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Training and Employee Performance: What is the role 

of proactive personality? 

Zeinab El Husseini 

 

ABSTRACT 

The primary objective of this study is to investigate the effect of training on 

performance and the mediating role of proactive personality in the relationship between 

training and employee performance in Lebanon. The study is based on analyzing 105 

respondents who are employed in Lebanon. The present study uses the SPSS statistical 

software to investigate the relationship between employee training, proactive personality, 

and employee performance. Furthermore, the study finds that training has an impact on 

employee performance regardless of proactive personality. The study also recommends 

that organizations should focus on implementing training practices to enhance their 

employees’ performance which will ultimately lead to organizational 

success/performance. Moreover, the study suggests that more research is needed to 

examine the effect of training on proactive personality to determine the effect of this 

relationship in the Lebanese context and to help validate and generalize the results of 

previous findings in other countries mostly in the Middle East.  

 

Keywords: Training, Employee performance, Proactive personality, Training 

outcomes 
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       CHAPTER I 

INTRODUCTION 

1.1 . General background: 

“Organizations are facing increased competition due to globalization, changes in 

technology, political and economic environments and therefore prompting these 

organizations to train their employees as one of the ways to prepare them to adjust to 

the increases above and thus enhance their performance.” (Evans, Pucik & Barsoux 

2002, 32). The prevailing evidence on growth of knowledge in the business corporate 

world in the last decade in Lebanon is not to be ignored. “This growth has not only 

been brought about by improvements in technology nor a combination of factors of 

production but increased efforts towards development of organizational human 

resources.” (Nassazi, 2013). Therefore, every organization holds the utmost 

responsibility to enhance the job performance of its employees. The implementation 

of training is one of the most vital steps that they need to achieve this goal. “Human 

resource management is today considered as a strategic partner of the other functional 

areas of business organization, namely; marketing, finance, production, purchasing, 

management information systems and administration.” (Nassazi, 2013). The human 

resources department in any organization is the one that drives the company towards 

organizational success and creates competitive advantage. The success or failure of an 

organization is dependent on the quality of its resources as well as its orientation. 

Nassazi (2013) mentioned that in Lebanon, “this is based on the notion that human 

resource is the competitive advantage a business organization has.” Nassazi then 
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stressed that this is because, “while equipment, infrastructure, methods of production, 

packaging and distribution strategies could all be copied by other competitive 

organizations, however the innate quality, innovativeness, knowledge, abilities and 

skills of the human resource cannot easily be copied.” 

“Training is a very important part of the human resource development (HRD) activity 

of human resource management practice.” (Nassazi, 2013). For employees to carry 

out their duties effectively and efficiently they must have the relevant skills, 

knowledge, values, attitudes and competencies as well as understand their 

organization’s culture. More often, most new hires usually do not possess all required 

competencies and skills that are imperative for enhanced performance on their jobs.   

This is where the role of training comes in. Every newly recruited employee must be 

updated through training and should acquire the competencies that are needed for 

optimal performance that he/she did not have prior joining the organization. 

Furthermore, once a candidate is in the final stage of screening and has been selected 

and appointed to start the job, he/she “must be given the appropriate orientation and 

in addition they must be trained to meet the career needs of the organization.” 

(Nassazi, 2013). 

In their study, Beardwell and Holden (1998) provided six reasons on why employees’ 

training is critical to the success of an organization. They can be summarized as per 

the following: 

1. “That new employees are in some respect like other raw materials; they have to be 

processed to become able to perform the tasks of their jobs adequately and to fit into 

their work-group and into the organization as a whole.” (Beardwell & Holden, 1998).  
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2. “That new jobs and tasks may be introduced into the organization and be filled by 

existing employees who need redirection.” (Beardwell & Holden, 1998). 

3. “That people themselves change – their interest, their skills, their confidence and  

aspirations, their circumstances.” (Beardwell & Holden, 1998). 

4. “Some employees may move job within the organization on promotion or to widen 

their experience and so need further training.” (Beardwell & Holden, 1998). 

5. “The organization itself or its context may change or be changed over time, so that 

employees must be undated in their ways of working together.” (Beardwell & Holden, 

1998). 

6. “The organization may wish to be ready for some future change and require some 

employees to develop transferable skills.” (Beardwell & Holden, 1998). 

To sum up, training is an incredibly important function, and without it, organizations 

will fail at winning the competition in the market or at least being the leading ones in 

the industry, as employee performance will not be improved without it. After all, what 

is an organization without its excellent performing and well-trained workforce? 

1.2 Need for the study: 

Based on previous literature, “training and development is about managing and 

empowering people, the vital assets of any business or firm. Human resource 

professionals act as a strategic partner with senior managers and leaders by aligning 

training and development strategies and practices among others with overall 

organizational strategies that contribute to an organization's smooth operations.” 

(Salah, 2016, p.38). Thus, we conclude that understanding human resource practices, 

and particularly the role that training plays in providing managers with the ability to 
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assist employees in enhancing their performance at work and increasing their 

motivation level, is vital.  

Consequently, understanding the relationship between the two variables (training and 

employee performance), will lead to strengthened individual and organizational 

performance, and to a higher ability for the organization to meet its goals according 

to high performance standards and defeat all barriers. “The more developed the 

training given to employees, the more satisfied that they will be with their duties. 

