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Proactive personality and job performance of
athletic coaches: organizational citizenship
behavior as mediator
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ABSTRACT Research has suggested that coaches who possess a proactive personality

have greater job performance. However, contextual factors that may serve as behaviors

conditions have received insufficient attention in the research. Accordingly, this study pro-

posed organizational citizenship behavior as a mediation in the positive relationship between

proactive personality and job satisfaction. We have 91 paired, completed questionnaires

which formed the basis of the data analysis. Our results suggest that significant correlation

between proactive personality, job performance, and OCB. Additionally, OCB mediated

between proactive personality and job performance. Our findings provide strong evidence

that a high degree of proactive personality among sports coaches has a significant and crucial

influence on their OCB and job performance.

https://doi.org/10.1057/s41599-020-0410-y OPEN

1 Department of Leisure and Sport Management, National Taipei University, New Taipei City, Taiwan. 2 Department of Physical Education, National Taiwan
Normal University, No. 162, He-ping East Road, Section 1, Taipei, N.T. 10610, Taiwan. ✉email: arno1991324@gmail.com

PALGRAVE COMMUNICATIONS |            (2020) 6:33 | https://doi.org/10.1057/s41599-020-0410-y |www.nature.com/palcomms 1

12
34

56
78

9
0
()
:,;

http://crossmark.crossref.org/dialog/?doi=10.1057/s41599-020-0410-y&domain=pdf
http://crossmark.crossref.org/dialog/?doi=10.1057/s41599-020-0410-y&domain=pdf
http://crossmark.crossref.org/dialog/?doi=10.1057/s41599-020-0410-y&domain=pdf
http://crossmark.crossref.org/dialog/?doi=10.1057/s41599-020-0410-y&domain=pdf
http://orcid.org/0000-0002-6292-5434
http://orcid.org/0000-0002-6292-5434
http://orcid.org/0000-0002-6292-5434
http://orcid.org/0000-0002-6292-5434
http://orcid.org/0000-0002-6292-5434
mailto:arno1991324@gmail.com
www.nature.com/palcomms
www.nature.com/palcomms


Introduction

Athletic classes are an important component of education
policies established by the government to cultivate ath-
letes. Although studies on athletic classes have received

considerable attention, they focus more on athletes than on the
systems and personnel put in place to support them (Chan and
Chen, 2010; Chen and Chen, 2011; Cunningham and Ahn, 2018).
Studies of organizational citizenship behavior (OCB) in the
context of sports have found that OCB is significantly correlated
with athletic coaches’ leadership behaviors, athletes’ satisfaction,
team cohesion, and other variables (Aoyagi et al., 2008; Choi
et al., 2007; Kent and Chelladurai, 2001; Kim et al., 2018).
Therefore, positive organizational behavior underscores human
strengths and psychological capacities, which are situational and
developmental in nature (Parker et al., 2010). This perspective is
aligned with an outlook that assumes the malleability of
employees’ state-like capacities, which are deemed manageable
and transformable for performance improvement (Kim et al.,
2018). It is well suited to today’s fast-paced and unpredictable
environment because, under such conditions, employees are
constantly pressured to develop and adjust their expertise in
accordance with various demands by the organization. Focusing
on state-like positive capacities in the workplace motivates the
selection of positive organizational behavior in this model, with
the view of creating new opportunities for sports coaching
development and performance management for sport organiza-
tions. One of these variables, organizational operation relation-
ships, relates to the ways in which basic needs, such as emotional
support, protection, and care, are satisfied through social inter-
action within an organization, which can take the form of emo-
tional attachment among organization members (Chu et al.,
2012). When such attachment exists within an organization,
members show a willingness to sacrifice their interests to main-
tain relationships. This, in turn, helps to sustain relationships and
increase the degree of dependency. Further, it enhances the
degree of satisfaction among those within the organization and
reduces turnover. In other words, when the organization appears
to be highly dependent on the behavior of others, individuals are
willing to sacrifice self-interests for the sake of the relationship
(Bretherton, 1992; Lin et al., 2012).

