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ABSTRACT 

 

 

 

 

The current research problem is determined by answering the question related to the 

awareness of the Public Company for Agricultural Supplies in In dependence Proactive work 

behavior as an approved variable represented by its three dimensions (employee voice, 

personal initiative, Taking charge) and its impact on entrepreneurial performance as a 

dependent variable in its four dimensions (organizational innovation, strategic renewal 

Venturing), using of descriptive and analytical research. for The identification of the extent of 

the relationship of proactive work behavior in the entrepreneurial performance in correlation 

and influence, two main hypotheses were formulated, and the questionnaire was adopted as a 

tool in collecting data and information related to research, as it was prepared based on a 

number of approved measures and was subjected to measures of validity and reliability It was 

distributed to a sample of (122) employees of the Public Company for Agricultural Supplies, 

and to analyze the data, the ready-made statistical program (SPSS) was used, The statistical 

methods revealed the existence of a correlation and influence between the proactive work 

behavior and the entrepreneurial performance. 

Keywords: Proactive work behavior, entrepreneurial performance 
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INTRODUCTION 

  Organizations face dynamic Business that 

require change in the internal environment, 

and proactive behavior is the most critical 

factor for organizational success (Crant, 

2000: 435). Proactive work behavior has a 

long-term focus and includes persistence 

and accountability (Unsworth & Parker, 

2003: 4). In addition, proactive behaviors 

enable the search for feedback, 

information, and a better understanding of 

the work environment and tasks required 

to achieve career success (Gruman et al, 

2006: 92). Researchers emphasized the 

importance of viewing individuals as 

active agents who are able to engage in 

proactive work behaviors that facilitate 

positive changes in themselves and their 

work environment. Individuals are not just 

negative puppets in their work 

environment, as they can make conscious 

decisions in adverse and uncertain 

circumstances. Therefore, work behaviors 

are considered. Being proactive is vital 

during times of environmental uncertainty 

and change (Searle, 2011: 2). In light of 

proactive work behaviors, employees and 

other resources integrate together to ensure 

organizational development and 

achievement (Hashemi et al, 2012: 83). 

Entrepreneurial organizations should be 

proactive, and in order to create 

entrepreneurial performance in public 

organizations, governments should be 

innovative through the ability to innovate 

new and innovative methods whose results 

focus on satisfying citizens, because the 

concept of entrepreneurship is the process 

of creating value for citizens by investing 

resources in an optimal way.( 

Labuschagne, 2011: 7). Entrepreneurial 

performance is not limited to any 

particular sector because it is a concept 

that public and private organizations alike 

strive to achieve sustainable development 

(Kumasaru & Kumara, 2016: 35). There is 

agreement among researchers that 

entrepreneurial performance allows 

managers to evaluate the effectiveness of 

the organization's procedures and activities 

and puts them in front of the truth that 

shows them their competitive positions 

(Gupta & Wales, 2017: 52). As the 

measurement of entrepreneurial 

performance reveals defective areas, 

motivates managers to take the necessary 

remedial measures, and creates a realistic 

ground on which to build the plans of the 

organization, and it shows the constraints 

or obstacles on performance that hinder its 

progress (Abdullah et al, 2018: 5). This 

research came to test the relationship 

between proactive work behavior and 

Entrepreneurial performance in the Public 

Company for Agricultural Supplies, one of 

the formations of the Ministry of 
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Agriculture in Iraq that is responsible for 

achieving food security from the local 

product (vegetable and animal), and filling 

the basic need for food for the Iraqi family, 

Entrepreneurship has a role in economies 

and its activities are catalysts that 

accelerate economic growth and 

development. Entrepreneurial performance 

activities contribute to the continuity, 

survival and growth of organizations 

through the creation of value, whether they 

are material, cultural or social values. 

THE CONCEPT OF PROACTIVE 

WORK BEHAVOIR 

Over the past two decades, many studies 

have been published on the  of proactive 

behavior and various approaches have 

been taken to define measure and 

understand Proactive activity, and have 

argued that managers should be more 

proactive in the job, because proactive 

behavior is an important component of job 

performance (Crant, 2000: 435). It makes 

no sense to sit down and allow others to 

try to make things happen, just as 

managers cannot either acknowledge the 

existence of real problems, or convince 

themselves of the feasibility of their 

organizations ’untenable strategy because 

such behaviors are non-proactive and 

change perceptions without changing 

reality (Bateman & Crant, 1999: 2). 