Thus, increasing the productivity and profitability of the company.” (Elnaga and 

Imran, 2013). Hence, this study becomes absolutely necessary because many 

organizations in this developed and contemporary age are striving to gain competitive 

advantage which can only be achieved through capitalizing on employee's training. It 

is also expected that the findings of the study will benefit researchers and scholars or 

anyone who is interested in this topic. The findings will also lay a theoretical 

framework for future empirical study on human resource management practices. This 

study may be a source of inspiration to other scholars in developing a practical 

approach of operationalizing human resource management practices. “Training and 

development are the most important practice in human resources and mostly focus on 

profit-oriented private sector and it is to enhance employee performance.” (Boadu et 

al., 2014, p. 40).  Also, the role that proactive personality plays in this relationship 

will be quite interesting once examined here, since only few studies have actually 

examined this aspect, and it is important to see the role that proactivity possesses in 

this relationship. Some studies have shown that no matter how much you train your 

employees, if their personality traits are not consistent with proactivity, the 
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performance will not necessarily improve as much as those who are proactive. Few 

researches were done on this mediating relationship which is why the results of this 

study are expected to be beneficial. 

1.3  Purpose of the study: 

 
The objective of this research is to investigate the impact of training and development 

on employee performance in Lebanon. It is expected that the study will show that in 

order to increase performance, there is the need to have and retain well-trained and 

motivated employees. This thesis investigates how training is an asset to the success 

of any organization, through enhancing the performance of its employees. The study 

will also investigate the role that proactive personality plays in the relationship 

between both variables: training and employee performance. 

1.4  Statement of research problem: 

 
This study addresses a research gap pertaining to the limited research in the area of 

training and job performance in the Middle East region in general, and in Lebanon in 

particular. More research is needed to examine the effect of training on job 

performance to determine the effect of training on job performance in the Lebanese 

context and to help validate and generalize the results of previous findings in other 

countries mostly in the West. Moreover, research studies in the area of training and 

performance has produced mixed and inconsistent results I general (Aragon, Jimenez, 

and Valle, 2014) which motivated the need to conduct this study to increase our 

understanding of this relationship. Additionally, this study will assess the role of 

employees’ personality in the relationship between training and performance. 

Researchers have called for more research studies that assess the mediating role of 
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personality variables in the relationship between training and employee behaviors 

(Ismail, 2016). This study will assess the mediating role of proactive personality in 

the relationship between training and job performance. Previous studies have 

demonstrated the importance of proactive personality in the area job performance 

(Fuller, Hester, and Cox, 2010) and training outcomes (Ismail, 2016). 

This thesis attempts to answer two basic questions:  

➢ What is the effect of training on employee performance in Lebanon? 

➢ What is the role of proactive personality in the relationship between training 

and employee performance? 

1.5  Research hypothesis: 

The research framework in this study is drawn graphically based on the grounds of 

literature review that the researcher has carried out. Here it is theorized that the 

independent variable, training, has a positive effect on the dependent variable: 

performance of employees. The researcher also examined the role that proactive 

personality has in this relationship. 
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The figure below shows the research framework of this study: 

 

 

 

Figure 1.5 Hypothesized relationship between the study’s variables. 

 

Thus, we hypothesize the following: 

H0: There is no significant relationship between employees’ training and employees’ 

performance. u1=u2 (null hypothesis) 

H1: There is a significant relationship between employees’ training and employees’ 

performance. u1<>u2 (alternative hypothesis) 

H2: The impact of training on employee performance is mediated by proactive 

personality.  

 

 

 

 

Independent Variable (IV)

Training

Dependent Variable (DV)

Employee Performance

Proactive 

Personality 
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1.6  Operational definition of terms: 

1. Training: 

Training is defined by Armstrong in 2001 as “the formal and systematic modification 

of behavior through learning, which occurs as a result of education, instructions and 

development and planned experience.” (Armstrong, 2001). 

“Training is the process of equipping the workforce with the necessary knowledge, 

skills and attitude to tackle the job responsibilities. Staff development on the other 

hand is improvement of the employees‘competences for future environmental 

demands and adaptability.” (Amadi, 2014, p. 2). Moreover, another study in 1994 

considered “training and development as a planned process to modify attitude, 

knowledge or skill behavior through learning experiences to achieve effective 

performance in an activity or range of activities.” (Beardwell and Hidden, 1994).  

Nowadays, organizations are offering diverse training programs to meet their 

organizational needs, such as “content on IT and systems, processes, procedures and 

business practices, industry-specific trainings, managerial or supervisory training, 

interpersonal skills, compliance, sales, executive development, basic skills, new 

employee orientation, customer service and quality.” (Beardwell and Hidden, 1994). 

As Reynolds (2004) points out, “training has a complementary role to play in 

accelerating learning. It should be reserved for situations that justify amore directed 

expected approach rather than viewing it as a comprehensive and all-pervasive people 

development solution.” (Reynolds, 2004). Moreover, he mentioned that “the 

conventional training model has a tendency to emphasize subject –specific knowledge 

rather than trying to build core learning abilities.” (Reynolds, 2004). 
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2. Employee Performance: 

Employee performance is “the degree of the completion of an employee’s task, which 

reflects how to achieve the individual requirements of the job” (Sparrowe et al., 

2001). However, performance is influenced by many factors such as “satisfaction, 

motivation, stress, leadership, organizational commitment, organizational cultural, 

etc. Consequently, the proper use or investigation of employee antecedents can yield 

to higher employee performance.” (Sparrowe et al., 2001). According to Saetang et 

al. (2010), job performance plays an important role in determining the working 

efficiency of an organization, its success or failure is based on job performance of 

each individual. Therefore, every manager must ensure that the working environment 

they foster meets the employee’s needs in order to enhance their performance.  

“Employee performance involves all aspects which directly or indirectly affect and 

relate to the work of the employees. Performance means both behavior and results. 