Theoretical background. Organization members with proactive
personalities tend to draw on positive emotions and leverage fac-
tors, such as personal values, knowledge, and skills to motivate
themselves (Parker et al., 2010). Those with a tendency for
proactive personality are unlikely to feel constrained by limitations
and are often able to change constricting circumstances (Bateman
and Crant, 1993; Campbell, 2000; Crant, 1996; Grant, 2000;
Greenglass, 2002; Miao and Shih, 2013). Such individuals also
regard perceived crises or demands as opportunities for personal
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). Proactive personality traits
affect the performance of organization members at different levels
of OCB, such as organizational identity and proactive coworker
support (Seibert et al., 2001). Since its introduction into the lit-
erature, the concept of proactive personality has circulated in
organizational behavior research and has been widely applied in
studies on industrial and organizational psychology and workplace
behavior. 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).

Being proactive, rather than passive, can be an essential way to
cultivate OCB because proactivity concerns making things happen
and striving to improve one’s situation (Miao and Shih, 2013). For
the past two decades, the concept of proactive personality has been
widely applied in research on organizational behavior, and a
number of studies and meta-analysis reviews support the use of
proactive personality to predict work outcomes (Cammann et al.,
1979; Chin et al., 2008; Crant, 1996; Miao and Shih, 2013; Parker
et al., 2006). Researchers have found that proactive personality is
associated with beneficial innovation, entrepreneurship, organiza-
tional commitment, and job satisfaction (Greenglass, 2002; Lu and
Kuo, 2016; Parker et al., 2006). Yet, surprisingly, little research has
investigated how athletic coaches with proactive traits might
influence OCB and job performance. In this regard, we adopted
the proactive motivation model as a framework for the current
study. The proactive motivation model assumes that individual
proactivity is a goal-driven process (Lu and Kuo, 2016; Miao and
Shih, 2013; Parker et al., 2006).

In the field of organizational behavior, the concept of OCB has
received substantial attention from practitioners and researchers
as a prototypical positive organizational behavior (Parker et al.,
2010) because such behaviors have a beneficial influence on
individual and organizational effectiveness (Miao and Shih,
2013). However, there has been little research (Kim et al., 2018;
Lu and Kuo, 2016) regarding OCB and the relationships between
OCB and other variables in sport, despite its potential impact on
team performance. Given this background, the purpose of the
current study was to investigate OCB as a mediation efface in the
context of sport. Exhibiting traits like a stable personality, those
with positive organizational behavior adopt developmentally
positive constructs to improve human and organizational
conditions (Bateman and Crant, 1993; Kim et al., 2018). In
addition, positive organizational behavior impacts performance,
and endows individuals with an ability to adapt to different
situations. In light of all of this, the influence of proactive
personality on organizational effectiveness is a good predictor of
work outcomes, at least in those professions where it has been
examined (Chin et al., 2008; Seibert et al., 1999). Previous studies
on proactive personality and leadership behavior have mainly
examined the individual personality traits of enterprise leaders
(Bateman and Crant, 1993; Crant, 1996; Dirks and Ferrin, 2002;
Grant, 2000; Greenglass, 2002; Lu and Kuo, 2016; Miao and Shih,
2013), while only a few studies have discussed the individual
personality traits of subordinates and their influence on
organizational work outcomes or team effectiveness. Our study
helps fill this gap.