Therefore, Proactive work behavior is one 

of the core concepts in organizational 

literature that is sometimes referred to as a 

type of contextual performance or 

additional role behavior, because it is a 

self-initiated behavior. That is, doing 

something without being told or without 

clear role requirements, and proactively 

having a long-term focus and anticipating 

future problems or opportunities, and 

continuing, that is, overcoming obstacles 

to effecting change (Parker et al, 2006: 

637). In addition, a specific form of 

motivational behavior at work, and the 

distinguishing feature of proactive work 

behavior is a pre-action, and the second 

feature is the intended effect and is 

directed towards change (Grant & 

Ashford, 2008: 5-9). Several researchers 

have emphasized the importance of 

viewing employees as active agents, able 

to engage in proactive work behaviors that 

facilitate positive changes in themselves 

and in their work environment (Hashemi et 

al, 2012: 83). Because it is my discretion 

in that the employees not only decide 

whether they are participating in this type 

of activity but also choose which specific 

activity they pursue, in addition to this, 

proactive work behavior exceeds what is 

formally required on the job and the 

employees have greater freedom of action 

in their interpretation. If the results of their 

activities actually meet the regulatory 

standards (Fay & Sonnentag, 2012: 78). 
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Proactive behavior includes a proactive 

action that begins with the self and aims to 

change the situation or change the self 

(Maat, 2012: 11). It also includes the 

creation and implementation of ideas and 

actions (Beck et al, 2014: 1365). We 

define Proactive work behavior as efforts 

to effectively control the individual's 

environment to be effective in facing 

environmental uncertainty by 

communicating new opinions and ideas for 

change, personal initiative and Taking 

charge. We can explain the dimensions of 

Proactive work behavior as follows: 

Employee Voice 

The term employee voice was first 

introduced in the model (Hirschman, 

1970), which derives from the idea that 

employees need to be able to express their 

thoughts when they perceive some source 

of dissatisfaction or see an opportunity to 

improve the well-being of their 

organization and since then scientists have 

realized that voice represents An important 

issue in organizations and research into the 

nature of voice in the workplace continues 

(Cheng & Lu, 2007: 2). Voice is the active 

effort of employees to speak out and 

challenge the status quo on important 

issues (Grant et al, 2009: 33). Voice 

behavior occurs when employees express 

constructive challenges to improve the 

standard procedures of their work 

environment (Searle, 2011: 4). That is, the 

expression of what is happening in the 

work environment of the organization 

(Klaas et al, 2012: 314). It is referred to as 

proactive behavior that includes speaking 

out loud and making suggestions for 

improvement actions (Grant, 2013: 1703). 

It is also defined as constructive verbal 

communication and is oriented towards 

change of one's views and opinions on 

work issues of others (Schmitt et al, 2016: 

3). Or it is a verbal communication 

directed towards change, as the individual 

gives opinions, ideas and viewpoints of 

others with the aim of creating positive 

change (Javed et al, 2019: 21). Thus, voice 

is an important dimension of Proactive 

work behavior  and is driven by a desire to 

benefit others and encourages employees 

to suggest improvements in individual or 

organizational functions and to make 

valuable contributions to the performance 

of the organization (Kim et al, 2018: 6). 

The employee's voice can play a role in 

alerting managers to areas where change 

and modification is needed in 

organizational policy and strategy, so 

vocal behavior has practical and 

theoretical importance, and it is essential 

for practicing managers to understand how 

to enhance employee voice behavior in a 

highly competitive environment (Cheng et 

al, 2014: 130). 
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Personal Initiative 

The scientist (Frese et al, 1996: 39) and his 

colleagues were the first to introduce the 

term personal initiative. They indicated 

that initiative is concerned with goal 

orientation, direction of action, and the 

development of long-term focus goals and 

additional role requirements while 

implementing these goals proactively. 

Personal initiative is defined as a 

behavioral pattern that individuals take an 

active approach, the ability to initiate and 

this behavior exceeds the requirements of 

the formal job, and is characterized by five 

components which are (aligned with the 

organizational mission, long-term focus, 

action-oriented and goal-oriented, 

persistent in the face of obstacles, self-

initiation and proactive) (Crant, 2000: 

441). Hence, personal initiative is a 

behavior at work that is characterized by 

its own nature, its proactive approach, and 

continuing to overcome the difficulties that 

arise in the pursuit of goals (Frese & Fay, 

2001: 134). In order to gradually adapt to 

dynamic competitive environments, 

organizations not only push their 

employees to work harder, but also to 

demonstrate greater personal initiative in 

solving problems and looking for 

opportunities for improvement. Indeed, 

many researchers have argued that 

competitive advantage and organizational 

success are increasingly dependent. On 

personal initiative (Fuller et al, 2006: 