Behavior emanates from the performer and transforms performance from abstraction 

to action.” (Brumbranch, 1998)). He added, “not just the instruments for results, 

behaviors are also outcomes in their own right-the product of mental and physical 

effort applied to tasks-and can be judged apart from results” (Brumbranch, 1998). For 

individuals to gain a better understanding on how all parts of the organization fit and 

affect each other, training is needed, especially in group dynamics and interpersonal 

relations. Moreover, training must be aligned with the tasks and job at hand in order 

to be effective. 
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3. Proactive Personality:  

“People are not passive recipients of environmental presses. Instead, they actively 

influence their own environment.” (Buss, 1987: 1220).  

“Proactive personality is defined as the relatively stable tendency to effect 

environmental change; it refers to the dispositional tendency to engage in proactive 

behavior in a variety of situations.” (Bateman and Crant, 1993: 103). Individuals with 

a proactive personality are “inclined to change their circumstances intentionally, 

including their physical environment” (Buss, 1987). “They identify opportunities, 

take action, and persevere until they bring about meaningful change.” (Crant, 1995). 

“Whereas some people react to, adapt to, and are shaped by their environments, 

proactive people take personal initiative to have an impact on the world around 

them.” According to Crant (2000), “proactivity has a positive impact on employee 

attitudes and behaviors because proactive individuals identify or create opportunities 

that create favorable conditions for individual or team effectiveness.” 
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1.7  Overview: 

    This paper is set to understand the mediating effect of proactive personality on the 

relationship between training and employee performance. 

The structure of the paper is as follows:  

Chapter I – Introduction  

Chapter II – Literature Review  

Chapter III – Theoretical Framework and Research Hypotheses  

Chapter IV – Methodology  

Chapter V – Data Analysis and Results  

Chapter VI – Discussion and Conclusion 
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Chapter II 

Literature Review 

2.1 Theoretical implication and empirical study: 

In this chapter, we will delve into discussions of past studies that define and show the 

relationship between the present study’s variables. 

2.1.1 Training and employee performance: 

As discussed in chapter 1, employee performance is defined as “the degree of the 

completion of an employee’s task, which reflects how to achieve the individual 

requirements of the job” (Sparrowe et al., 2001). Many factors also affect this variable 

such as satisfaction, motivation, stress, leadership, organizational commitment, 

organizational culture, etc. Thus, ensuring these factors by trying to use antecedents is 

how we can optimally increase performance. Besides, the present study reviews the 

relationship between training and employee performance. Training, as defined in chapter 

1, is “the activity aimed to develop the employee skills and deliver the updated 

information and knowledge achieved for the organization's objectives” (Rodriguez et al., 

2002). Moreover, training plays an extremely vital role in improving productivity and 

efficiency levels at the workplace which thus enhances employee performance and leads 

organizations towards success. “Another explanation is that training is a planned work 

consists of the total of programs designed for the education of Human Resources and how 

to lead its current high level of efficiency through the development and to improve its 

performance.” (Noe & Peacock, 2002). Furthermore, the basis in the training process is 

“delivering information and certain skills of a group of trainees by means of contact 
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methods of training with a view to influence the behavior and career abilities, and that 

training also aims to give the individual knowledge, skill and behavior directly linked to, 

in turn, career, raising the level of productivity at work” (Kraiger et al., 1993). 

Nowadays, since organizations are trying to cope with dynamic environments and are 

increasing their competitive advantages, training has been considered as a key factor the 

success of these organizations. Their focus has shifted from the provision of their 

products to ensuring quality in performance and meeting their customers’ needs. Training 

has become the key to organizations who are striving to achieve that, especially those in 

modern management. Moreover, as mentioned by Al-qout (2017), “training has multiple 

effects on the employee performance such as creasing the employee performance, 

strengthening the human relations, improving the employee attitudes, development of 

sense of belonging, loyalty to organizations, reducing the absent rate and turnover.”  

In addition, many researchers have found that there is a positive relationship 

between the role of training and employee performance. An example of that would be 

(Elnaga & Imran, 2013). Moreover, (Asfaw et al., 2015), conducted a study in Ethiopia to 

examine the relationship between employee training and employee performance and the 

results showed a “significant and positive relationship” between both variables. A study 

conducted in Pakistan also found a “significant influence of employee training and 

development on employee performance” (Tahir et al., 2014). In 2016, a study done by 

(Salah, 2016), for Jordanian private sector transportation companies to investigate the 

relationship between training and employee performance, “the findings indicated that 

training and development were positively correlated and claimed a statistically significant 

relationship with employee performance and training.” (Salah, 2016). Moreover, 
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“findings of this study and supporting findings from large number of reviewed research 

papers reveal that training and development has positive relationship and strong positive 

impact on employee performance and productivity.” (Salah, 2016, p. 63). Therefore, 

based on the above discussion and previous literature, the present study hypothesizes that 

employee training leads to higher employee performance, which was discussed in the 

previous chapter: H1: There is a significant relationship between employees’ training and 

employees’ performance.  

2.1.2 Proactive personality as a mediator: 

Proactive personality in this study is examined as a mediator between the 

relationship of training and employee performance. It is defined as “a dispositional 

construct that identifies differences among people in the extent to which they take action 

to influence their environment” (Bateman & Crant, 1993: 103). Bateman & Crant, (1993) 

further developed the “Proactive Personality Scale (PPS) to measure this construct and 

were able to provide evidence for the convergent, discriminant, and predictive validity of 

the scale.” Further descriptions of proactive personality include the tendency to be self-

development focused (Antonacopoulou, 2000), behave more confidently, actively work to 

control one’s environment, seek out information (Kammeyer-Mueller & Wanberg, 2003), 

transform the organization’s mission(s), find and solve problems, and feel responsible to 

impact the world around oneself (Seibert et al., 1999). In addition, “individuals with 

proactive personalities tend to set high standards and acquire all available resources to 

meet those standards.”(Crant, 1996). In contrast, “employees low in proactive personality 

pass up opportunities, fail to take initiative, and passively adapt to their environments.” 