Proactive personality and job performance. In a discussion of
the emergence, application, and future of organizational behavior
research in sport, Love and Kim (2019) specifically identified
OCB as an area deserving further attention to better understand
psychosocial dynamics in sport teams. Many researchers in the
field of sport management have applied various constructs of
organizational behavior, such as leadership, organizational sup-
port, organizational justice, job satisfaction, and organizational
commitment, to sport settings under the belief that such con-
structs should influence performance (Kim et al., 2018; Lu and
Kuo, 2016). However, despite the important differences between
sport organizations and organizations in other fields, many stu-
dies have been limited to simply explore relationship between
single-aspect variable and OCB to the context of sport (Love and
Kim, 2019). Specifically, our first study hypothesis (H1) states
that proactive personality traits positively impact athletics coa-
ches’ job performance (see Fig. 1).
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Proactive personalities and OCB. Within the culture of Chinese
organizations influenced by Confucianism, subordinates must
respect and follow the decisions of their bosses and supervisors
(Chou et al., 2014). Thus, employees exposed to proactive per-
sonality tendencies will achieve better work outcomes and
demonstrate greater OCB (Aoyagi et al., 2008; Chen et al., 2012).
In other words, when members of an organization sense that their
supervisors have proactive personalities, they do their best to
perform their tasks and exhibit behaviors in a way that is most
beneficial to the organization. The concept of OCB has received
attention from many organizational behavioral scholars (Chen,
2008; Eisenberger et al., 1986; Ji et al., 2008), and most studies
have confirmed the correlation between OCB and work outcomes
(Eisenberger et al., 1990; Hochwarter et al., 2003; Preacher and
Hayes, 2004; Viswesvaran et al., 1996; Wayne et al., 2002). Past
studies have shown that OCB is related to aspects of service
delivery and participation (Graham, 1991; Moorman et al., 1998).
These studies characterize job requirements in terms of workload
and the staff’s OCB in terms of the extent of organizational
support in the workplace (Ackfeldt and Coote, 2005; Han et al.,
2009; House et al., 1988; Li and Wan, 2007; Lin et al., 2012).
While such studies have been fruitful, many factors affecting job
performance in the Chinese context of athletic coaches (House
et al., 1988; Lin et al., 2012) require further examination (Cun-
ningham and Ahn, 2018). Thus, our second hypothesis (H2)
states that the more athletic coaches exhibit proactive personal-
ities, the greater the impact of their OCB (see Fig. 1).

OCB mediates between proactive personality and job perfor-
mance. Previous studies have also found that organizational
effectiveness can be impacted at many levels and that OCB affects
work outcomes in terms of factors, such as organizational com-
mitment, job satisfaction, loyalty, intention to quit, trust, and
happiness (Aoyagi et al., 2008; Arshadi, 2011; Choi et al., 2007;
Dirks and Ferrin, 2002; Han et al., 2009; Kim et al., 2018; Miao
and Shih, 2013). Supervisors have always played a critical role in
an organization’s operations, in that they affect employees’ atti-
tudes and behaviors at work and are instrumental in achieving
organizational goals and effectiveness (Chou et al., 2014; Ji et al.,
2008). Supportive supervisors and a high level of perceived sup-
port from the organization positively impact work outcomes
(Eisenberger et al., 1986; Hochwarter et al., 2003; Parker et al.,
2010; Tian et al., 2009; Viswesvaran et al., 1996). Although this
has been widely recognized, several issues have not yet been fully
explored. For example, psychological changes that affect proactive
personality traits in the organization’s operational process are
seldom discussed. Most studies related to Chinese organizations
have neglected to discuss potential psychological changes of
subordinates (Kim et al., 2018; Lin et al., 2017; Wayne et al.,
2002). However, the influence of the organization’s behavior on
subordinates has always been a fairly important topic in the field
of organizational behavioral research. In line with this, our study
considered OCB as an important mediating factor. Specifically,

our third hypothesis (H3) states that OCB mediates between
proactive personality and job performance (see Fig. 1).

Methods
This study examined the relevant factors affecting work outcomes
of sports coaches by collecting data with structured questionnaires.
The main variables included proactive personality, job perfor-
mance, and OCB. In addition, we collected demographic data,
including gender and the sports coached by participants. Further,
this study was approved to office of research and development
National Taiwan University (ID number: 201505ES004) and
confirming that informed consent was obtained from all partici-
pants guardians.

Participants and procedures. We randomly selected full-time
accredited coaches from high school athletic classes near Taiwan
and asked them to complete two sets of questionnaires. The sports
team leaders (e.g., are these student athletes who perform the role
of team captain or are they paid professionals who lead a team
under a school athletic coach), and their coaches were paired to
evaluate the coaches’ work outcomes. We conducted tests in two
phases and measured variables at intervals of 4 weeks to confirm
their sequential relationships. We used the time segregation
method to collect different variable data in different phases. The
first phase of the questionnaire measured the independent variable
(i.e., proactive personality) and collected demographic data. The
second phase measured the mediator (OCB) and the dependent
variable (job performance). At the same time, we performed a
paired comparison of demographic variables to eliminate con-
founding factors. Questionnaire results were anonymized, and
items were allocated randomly in the measurement tool design to
avoid psychological interference in the responses.