1090). Personal initiative paints a complete 

picture of the nature of proactive behavior 

(Grant & Ashford, 2008: 8). In the study 

of (Spychala & Sonnentag, 2011: 659), 

they defined personal initiative as a 

discretionary behavior directed at 

prevention, that is, it aims to prevent the 

recurrence of obstacles and pressures at 

work. Some problems the employees begin 

to share their experiences on their own, 

and here the initiative is a reaction to work 

pressures. While the concept of personal 

initiative that takes the form of proactively 

is considered a work behavior 

characterized by its own nature, and its 

proactive approach through perseverance 

and overcoming difficulties in the pursuit 

of a goal, and then the personal initiative is 

a proactive concept, because it includes 

acting in advance (Grant & Ashford, 2008: 

8). This means personal initiative is a form 

of proactive behavior that includes 

exceeding specific tasks, developing 

special goals, and trying to solve problems 

that have not yet occurred. The initiative 

also enables organizations to adapt to 

environmental changes and helps them 

achieve their strategic goals by using 

internal resources more efficiently. (Uri, 

2017: 103). To get good performance, 

employees are asked to do things on their 

own initiative, and not just to achieve the 

goals proposed by the organization 
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(Marica, 2018: 107). We see personal 

initiative as one of the behaviors of 

proactive work and it includes overcoming 

specific duties, trying to solve problems 

before they happen, improving the status 

quo, overcoming challenges, implementing 

plans and goals, anticipating future 

opportunities, perseverance, and self-

initiation. Hence, it is an active behavior in 

which the individual does things in order 

to improve in advance, without anyone 

telling him to do so. 

Taking Charge 

Taking charge is a dimension of proactive 

work behavior that introduces business 

process improvements (Grant et al, 2009: 

33). Taking charge comes from behavior 

directed towards constructive change and 

from the psychological state with a sense 

of responsibility for change, and is defined 

as the individual's belief that he is 

personally obligated to make constructive 

change (Fuller et al, 2006: 1090). Taking 

charge occurs when employees seek to 

improve the way work is carried out as 

making changes in work structures and 

routine procedures (Searle, 2011: 4). 

Taking charge is also defined as building 

and self-fruitful efforts to influence and 

change the job level for the purpose of 

improving how the work is carried out 

(Beck et al. 2014: 1366). Likewise, it is 

defined as the voluntary and constructive 

efforts of employees to bring about 

organizational job change in how work is 

carried out in their job contexts or work 

units (Sonnentag & Starzyk, 2015: 808). 

Also confirms (Klimchak et al, 2016: 389) 

that the behaviors of Taking charge are 

functional and change-oriented behaviors 

that seek to improve organizational 

processes that contribute to increasing 

performance and helping the organization 

to achieve important goals. Taking charge 

focuses more on introducing new measures 

to improve malpractice (Javed et al, 2019: 

21). Taking charge is referred to as an 

additional role behavior that includes an 

optional effort to initiate and activate 

constructive change to achieve the goals of 

the organization (Wabala, 2019: 2). Taking 

charge relates to how the work is carried 

out by individuals within the contexts of 

their job, work unit, or organization (Cai et 

al, 2019: 2). Several studies have 

confirmed that Taking charge is an 

important form of proactive behavior that 

maintains organizational survival and 

individual development (Zeng et al, 2020: 

2). Taking charge is one of the behaviors 

that begin on their own and fall under the 

umbrella of the term proactive work 

behavior (Meyers, 2020: 5). We define 

taking charge as voluntary and 

constructive efforts of managers to bring 

about organizational job change related to 
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how work is carried out in their job 

contexts or business units. 

CONCEPT OF ENTREPRENEURIAL 

PERFORMANCE 

There are many approaches to explaining 

the concept of entrepreneurial 

performance, but there is almost an 

agreement that entrepreneurial 

performance uses opportunities that can be 

accessed to develop business thinking, and 

also includes the feasibility and 

effectiveness of the organization's planned 

entrepreneurial projects, and thus the 

entrepreneurial performance is the degree 

by which the entrepreneurial project of the 

organization can exceed expectations in 

meeting the needs Customers (Maziriri & 

Chivandi, 2020: 5). It is the organization's 

Entrepreneurial degree, and its 

characteristics are innovation, risk-taking 

and proactive, as well as structure, reward, 

strategic directions and resources (Julie & 

Fax, 2005: 27). It is the ability to innovate, 

accept risk, identify and exploit 

Entrepreneurial opportunities, and reflect 

the size of the organization's ability to 

innovate or offensive and competitive (Sun 

et al, 2016: 550). Also is the organization's 

ability to innovate, manage risks, exploit 

environmental opportunities, and strategic 

growth and renewal (Munyanyi et al, 

2018: 72). We define entrepreneurial 

performance as the organization's ability to 

innovate, manage risks, exploit 

environmental opportunities, and grow and 

innovation, Strategic renewal, and its 

dimensions are as follows: 