(Crant & Bateman, 2000). Thus, proactive personality plays a vital role when it comes to 



15 

 

its effect on the training function, since it “poses as an important antecedent to motivation 

to learn and subsequent training transfer intentions.” (Crant & Bateman, 2000). 

Positive outcomes of proactive personality include objective and subjective career 

success (Crant, 1995; Seibert et al., 1999), entrepreneurial intentions (Crant, 1996), 

innovation, political knowledge, career initiative, career progression (i.e., increase in 

salary and promotions), and career satisfaction (Seibert, Kraimer, & Crant, 2001) even 

when controlling for relevant variables (e.g., demographics, human capital, motivational, 

organizational, and industry). Additionally, “research shows that proactive personality 

accounts for significant amounts of variance in managers’ charismatic leadership above 

and beyond that explained by the Big Five personality traits, in-role behavior, and social 

desirability” (Crant & Bateman, 2000). Thus, “proactivity is understood as an 

instrumental trait that is part of a group of behaviors responsible for impacting one’s 

environments.” (Crant, 1996). “Although there is abundant research dedicated to 

examining individual differences as inputs to the training process (e.g., self-efficacy, 

cognitive ability), research attention to the role of proactive personality in the training 

literature has been very limited.” (i.e., Bertolino, Truxillo, & Fraccaroli, 2011; Major et 

al., 2006).  

However, prior studies on the role of proactive personality in the training domain 

provide initial evidence supporting that proactive personality predicts motivation to learn 

above and beyond the Big Five traits and demographic variables such as gender (Major et 

al., 2006) and age (Bertolini et al., 2011). Limited research was found on the mediating 

role of proactive personality in the training and employee performance relationship. 
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Therefore, we hypothesize H2, as previously discussed in the first chapter, in order to 

examine this role.  

H2: The impact of training on employee performance is mediated by proactive 

personality. 
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Chapter III 

Theoretical Framework and Research Hypotheses 

As previously discussed, this study highlights the relationship between training 

and employee performance, and the mediating role proactive personality has in this 

relationship. Figure 2 below highlights the theoretical model of this relationship. 

Antecedent:                                           Mediator:          Outcome: 

   

 

Figure 3.1 Theoretical model between training, proactive personality, and employee 

performance. 

The notion that training will influence employee’s performance in the 

organization has been an ongoing case that has been studied in the human resource 

management literature for many years. Similarly, the effect of proactive personality on 

each variable separately has also been examined. However, the role that proactive 

personality plays in the relationship between both variables has rarely been studied.  

In this study, I will be examining the mediating role of proactive personality on this 

relationship to extend the literature of these topics. 

I hypothesize that proactive personality will play an important role in this study 

and will be a good mediator. “Given that learning demands personal investment in the 

form of cognitive, emotional, and/or behavioral engagement, the motivation to learn that 

is often lacking in training settings may be offset by inducing a proactive personality 

Training 

Proactive Personality 

Employee 

performance 
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mindset.” (Roberts, 2016). Thus, it is safe to conclude that employees high in proactive 

personality may have enhanced motivation to learn in the training domain. “Given that 

employees high in proactive personality are relatively confident in their behaviors and 

actively seek to change their environments, this suggests that a relationship exists 

between training and proactive personality.” (Alarcon, Eschleman, & Bowling, 2009)  

As for the relationship between proactive personality and employee performance, 

as discussed in chapter 2, several studies were done on this topic and have all indicated 

that a positive relationship does exist between the two. An example would be Crant’s 

research in 1995, which showed that people with highly proactive personalities perform 

better than those with a more passive one. Crant has also suggested that further research 

ought to be done in order to more broadly examine this relationship especially when it 

comes to the different measures of job performance. In addition, Pitt et al. (2002) and 

Thompson (2005) have also reported a positive significant relationship between both 

variables.  

Finally, the amount of research that has been conducted on the relationship between 

training and employee performance is truly unlimited. Several research articles have 

shown that there is a strong relationship between both variables. I have cited several of 

them in my literature review in chapter 2. Another one worth noting here would be a 

study done in India which was conducted on 108 employees working in the retail banking 

sector. The study showed that “there exists a positive high correlation between training 

and employee performance to the extent of 74.7% .” (Bhat, 2013). 

However, while a lot of research can be collected involving the relationship between 

proactive personality and training and that between proactive personality and employee 
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performance, or training and employee performance, there has been little to no research 

on proactive personality being a possible mediator linking the other two variables. This is 

exactly why this present study can be considered as a new area that I seek to further 

extend as a contribution to this topic. To do this, I have conducted a questionnaire based 

on the intended study to collect the necessary data to extend the literature empirically. 

3.1 Antecedent: Training 

As previously mentioned in chapter 1, Amadi (2014)’s definition of the term training will 

be used in this study as per the following: “Training is the process of equipping the 

workforce with the necessary knowledge, skills and attitude to tackle the job 

responsibilities.” (Amadi, 2014, p. 2).  In this respect, training is viewed as part of an on-

going developmental process. “Training needs to be linked with the organizational 

mission” (Eurich, 1985; Fischer, 1989; Latham, 1988; Miller, 1989). Some authors 

suggest “considering training as investment decisions, and they should be made after 

careful consideration”. (Eurich, 1985). “It is usually advised that training activities should 

be examined from the perspective of their ability to influence individual job performance, 

rather than isolated experiences that may or may not contribute to the organization‘s 

success.” (Eurich, 1985). McGehee and Thayer (1961), are widely known as the authors 

of the very first training textbook which benefits organizations. They suggested a “three-

fold approach to determine the types of training and development experiences that should 

be implemented, including organizational analyses, task analyses, and person analyses.” 