The research objects of this study included 79 high school
athlete classes in Taiwan with a total of 351 athletic coaches and
359 sports team leaders as research participants. The total number
of paired comparison questionnaires was 351. After excluding
invalid questionnaires, the final number of effective paired
comparison questionnaires (i.e., paired comparison questionnaires
where questionnaires from both phases were completely filled out)
was 91. We received completed sets of paired questionnaires
(phases one and two) from 91 participants. As shown in Table 1, of
the total number of coaches, 66 were male (71.4%) and 25 females
(26.4%). Regarding the sports expertise represented by the
participants, running (14 people, 15.4%), followed by badminton
(11 people, 12.1%), taekwondo (9 people, 9.9%), and basketball (7
people, 7.7%), all sports items shown in Table 1.

Measures
Proactive personality scale. This study used the proactive person-
ality scale from Seibert et al. (1999). We used a total of 10 items,
such as “I will finish everything that is feasible to me regardless of
the success rate” and “I am always looking for better practices”.
Each item was structured according to a 7-point Likert scale, from 1

Fig. 1 Conceptual model. This figure is the proposed research model of this paper.
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(strongly disagree) to 7 (strongly agree). Using Cronbach’s alpha,
we calculated the internal consistency to be 0.83.

OCB scale. This study used the OCB scale from Coleman and
Borman (2000). We included a total of 27 items, such as “coaches
are happy to assist other school members” and “coaches are
willing to pay extra efforts and work hard”. Each item adopted a
7-point Likert scale, from 1 (strongly disagree) to 7 (strongly
agree). Internal consistency was calculated to be 0.98 using
Cronbach’s alpha.

Job performance scale. This study used the job performance scale
from Thompson (2005). Six items, including working hours, work
quality, attendance, professional expertise, and relationship
between colleagues, were evaluated. A 6-point Likert scale, from 1
(very poor) to 6 (excellent), was adopted for all items. Internal
consistency was calculated to be 0.88 using Cronbach’s alpha.

Statistical analysis. Data processing and analysis took place in
two stages. We first analyzed background variables of the sample
population using descriptive statistics. Next we described the
scores of all participant variables used in subsequent statistical
analysis. Then, we examined correlations among variables using
hierarchical regression analysis to test if organizational citizen-
ship mediated between proactive personality and job perfor-
mance. Therefore, we conducted multiple mediation analysis
structural equation modeling (SEM) to test our hypotheses
(Hayes, 2017). To clarify the relative contribution of the variables,
a regression analysis was done. To answer questions concerning
relationships between the variables tested, three Pearson

product–moment correlations were calculated. First, we used
regression analysis on the predictive explanatory power of
proactive personality on job performance (H1); Second, we used
regression analysis on the predictive explanatory power of
proactive personality on OCB (H2); and Third, we used SEM to
verify the OCB mediator effect (H3). In addition, we used Baron
and Kenny’s mediator variable and verification steps. To test our
mediation models, a script version of the SPSS PROCESS macro
was adopted for the simple mediation analysis developed, and we
tested estimated indirect effects. In addition, we conducted a
bootstrapping analysis by resampling the dataset 1000 times to
verify the total indirect effect. We adopted Baron and Kenny’s
four recommended criteria for the mediator examination.
According to the first standard (a path), the independent variable
has a direct effect on the mediator variable. The second standard
requires that the mediator variable has an effect on the outcome
variable after controlling for the independent variable (b path). In
the third standard (c path), the independent variable performs a
total effect on the outcome variable. Finally, the effect of the
independent variable on the outcome variable becomes sig-
nificantly smaller or non-significant after controlling for the
mediator (i.e., direct effect; c’ path). We used IBM SPSS version
22 and Amos version 20 for Windows for data analysis. The
confidence level was set at 95% (p ≤ 0.05).

Results
As shown in Table 2, proactive personality was positively related
to OCB (r= 0.21, p < 0.05) and job performance (r= 0.29, p <
0.01). Moreover, OCB was positively related to job performance
(r= 0.45, p < 0.01). These results showed that proactive person-
ality, OCB, and job performance were positively correlated.

In the regression analysis, extreme values were removed.
Additionally, collinearity problems and influential observations
were identified. Inspection of residual plots and the cumulative
normal probability plot (p–p plot) showed that residuals were
distributed normally (Hayes, 2017). The regression results are
shown in Table 2 and indicate that proactive personality had a
significant relationship with job performance (ß= 0.26, p < 0.01);
that is, the greater the proactive personality, the better the job
performance. These results support our first hypothesis.

