing knowledge by confirming that these
motivational effects are not purely direct; they are partially mediated by the emotional climate
employees experience at work. Positive job-related emotions act as a psychological bridge,
transforming internal satisfaction of needs into external relational behaviors (Wan et al., 2022; Wu &
Zhou, 2023).

These findings are particularly salient in sports organizations, where teamwork and interpersonal
synergy directly influence performance outcomes. Employees who feel psychologically fulfilled are
better equipped to manage interpersonal challenges, communicate openly, and support one another
(Arefnezhad & Hasanvand, 2023; Moradian et al., 2022). The evidence also aligns with research
showing that empowerment-based leadership and supportive work environments cultivate
employees’ psychological resources, reduce emotional strain, and promote trust-based collaboration
(Al Halbusi et al., 2023; Alshiha et al., 2024).

By demonstrating the mediating role of job emotions, this study reinforces affective models of
organizational behavior, which propose that emotions are essential mechanisms linking motivation
to social outcomes (Rashmi & Kataria, 2023). Employees with satisfied psychological needs are more
likely to experience enthusiasm and optimism, which facilitate cooperative actions and constructive
conflict resolution. In contrast, frustration of these needs may lead to disengagement and negative
affect, undermining relationship quality and organizational climate (Shi, 2024).

The cultural and contextual insights are also noteworthy. In a collectivist and relationally oriented
culture like Basra, the need for relatedness appears particularly influential, as indicated by its highest
path coefficient among the three needs. This supports the notion that cultural context shapes how
psychological needs translate into workplace dynamics (Qobilovna, 2024; Sumaiya et al., 2022).
Understanding these nuances can help leaders tailor interventions to local values and expectations.
In conclusion, this research contributes to the growing body of evidence linking basic psychological
needs and affective experiences to relational and social outcomes in the workplace. It provides
practical insights for managers and human resource professionals in sports organizations,
suggesting that designing environments that nurture autonomy, competence, and relatedness can
indirectly improve coworker relationship quality by fostering positive emotional states. By integrating
motivational and emotional frameworks, the study advances both theoretical development and
practical strategies for enhancing organizational cohesion and employee well-being.
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