(McGehee and Thayer, 1961).  They commented on organizational analyses by 

mentioning its “focus on the organization‘s ability to support training”. They 

distinguished it from task analyses by finding that it focuses “on the knowledge, skills, 
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abilities, and other personal characteristics required to perform the agency‘s task.” 

Finally, they mentioned that “person analyses focus on the needs of the individual, 

identifying personal characteristics possessed by the particular individual.” (McGehee 

and Thayer, 1961). 

Amadi (2014) believed that there are two basic questions that must be addressed in the 

design of training activities. “The first is the question of how a given course should be 

delivered. Who should participate? Where the course should be held? What types of 

learning tools should be used in the program? A second question is the creation of a 

learning experience that improves the transfer of knowledge.” (Amadi, 2014). He 

believed that learning is insufficient for the trainees; they need to be curious and willing 

enough “to seek new abilities on their job”. This came from the concept that employees 

need to “see training experiences as relevant to their current work environment.” In 

conclusion, every participant in the training program must be active in the entire learning 

process no matter the used technique or adopted program. “They should have an 

opportunity to practice their knowledge and skills in a scenario that closely resembles the 

actual job situation. Also, participants should receive feedback.” (Amadi, 2014). 

3.2 Mediator: Proactive Personality 

Research indicates that proactive personality is “a unique and distinct compound 

personality trait that is a prominent predictor of a variety of important work outcomes.” 

(Fuller & Marler, 2009). “Organization members with proactive personalities tend to 

draw on positive emotions and leverage factors, such as personal values, knowledge, and 

skills to motivate themselves.” (Parker et al., 2010).  

“Such individuals also regard perceived crises or demands as opportunities for personal 
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growth and deal with stress proactively. Additionally, they develop organizational 

attachments and interdependencies, which provide them with the resources and space 

they need to achieve better work outcomes.” (Seibert et al., 1999).  Limited studies are 

found that investigate proactive personality as a mediator in the relationship of training 

on employee performance; however, researchers in the field have published studies 

examining the influences of proactive personality on factors, such as work outcomes, job 

pressure, attitudes toward work, job satisfaction, and OCB (Bateman and Crant, 1993; 

Chin et al., 2008; Cunningham and Ahn, 2018; Yeh and Lin, 2007). The empirical 

evidence in these studies has shown that proactive personality also plays a role in 

predicting “other important organizational behaviors” as well. For example, Greguras and 

Diefendorff (2010)’s study which was done among 165 employees and their supervisors, 

resulted in finding that “proactive personality predicted in-role performance and 

organizational citizenship behaviors (e.g. altruism, courtesy, and sportsmanship), through 

need satisfaction.” Seibert et al. (2001) “used a two-year longitudinal design with data 

from a sample of 180 full-time employees and their supervisors. Among other things, 

they found that Time 1 proactive personality was positively related to Time 2 innovation 

and career initiative.” “Innovation and career initiative, in turn, had positive relationships 

with career progression (salary growth and the number of promotions during the previous 

two years) and career satisfaction.” (Seibert et al., 2001). According to Crant (2000), 

“proactivity has a positive impact on employee attitudes and behaviors because proactive 

individuals identify or create opportunities that create favorable conditions for individual 

or team effectiveness.” This basically means that proactive personality does indeed 

influence job performance through all of its above effects found in previous research. 
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When it comes to training, a research study done by Colquitt et al., 2000, showed that 

training motivation could be influenced by several individual factors, such as proactive 

personality. Fuller and Marler, 2009; Major et al., 2006 also examined this and reached 

the same conclusion. “The more proactive employees are, the more likely they are to 

show motivation toward training activities.” (Bertolino et al., 2011).  Once this 

motivation is acquired, the more training is applied for employees, the more they become 

proactive in their work, since they become invested in the organization’s mission and feel 

connected to their roles. 

Thus, since proactive personality does greatly influence the above mentioned factors in 

the human resources field, it is important to examine its role in this study, since it is safe 

to conclude from the above studies, that the more individuals are trained, the more their 

personalities tend to become proactive, which hypothetically does influence 

performance. 

3.3 Outcome: Employee performance 

Employee performance is one of the most essential needs for any organization that works 

towards success. If you have underperforming employees, you have nothing. Whereas if 

the workforce is performing optimally, the organization is bound to reach its goals much 

faster and more efficiently. 

 Therefore, Amadi (2014), stated that “employees must know what they need to do to  

perform their job successfully.” This can be done by “setting performance expectations 

and goals for individuals and groups to channel their efforts towards achieving 

organizational objectives.” (Amadi, 2014). “Getting employees involved in the planning 

process helps them understand the goals of the organization, what needs to be done, why 
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it needs to be done and how well it should be done.” (Terrington, 1995). Furthermore, 

Terrington (2005) adds that employees must understand what is expected from them 

when it comes to their performance at work and that they need to be contributing. 

Williams (2000), argues that “as individuals cannot always control their results, it‘s 

important to have behavioral targets as well as output targets. It is recommended that 

there is a personal development plan which would again underpin the achievement of 

objectives.” 

3.4 Hypotheses 

As mentioned above in the introduction of our proposed theoretical framework, 

employees’ training is often expected to influence their performance. In the real world, 

organizational growth and development is affected by many factors. In light with the 

present research during the development of organizations, employee training plays a vital 

role in improving performance. This in turn leads to placing organizations in the better 

positions to face competition and stay at the top. Therefore, it is safe to conclude that 

there exists a significant difference between the organizations that train their employees 

and those that do not. “Existing literature presents evidence of an existence of obvious 

effects of training and development on employee performance. Some studies have 

proceeded by looking at performance in terms of employee performance in particular 

(Purcell, Kinnie & Hutchinson 2003; Harrison 2000) while others have extended to a 

general outlook of organizational performance (Guest 1997; Swart et al. 2005).” 