Table 3 shows the regression results, which indicate that
proactive personality had a significant relationship with OCB
(ß= 0.25, p < 0.05); that is, the greater the proactive personality,
the greater the OCB. These results support our second hypothesis.

Mediator analysis. Table 4 shows results of the mediator analysis,
which indicate that OCB plays a mediating role between proactive
personality and job performance. Additionally, the SEM model
showed a satisfactory root mean square error of approximation,
RMSEA= 0.11, standardized root mean square residual, SRMR=
0.08, goodness of fit index, GFI= 0.53, adjusted goodness of fit
index, AGFI= 0.48, non-normed fit index, NNFI= 0.74, and
comparative fit index, CFI= 0.75, χ2/df= 1924.89/857.

Table 1 Descriptive statistics analysis of study sports items.

Item Number Percentage

Gender
Man 66 71.4
Female 25 26.4
Sports items
Taekwondo 9 9.9
Soft tennis 3 3.3
Handball 1 1.1
Badminton 11 12.1
Volleyball 4 4.4
Table Tennis 1 1.1
Boxing 5 5.5
Archery 3 3.3
Running 14 15.4
Judo 4 4.4
Tennis 5 5.5
Canoe 1 1.1
Swim 2 2.2
Martial arts 1 1.1
Football 5 5.5
Basketball 7 7.7
Canoeing 1 1.1
Baseball 3 3.3
Tchoukball 1 1.1
Weightlifting 3 3.3
Woodball 1 1.1
Tug-of-war 1 1.1
Hockey 2 2.2
Gymnastics 1 1.1
Rugby 1 1.1
Softball 1 1.1

N= 91.
Descriptive statistics analysis of all sports items.

Table 2 Correlations among study variables.

M SD Gender PP OCB JP

Gender 1.36 0.77 –
PP 5.49 0.77 0.12 –
OCB 6.03 0.91 0.09 0.21* –
JP 5.33 0.70 0.18 0.29** 0.45** –

N= 91.
PP proactive personality, OCB organizational citizenship behavior, JP job performance.
*p < 0.05; **p < 0.01.
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To test our mediation models, a script version of the SPSS
PROCESS macro was adopted for simple mediation analysis
(Preacher and Hayes, 2004), and we tested for estimated indirect
effect. In addition, we conducted a bootstrapping analysis by
resampling the data set 1000 times to confirm the total indirect
effect (Baron and Kenny, 1986). We adopted Baron and Kenny’s
(1986) four recommended criteria for the mediator examination.
According to the first standard (a path), the independent variable
has a direct effect on the mediator variable. The second standard
requires that the mediator variable has an effect on the outcome
variable after controlling for the independent variable (b path). In
the third standard (c path), the independent variable performs a
total effect on the outcome variable. Finally, the effect of the
independent variable on the outcome variable becomes signifi-
cantly smaller or non-significant after controlling for the
mediator (i.e., direct effect; c’ path).

The results of the mediator analysis to test the relationship
among proactive personality (PP), OCB, and job performance
(JP) are shown in Table 4. Proactive personality (PP) had a
significantly positive effect on OCB (a path: B= 0.20, SE= 0.10,
t= 1.67, p < 0.05). Therefore, OCB had a significantly positive
effect on job performance (JP) (b path: B= 0.48, SE= 0.15, t=
3.24, p < 0.01), and proactive personality (PP) had a significantly
positive effect on job performance (JP) (c path: B= 0.26, SE=
0.09, t= 1.85, p= <0.04). Moreover, the relationship between
proactive personality and job performance diminished and
became non-significant when OCB was controlled for (c’ path:
B= 0.18, SE= 0.08, t= 2.85, p < 0.09). The results indicated that
OCB mediated the relationship between proactive personality and
job performance (Baron and Kenny, 1986). The bootstrap results
for indirect effect also confirmed that 95% of the estimates were
between 0.28 and 0.41, excluding zero. These results support our
third hypothesis (see Table 5), supporting our expectations.

Discussion
The objectives of this study were to explore the relationship
between organizational attachment, athletic coaches’ proactive
personality traits, and job performance, and to further explore the
role of OCB as a moderator in this relationship. Using the defi-
nition and verification method of moderators proposed by Baron
and Kenny (1986), we found that OCB played a mediating role in
the relationship between proactive personality and job perfor-
mance. These findings support the importance of organizational
attachment in the process of developing the personality traits of
successful sports coaches. Next, we discuss study results in terms
of our three hypotheses.