Organizational Innovation 

Organizational innovation is one of the 

influencing factors in the field of 

Entrepreneurship, as it encourages 

organizations to search for new 

opportunities and solutions that require 

experimentation and creativity in inventing 

new products and services or improving 

technical aspects of existing products and 

services (AlMamun & Fazal, 2018: 5). The 

organizational innovation process also 

includes three basic steps: starting with an 

initial idea, making a decision to adopt the 

idea, and implementing innovation (Ni et 

al, 2021: 3). In addition, the more 

innovation efforts the organization adopts, 

the more innovative results will be (Chen 

et al, 2020: 2). The main factors affecting 

innovation in the management's activities 

are the cooperation of stakeholders in 

assessing the suitability of the operations 

provided by the department in addition to 

the cooperation of employees in improving 

operations and the flexible allocation of 

resources in the completion of work (Lee 

et al, 2021: 3). Based on what has been 

presented, we see organizational 

innovation as an essential component of 

the performance of entrepreneurial 
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organizations. It is described as the 

tendency of the organization to engage in 

supporting and generating new ideas and 

introducing new products, services, 

policies and processes to implement 

entrepreneurial activities. 

Strategic Renewal 

Organizations need to make changes in 

their internal environment in order to 

survive in present and future times, as they 

must renew themselves strategically 

(Moretti et al, 2020: 221). In this sense, the 

ability of strategic renewal as one of the 

main considerations is to support the long-

term survival and prosperity of the 

organization, and strategic renewal 

involves critical changes in organizational 

activities and outputs, as organizations 

respond to meet the needs of their 

environment (Jarvi & Khoreva, 2020: 76). 

In the science of the organization, one of 

the most permanent ideas for the 

sustainability of organizations is their 

ability to adapt to changing environments 

by exploring new capabilities. This 

adaptive process is described in the 

strategy as strategic renewal, and the 

importance of strategic renewal is 

highlighted in that it revitalizes strategic 

activities to gradually change their paths 

and address weaknesses through Adapting 

to an ever-changing environment, as 

strategic renewal is not only related to 

fundamental changes in the organization's 

mission, goals, or strategies, but also 

makes a series of minor adjustments in the 

business model in which the organization 

provides value to its customers and that 

these small changes will bring about a 

change at the system level. It ultimately 

leads to a better compatibility between the 

organization and its environment (Shin & 

Nordtvedt, 2020: 3). Strategic renewal 

activities include reformulating, 

reorganizing, introducing system-level 

changes and redefining the mission of the 

organization through the redistribution of 

resources, leading to the formation of new 

groups of services, products or 

technologies (Entebang, 2010: 22). 

Numerous studies have confirmed that 

organizations with entrepreneurial 

performance are working to repeat 

strategic renewal to create new 

entrepreneurial business opportunities to 

exploit, thus enhancing their 

entrepreneurial performance (Shin & 

Nordtvedt, 2020: 3). And then strategic 

renewal is an activity carried out by the 

organization represented in reformulating, 

reorganizing, introducing changes at the 

system level and redefining the mission of 

the organization through a redistribution of 

resources that leads to the introduction of 

new groups of services or products. 
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Venturing 

 (Van & Botha, 2010: 5) confirms that 

entrepreneurial performance depends on 

venturing to take advantage of 

opportunities and develop the 

organization's business by introducing new 

external ideas. The researchers 

distinguished between several types of 

Venturing, which are the internal 

Venturing, the external Venturing and the 

joint Venturing. The internal Venturing is 

related to the establishment of new 

businesses within the organizational field, 

while the external Venturing includes 

foreign investments or the establishment of 

external projects, meaning that it is outside 

the organizational scope of the 

organization. It is a form of external 

Venturing that the organization shares with 

other organizations with the aim of 

creating a new external business (Covin & 

Miles, 2007: 183). Shared Venturing refers 

to entrepreneurial activities through which 

existing organizations create new business 

organizations and expand their core 

competencies, or reshape their 

organizational boundaries by introducing 

new products or exploiting opportunities 

(Brumana et al, 2017: 594). Whereas the 

external Venturing focuses on being 

external activities that lead to the 

establishment of semi-independent or 

independent organizational entities outside 

the current organizational field, and behind 

which the entrepreneurial organizations 

aim to establish pilot projects to engage in 

the search for knowledge (Bindero, 2020: 