(Nassazi, 2013). In relation to the above, Wright & Geroy (2001) note that employee 

competencies change through effective training programs. “It therefore not only improves 

the overall performance of the employees to effectively perform their current jobs but 
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also enhances the knowledge, skills an attitude of the workers necessary for the future 

job, thus contributing to superior organizational performance.” (Wright & Geory, 2001). 

Therefore, I propose: 

                       Hypothesis 1: There is a significant relationship between employees’ 

training and employees’ performance. 

Although proactive personality has not been widely examined in the training 

literature, I assert that proactivity personality, as an individual difference, has important 

implications for learning and training transfer, which in turn influences performance. 

Given that learning “demands personal investment in the form of cognitive, emotional, 

and/or behavioral engagement, the motivation to learn that is often lacking in training 

settings may be offset by inducing a proactive personality mindset.” (Roberts, 2016) 

Thus, trainees high in proactive personality may have enhanced motivation to learn 

because they feel unconstrained by situational forces allowing them to invest personal 

resources without fear of retribution so as to be able to experiment, fail, and learn in the 

training domain. Moreover, “this orientation is likely to enhance one’s commitment to 

transferring one’s learnings back to his or her job given their tendency to feel responsible 

for improving their work situations and continued motivation.” 

Hypothesis 1 argues that there is a linkage between training and employee 

performance. In this part, there has been little theoretical and empirical support that 

shows that proactive personality has a mediating role in this relationship. However, given 

that employees high in proactive personality are “relatively confident in their behaviors 

and actively seek to change their environments” (Alarcon, Eschleman, & Bowling, 2009), 

I make the following prediction:  
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Hypothesis 2: The impact of training on employee performance is mediated by 

proactive personality. 
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Chapter IV 

Methodology 

This chapter will detail the methodology of the study and will outline the process 

in which this analysis was done. The design of the questionnaire, instruments used for 

each variable and the data collection methods will be stated in this chapter. This chapter 

will conclude with the analysis methods that were used to examine the data. 

4.1 Survey Method: 

“Surveys are one of the most widely used means of gathering data in the research 

field, as it involves the asking of questions to a representative sample of people, in a 

fairly short period of time.” (Ho, 2012). Therefore, the selected survey method of choice 

was a questionnaire in order to obtain data. “This method contains recorded questions 

that people need only to respond to directly onto the questionnaire form, without 

assistance.” (Monette, Sullivan, & Dejong, 2008). The survey used in this study consisted 

of closed ended questions which in fact helped benchmark the needed data rather than 

having open ended questions which would have made the process more complex and 

broader. The survey was done using “Google Docs” and was sent to participants as a link 

through social media platforms, WhatsApp, and emails.  

4.2 Questionnaire Design: 

The study was conducted in Lebanon during the months of February, March, and 

April of the year 2020. It was conducted via a questionnaire which was designed in order 

to collect data for testing the mediation effect of proactive personality on the relationship 

between training and employee performance in Lebanon. The survey consists of four 
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sections. The first section discusses the applicant’s demographics such as gender, 

educational level and years of working experience. The other 3 sections adopted a 

variable each, the first being job performance, the second being training and the final one 

includes selected questions about proactive personality. Two scales where used, one was 

based on a 7-iterm scale adopted from Singh (1998) for the job performance variable. For 

each item, there are five response points, 1 standing for “Bottom 10%” while 5 standing 

for “Top 10%”. The second scale used was measured using a 5-point Likert scale, with 1 

being “Strongly Disagree” to 5 being “Strongly Agree”. This scale was used for proactive 

personality and training. Please refer to Appendix 1 for a copy of the questionnaire used. 

Before the distribution of the questionnaires to our applicants, the questionnaire had been 

reviewed by the Lebanese American University’s (LAU) Institutional Review Board 

(IRB). This was done in order to attain diligence, integrity and an approval from an 

international standard of research and ethical principles. Approval was then granted by 

the LAU IRB and the questionnaires were distributed to the applicants.  

The LAU IRB approval letter can be found in Appendix 2.   
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4.4 Sample & Data Collection: 

The survey was filled by applicants who match the following criteria: full time 

employees above the age of 18 years, working in Lebanon and have been working in their 

respective company for at least a couple of months and have a certain amount of work 

experience. This was done in order to guarantee the alignment of the survey with the 

purpose of the study which is to understand the mediation effect of proactive personality 

on the relationship between training and employee performance in Lebanon.  

The surveys were filled by colleagues, friends, and relatives who had fulfilled the 

criteria indicated above. This was done by sending the link through social media, 

WhatsApp, e-mails, and requested from the applicants to send the link to fellow friends 

and colleagues that also fit the criteria. The applicants have clicked the “I agree” button 

on the consent form (1st section of the Google Form) and the participation was entirely 

voluntary. If they were to click “No” and did not consent, the survey would have 

automatically redirected them to their homepage. This was also confirmed by LAU IRB. 

Out of the 150 distributed surveys, 105 were collected and studied. This 

corresponds to a response rate of 70%. The survey consisted of both males and females 

with males being 49% of the study and females being 51%, with an average age of 20-30 

years, the majority of which were single (67.3%), an average of 1 to 3 years of 

experience, and an average length of 1 to 3 years of working at their current company and 

an average company size of 101 to 250 employees (29.0%). 55.3% of the sample are of 

non-managerial positions and have a BA/BS diploma level (55.8%). Most of the 

employees worked in hospitality (30.7%) and service (24.8%). A review of the frequency 

table is found in Table 4.5 below, which shows the above percentages: 
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Frequency Tables: 
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 Table 4.5. Frequency tables for demographic variables. 