Effects of proactive personality on job performance. The results
showed that proactive personality was a powerful predictor of job
performance; athletic coaches with more proactive personalities
performed their jobs better. Based on the correlation analysis, a
positive relationship was found among proactive personality,
OCB, and work outcomes. Other studies (Chen et al., 2012; Hayes
and Scharkow, 2013; Hochwarter et al., 2003; Preacher and
Hayes, 2004), have also found that proactive personality and work
outcomes are correlated. Thus, heads of athletics departments will
value and promote a coach exhibiting proactive personality traits.
In this way, proactive personality positively impacts job satis-
faction and performance. Proactive personality traits are con-
ducive to deliberate efforts of creativity, which help an individual
achieve better performance, adapt to the work environment, and
improve or enhance the organization’s internal operations to
achieve its goals (Parker et al., 2006).

Therefore, when a person with proactive personality con-
tributes to the organization it also reinforces the attachment
theory premise that when individuals feel attached to the
organization, they are more willing to make sacrifices to improve
the organization’s performance (Conklin et al., 2009; Lin et al.,
2012; Thompson, 2005). When the head of the physical education
department offers coaches’ positive attention, affirmation, and
support, they will develop a high level of job satisfaction that will,
in turn, drive them to be more dedicated to their work and
improve work outcomes. Based on the above, the results of this
study confirmed that proactive personality affects work outcomes
through a number of factors, and that the extent to which a sports
coach possesses proactive personality traits can predict profes-
sional outcomes.

Effects of proactive personality on OCB. Our results showed
that proactive personality had significant explanatory power for
OCB, whereby the more the coach exhibited traits of a proactive
personality, the higher the coaches OCB. Past studies have shown
that people with proactive personality tendencies are not con-
strained by external factors but rather take initiative and use
coping strategies to change their circumstances when necessary
(Bateman and Crant, 1993). Empirical research has found that
people with a high degree of proactive personality more often go
beyond the expectations or the requirements of their professional
roles to satisfy their own high expectations (Rhoades and
Eisenberger, 2002). Proactive personality breaks through dilem-
mas, alters the restricted environment and achieves the goals of
the individual or the organization (Bateman and Crant, 1993;
Parker et al., 2006). From this point of view, when a sports coach
possesses higher proactive personality tendencies, they are more
willing to perform the tasks with which the organization entrusts
them. This also echoed the suggestion of Chang et al. (2009) that
people with highly proactive personality will break through dif-
ficult situations, look for opportunities, demonstrate initiative,
and persevere. Our results also showed that when athletic coaches

Table 3 Linear regression analysis of proactive personality
of job performance.

PP

B SE B ß

JP 0.26 0.09 0.29**
R2 0.09
Adj R2 0.08
F 8.39***
df (1, 89)

N= 91.
PP proactive personality, JP job performance.
**p < 0.01; ***p < 0.001.

Table 4 Linear regression analysis of proactive personality
of OCB.

PP

B SE B ß

OCB 0.25 0.12 0.21*
R2 0.05
Adj R2 0.04
F 4.28**
df (1, 89)

N= 91.
PP proactive personality, OCB organizational citizenship behavior.
*p < 0.05; **p < 0.01.
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with proactive personality traits perceived higher OCB levels,
their proactive tendencies could be strengthened, enhancing
OCB, and thus improving team outcomes. This is in line with the
suggestion of Lin et al. (2012) that when members of an orga-
nization develop a sense of attachment, they are willing to
sacrifice their own interests to maintain these relationships, which
helps enhance job satisfaction within the organization and reduce
turnover. Accordingly, coaches with proactive personality traits
can help improve OCB and work efficiency.