9). Then the Venturing in general is the 

Entrepreneurial efforts to create new 

projects inside or outside the organization 

through internal or external means to build 

new business models and be linked to the 

organization's core business, in addition to 

that, it includes venturing on many 

strategies and practices to pursue job 

opportunities across all levels of the 

organization (Guerrero et al, 2019: 3). 

PROACTIVE WORK BEHAVIOR 

AND ENTREPRENEURIAL 

PERFORMANCE 

Since the behavior of proactive work is 

characterized by self-actions that aim to 

improve the situation and work to enhance 

and generate ideas or improvements, so it 

is a key factor throughout the innovation 

process, in addition to that, pre-emption 

helps in dealing with environmental 

changes and overcoming obstacles that 

hinder the achievement of goals, and from 

this point of view. Studies confirm that 

Proactive  activity is positively associated 

with performance indicators and 

entrepreneurial performance (Tornau & 

Frese, 2013: 58). The proactive behavior 

also represents the change in the 

environment that entrepreneurs are 

predicting when they consider how to 
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actively confront and deal with it (Yu, 

2013: 20). In this context, entrepreneurship 

is a multi-concept that depends on the 

proactive behaviors represented by the 

motives and actions taken by managers 

through their decisions to seize 

opportunities and take advantage of them 

to enhance the organization's 

entrepreneurial performance (Rafi et al, 

2013: 320). Studies have confirmed that 

managers with proactive behavior have the 

ability to improve the performance of their 

organizations because entrepreneurial 

performance requires proactive exploration 

of opportunities and rapid response 

(AlMamun & Fazal, 2018: 5). 

Entrepreneurial oriented organizations also 

have a concurrent tendency toward 

innovation, Venturing, and Proactive work 

behavior (Sreckovic, 2018: 808). In this 

context, Proactive work behavior is 

essential in addressing severe competitive 

pressures and improving the performance 

of managers and employees in 

entrepreneurial organizations (Ahmad et 

al, 2017: 2). Thus, improving 

entrepreneurial performance depends to a 

large extent on the organizations' proactive 

behavior (Gao et al, 2018: 178). In another 

context, Proactive work behavior reduces 

the uncertainty gap and ambiguity in the 

environment through personal initiative 

directed by managers towards 

organizational innovation (Segarra et al, 

2019: 867).He previously emphasized 

(Frese et al, 1996: 39) that personal 

initiative is closely related to 

entrepreneurship, since initiative is one of 

the aspects of entrepreneurship, and this 

explains that entrepreneurial performance 

is affected to a large extent by the personal 

initiative of managers. With regard to 

Taking charge, both (Kintu & Venter, 

2019: 4) emphasized in their study that the 

more employees feel active and 

responsible, the more likely they will 

remain at work in the organization, so it is 

clear that the more employees are 

motivated, the performance of employees 

improves and is greatly reflected. On the 

entrepreneurial performance. In this 

context, studies have shown that being 

proactive improves individual outcomes 

such as employee task performance, as it 

can contribute to organizational 

innovation, especially in dynamic 

technological environments, as pressures 

for innovation increase, and employees 

with self-directed and change-oriented 

behaviors assume a more important role 

(Segarra et, 2019: 866). By using their 

initiative and starting to improve 

entrepreneurial performance (Maat, 2012: 

11). Thus, proactive work behavior greatly 

contributes to enhancing entrepreneurial 

performance by making managers able to 

search for opportunities, and the change in 

effect helps in conducting strategic 
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renewal that prepares managers positively 

to search for entrepreneurial opportunities, 

enabling the organization to enhance its 

entrepreneurial performance (Shin & 

Nordtvedt, 2020 : 3). 

RESEARCH METHODOLOGY 

  The review of the literature on proactive 

work behavior and entrepreneurial 

performance resulted in the crystallization 

of a hypothetical outline for the research as 

in Figure (1), which was prepared in light 

of the research problem and its objectives. 

The main hypotheses were formulated as 

follows: 

The first main hypothesis (H1): There is a 

significant correlation between Proactive 

work behavior and entrepreneurial 

performance. 