4.5 Analysis Methods  

In order to analyze the collected data attained by the surveys, three methods for 

analysis were used. These methods are: descriptive statistics, internal consistency, and 

mediation regression analysis.      

4.5.1 Descriptive Statistics  

“Descriptive statistics can apply to the measurement of various characteristics of a 

population.” (Bickel & Lehman, 1975).  The descriptive statistics method “provides a 

review of the sample at hand’s characteristics, along with the typical measures needed 
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such as measures of location (the mean & median), or the measures of scale (standard 

deviation and inter-quartile range).” (Ho, 2012). In the present study, measures such as 

the mean, standard deviation and correlations, were examined in order to have a clearer 

picture on the variables. 

4.5.2 Internal Consistency  

Cronbach’s coefficient alpha (Cronbach, 1951) will be calculated in order to 

investigate the reliability and internal consistency of each of the studied variables. “A 

coefficient alpha of at least 0.70 is required for an item to be desirable for the study.” 

(Cronbach, 1951). 

4.5.3 Mediation Regression Analysis  

In order to verify that our mediating variable does have an influence on the 

depended variables, mediation regression analysis will be the analysis applied. This 

assessment contains the estimation of a series of regression models (Baron & Kenny, 

1986).  

“Three regression equations will be estimated to test for mediation: 1) Regressing the 

mediator on the independent variable, 2) Regressing the dependent variable on the 

independent variable, 3) Regressing the dependent variable on both the independent 

variable and on the mediator.” (Baron & Kenny, 1986). 

Distinct coefficients for each equation will be assessed and examined, which will then 

lead to establishing mediation.   
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Chapter V 

Data Analysis and Results 

 In this chapter, I will analyze the results of the study that have been obtained 

from the collected data and analyzed through the computer program IBM SPSS version 

26. The results obtained through descriptive statistics have been presented in the past 

chapter (IV). In this chapter, I will examine the mean, standard deviation, reliability and 

correlation of the selected variables, followed by a symposium of the mediation 

regression analysis result. 

5.1 Psychometric properties of the study 

As mentioned in the methodology chapter, Cronbach’s (1951) coefficient alpha 

will be used to analyze and evaluate the internal consistency of the variables in the study. 

“The proper alpha ranges between 0 and 1, with 1 being the highest number and the 

closer the alphas are to the number the higher the internal consistency of the variable in 

the study.” (Tavakol & Dennick, 2011). This means that the higher the value of alpha is, 

the more reliable the variable being studied is, which means it is hence more reliable in 

testing what I wish to find out in this study. For this study, we will be using Nunnally 

(1978)’s cut-off figure suggestion, which has stated that 0.7 and above is considered 

acceptable.  Table 5.1 shows the descriptive statistics of the studied variables that have 

been collected by the 105 respondents. The descriptive statistics referred to by the study 

are the mean and the standard deviation of the variables.  Table 5.2 shows the correlation 

of the variables generated from the results. Correlation estimates with one asterisk (*) is 

used in order to show significance at P<0.05 (2-tailed) while correlations with two 
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asterisks (**) show significance at P<0.01 (2-tailed). The Cronbach coefficient alphas for 

the variables have been addressed in the previous chapter and have shown high internal 

consistency.  The alphas of all the variables have been recorded to be above 0.70 and as 

such, we can conclude that we achieved an acceptable internal consistency. Both 

proactive personality and employee performance recorded alphas above 0.7 (0.818 and 

0.802 respectively), training recorded an alpha of 0.761 which was the lowest. All 

variables have achieved high internal consistency making them reliable in the present 

study.  

 

5.2 Mediation Regression Analysis  

As previously mentioned, this study will focus on using mediation regression 

analysis to test if there is any mediating role between proactive personality on the 

relationship between training and employee performance. In the first section of the 

submitted questionnaire, demographic information was obtained and as seen in table 5.2, 

we see that three of these demographic variables have shown a level of significant 

correlation with some of the research variables (gender, educational level, and time 

current level at the company). Therefore, they will be selected as control variables. 

The following regression equations were performed in the study: 

1- Testing the regression of the mediating variable on the independent variable 

(proactive personality on training). 

2- Testing the regression of dependent variable on the independent variable 

(employee performance on training). 
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variable, then the mediating variable does not show any mediation at all in this study and 

does not play a role.  

 

Table 5.1. Descriptive statistics 

 

 

Table 5.2. Correlations table. 

 

5.3 Regression of Independent Variable on Dependent Variable 

This set of regression results concerns the link between the independent variable 

and the dependent variable (training and employee performance). In the resulting model 
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between zero and 0.05. The results show that proactive personality shows a P value of 

0.301 which means we cannot conclude that a significant difference exists and cannot 

reject the null hypothesis H0. The results can be seen in the table 5.4.2 below. It shows 

the significance of training was almost completely unaffected with the introduction of 

proactive personality which concludes that proactive personality is not a mediator. This 

shows us that hypothesis 2 related to proactive personality’s mediating role has been 

rejected.  

 

Table 5.4.2. Coefficients (Proactive personality) 

 

 

 

 

 

 

 

 

 



52 

 

Chapter VI 

Discussion and Conclusions 

Our main purpose for conducting this study is based on the belief that training, 

once conducted in organizations, was expected to render employees’ personalities as 

proactive and by doing so, enhance overall employee performance. In order to test this, I 

introduced the mediating effect of proactive personality to see if this variable affects the 

relationship between training and employee performance. Unfortunately, very limited 

studies were done in order to assess this relationship, which is why it is imperative for 

organizations who strive to gain competitive advantage in these times to examine this 

topic. 