OCB as mediator on proactive personality and job perfor-
mance. Consistent with our third hypothesis, our analyses
showed that OCB had a partial mediating effect on proactive
personality and job performance. In other words, the better the
coaches’ OCB, the higher their job performance. By improving
OCB athletic coaches generated additional resources that helped
them perform well in the face of challenging circumstances. Thus,
OCB and job performance were positively correlated. Our results
support the conclusions of other studies that show OCB to have a
significant mediating effect on team performance and job per-
formance (Chang et al., 2009; Dirks and Ferrin, 2002; Hayes,
2009; Moorman et al., 1998). Based on our results, we found that
excellent job performance and work outcomes of athletic coaches
are generated by a high degree of perceived organizational sup-
port from physical education team leaders and school authorities,
who are thus capable of encouraging the development of proac-
tive personality traits and generating a high degree of workplace
satisfaction. From this point of view, proactive care and assistance
from physical education team leaders and school authorities can
motivate sports coaches to demonstrate proactive personality
traits, thereby enhancing their OCB and encouraging high per-
formance. Overall, students with higher proactive personalities
will have more OCB, which in turn should lead to better job
performance. From this point of view, proactive care and assis-
tance from sports team leaders and school authorities can moti-
vate athletic coaches to demonstrate proactive personality traits,
thereby enhancing their OCB and encouraging them to perform
more effectively.

Conclusions
This study investigated the direct impact of a coach’s proactive
personality tendency on job performance and OCB and sought to
determine whether OCB mediates between proactive personality
and job performance. Our findings provide strong evidence that a
high degree of proactive personality among sports coaches has a
significant and crucial influence on their OCB and job perfor-
mance. In addition to corroborating results from previous studies
on proactive personality and leadership, our findings verified that

other variables, specifically proactive personality and OCB, have a
definitive, positive effect on coaches’ performance. This study
explored the benefits of proactive personality traits among ath-
letic coaches from the perspective of organizational attachment
theory. With rigorous theoretical support, the study delved into
the organizational behavior and work outcomes of sports coaches
in athletic classes and expanded the scope of application of
organizational behavior research. The results of the current study
indicate that coaches engage in a wide variety of leadership styles
that may be considered OCB. Some of these activities (e.g., getting
extra practice, motivating and supporting teammates, giving good
effort, recruiting, exceeding academic expectations, performing
community service, and being social with fans) share clear con-
nections with facets of OCB identified in nonsport settings.
Specifically, understanding the unique nature of OCB in sport can
help coaches and administrators better develop team policies and
practices that can encourage athletes to focus their efforts on the
most valuable types of OCB, while avoiding undue pressure that
may lead to overtraining and burnout.

Future research and suggestions. This method of investigation is
not without limitations. First, the self-reported data might inflate
the relationship among our research variables because of com-
mon method variance. Future research should address this issue
by using objective measurements or field experiments. Second, we
did not investigate the issue of time in the current study. Because
there was no specific guidance on when changes in the variables
arose, future studies should use optimal time-lagged intervals,
which would be helpful to proximally capture the stability and
changes of key constructs. Future research could exploit the issue
of time to explore the effect of proactive personality on the
dynamic changes in job satisfaction.

In general, current study results provide physical education
team leaders, departments, and educational authorities with
important implications. Based on our findings, we suggest that
physical education team leaders, departments, and educational
authorities should foster an organizational atmosphere conducive
to the development of proactive personalities in athletic coaches.
To accomplish this, they should provide their coaches with
training resources and opportunities, such as professional and
continuing education courses. Offering ample assistance with
career planning and development could also help imbue coaches
with a positive perspective with regard to the organization. This,
in turn, will motivate athletic coaches to enhance their OCB and
improve job performance. Therefore, it is suggested that physical
education team leaders, departments, and educational authorities
consider proactive personality traits as an important factor in the
selection of athletic coaches.

Table 5 Mediator analysis effect on job performance.

Variables B SE T p R2 F

Direct and total effect 0.03 20.38**
PP regressed on OCB (a path) 0.20 0.10 1.67* 0.03
OCB regressed on JP (b path) 0.48 0.15 3.24** 0.01
PP regressed on JP (c path; total effect) 0.26 0.09 1.85* 0.04
JP regressed on PP, controlling OCB (c path; direct effect) 0.18 0.08 2.85 0.09

Unstandardized value SE LL 95% CI UL 95% CI
Bootstrap results for indirect effect
Effect 0.05 0.54 0.28 0.41

Bootstrap sample size= 1000.
PP proactive personality, OCB organizational citizenship behavior, JP job performance, LL lower limit, CI confidence internal, UL upper limit.
*p < 0.05; **p < 0.01.
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