6.1 Discussion  

Hypothesis 1 was supported in our study. The results obtained have shown that 

training does lead to enhanced employee performance. This result is broadly consistent 

with prior management literature on training and job performance (e.g. Salah, 2016). 

Additionally, according to Al-qout (2017), “training has multiple effects on the employee 

performance such as increasing the employee performance, strengthening the human 

relations, improving the employee attitudes, development of sense of belonging, loyalty 

to organizations, reducing the absent rate and turnover.”  In order to gain more specific 

knowledge of training and employee performance from the sample participants, different 

questions were presented to the respondents and thus examined in this study. These 

questions focused on employee participation in training and relevance of training to their 

job. The above questions are of particular interest because they facilitate an 



53 

 

understanding of the training practice to most workers who responded to the 

questionnaire. The results from the questions on employee’s understanding of training 

and their participation, indicate that their performance is enhanced once they undergo 

training practices. In examining the question related to proactive personality being the 

mediating variable on this relationship, the results have shown that training affects 

employee performance regardless of proactive personality. This means that we can 

conclude in this study that the mediating variable studied did not display any mediating 

effects when addressed with training and employee performance. However, this does not 

mean that proactive personality does not play a role in these two aspects but have 

concluded that training has an independent effect on performance regardless of the 

mediator. This means that the approach sought over in this study which studied the 

variables and the mediation did not show the desired results due to the effect of the 

independent and dependent variable being on a different scope but that does not mean 

that different results cannot be proven once different approaches are used.  

This leads to concluding that hypothesis 2 was not supported in this study. I 

believe this could have been due to several reasons that have affected the variable. This 

can be due to the fact that the influence done by proactive personality is minimal when 

compared to the stronger link between training and employee performance. Another 

factor that is worth mentioning is the economic circumstances that were present once this 

study was administered which most probably affected the employees’ responses when 

they were filling out the questionnaire. The Lebanese economic crisis was definitely not 

easy on most employed people in the country which leads to the belief that this affected 

their personalities and the way they view training in general. They have lost their 
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motivation which thus created a huge impact on proactive personality and job 

performance in the Lebanese market.  

This study is beneficial to industries who are considering investing in training. It 

is apparent from this study that the investment in training that an organization makes 

shows the workers that they are valued since it creates a supportive working environment. 

“Employees may access the training they would not have thought about or sought out 

themselves. Accordingly, employees who feel challenged and appreciated through 

training opportunities may feel more satisfied with their job.” (Halawi, 2018). This, 

consequently, motivates employees to become more innovative and thus enhances their 

performance in the workplace. This is important for all business owners to acknowledge 

since it benefits their businesses and leads to organizational success.  

6.2 Limitations  

As with any other study, this research is not without limitations. Notably, “the use 

of self-report, single source data could potentially lead to inflated and/or deflated inter-

correlations among the measured variables.” (Williams & Brown, 1994). However, “self-

report measures are not necessarily inferior to reports by others.” (Conway & Lance, 

2010). Future training research should examine proactive personality with multi-source 

data. This could help establish a sturdier verification of the findings in this study. Another 

way to validate our findings using multi-source data is to collect data from trainees’ 

supervisors or the respective training instructors in the employees’ organizations. Another 

way to substantiate the results of our study is to “use more 43 “objective” measures of the 

study variables, such as using a behavioral inventory to assess proactive personality” (cf. 

Elliot & Thrash, 2002). These alternative measurement methods may be of greater 
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support to the results of the study. The second limitation of this study was the possibility 

of selection bias, since the used sampling method was not random, and the surveys were 

administered to personal connections and a selected number of employed people. This 

means that this sample is not enough to represent the entire Lebanese population. Future 

studies need to use a larger sample to avoid such bias. Moreover, since a few participants 

did not respond to the survey, “attrition bias” might also be present. However, since it is a 

small percentage, its effects are to be considered negligible. Finally, another limitation 

found in the study is the application of cross-sectional data, since the data collected is 

based on information that were defined at a certain point in time and might be rendered 

obsolete as time passes since the data is subject to change. “It is also defined that the 

correlation in cross functional information is complex and a solution to avoid such 

complexities is to obtain future data samples associated with time horizons, which can be 

achieved through longitudinal data or through time series providing us with the subjects 

data change over time.” (Ho, 2012). 

6.3 Future Research 

Even though the study has some limitations, they can be utilized as a productive 

basis for future training, proactive personality, and employee performance studies. This 

study was conducted in Lebanon, and only with 105 collected individual surveys. This 

shows how clearly the results only represent the Lebanese context and employees’ points 

of view. Future studies taking respondents from other countries and regions can be done 

to provide a more global and larger scale perspective on the issue at hand, especially 

since the mediating role of proactive personality in this relationship has scarcely been 
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examined. In addition, having a larger sample size should enhance the generalizability of 

future studies. 

As presented in the previous chapter, the hypothesized mediating role that 

proactive personality has between training and employee performance has been rejected. 

This leads me to hoping that academics and researchers can use this study and further 

investigate to what degree this mediator affects the relationship instead of giving up on 

the topic. The research on the impact of proactive personality can also range to other 

stakeholders for that, too, plays an important role in the organization’s overall 

environment and culture. I also think that the psychological context that this variable 

holds is not to be taken lightly and worth delving further into. 

I believe the scope of this study is endless and has so many different backgrounds. 

I truly hope that even though the obtained results lead us to reject the second hypothesis, 

others can attain better knowledge and a better understanding of training in Lebanon and 

encourage the use, understanding and further studying of the dynamics and benefits that it 

has on any organization that wants to strive in the current market. 
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Appendix 1 Survey Study 
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