The second main hypothesis (H2): There is 

a significant effect of Proactive work 

behavior on entrepreneurial performance. 

The Proactive Work Behavior Measure 

The independent variable, the proactive 

work behavior, as it consists of (19) items 

divided into three dimensions (employee 

voice, personal initiative, Taking charge), 

depending on (Parker et al, 2010). 

(Morrison & Phelps1999) (Aksoy, 2019), 

(Guo et al, 2013). 

 

Measuring Entrepreneurial 

Performance 

The responsive variable, entrepreneurial 

performance, and it consisted of (19) 

items, divided into (3) dimensions, namely 

(organizational innovation, strategic 

renewal, Venturing). Based on (Entebang, 

2010). 
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Research Sample and Scale 

The random sample was used, as the 

number of employees reached (122) 

employees in the Public Company for 

Agricultural Supplies, and the five-

dimensional Likert scale was used, which 

is one of the most used methods, for its 

ease and accuracy at the same time, and 

according to which you get higher 

Answers are scored five, while the lowest 

answers are scored one. 

Data discussion and analysis: 

Reliability test: Cronbach's Alpha 

Coefficient was used to measure the 

internal consistency of the scale 

paragraphs, dimensions and variables, and 

the scale as a whole. Table (1) shows the 

values of the reliability coefficient of 

validity ranged between (0.906 - 0.919) for 

the variables and dimensions, which is 

greater than (0.70), and this indicates 

However, the variables and dimensions 

have adequate internal consistency, and the 

internal consistency coefficient 

(Cronbach's Alpha for the scale in total 

was 0.92), as it enjoyed a high evaluation 

and these results indicate that the current 

research scale (the resolution) has a good 

level of stability. 

 

 Table (1) Consistency Results Between Components Of The Scale 

The Scale Cronbach Alpha coefficient 

Voice 0.912 

personal initiative 0.912 

Taking charge 0.913 

Proactive work behavior 0.912 

Organizational Innovation 0.916 

Strategic Renewal 0.913 

Venturing 0.919 

Entrepreneurial Performance 0.909 

Questionnaire in General 0.92 
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DISCUSSING THE RESULTS 

 To test the hypothesis (H1): It is evident from Table (2) that the value of the correlation 

coefficient between Proactive work behavior and entrepreneurial performance reached (0.643 

**) at the level of significance (0.000) and it is less than the level of significance (0.05), and 

this means acceptance of the hypothesis and its text (there is A statistically significant 

correlation relationship between proactive work behavior and entrepreneurial performance) 

and it is noticed that the correlation coefficient between the Voice dimension and 

entrepreneurial performance (0.640 **) at the level of (0.000) which is less than the 

significance level (0.05). Personal initiative and entrepreneurial performance (0.568 **), and 

the correlation coefficient between Taking charge and entrepreneurial performance is (0.490 

**). This indicates an acceptable relationship between the dimensions of proactive work 

behavior and entrepreneurial performance. 

 

To test the hypothesis (H2): The value of (F) calculated between the Proactive work 

behavior of the entrepreneurial performance (87,461) was recorded and it is greater than the 

tabular (F) value of (3.94) at the level of significance (0.05). Accordingly, the hypothesis is 

accepted and its text there is a significant effect. A statistic for the variable of proactive work 

behavior in entrepreneurial performance, and this indicates that the Public Company for 

Agricultural Supplies, if it wants to achieve entrepreneurial performance, it must do proactive 

Table (2) The Correlation Values Between The Dimensions of Proactive work behavior And  

Entrepreneurial Performance 

 

Correlation 

Value and 

Significance 

Level 

Proactive work 

behavior 
Taking charge personal initiative Voice 

Entrepreneuri

al 

Performance 

Correlation 

Value 
6430.**  0.490** 5680.**  6400.**  

Sig 0.000 0.000 0.00 0.000 
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behaviors. It is evident through the value of the determination coefficient (²R) of (0.414) that 

the proactive work behavior explains 41% of the variables that occur to the entrepreneurial 

performance, while the remaining 59% is due to other variables that are not included in the 

research model. Through the value of the marginal propensity coefficient (β) of (0.663), that 

increasing the Proactive work behavior by one unit will lead to an increase in entrepreneurial 

performance by (66%). As for the value of the constant (α) in equation (1.374), meaning 

when the Proactive work behavior is Equal to zero, the entrepreneurial performance will not 

be less than this value 

 

It is noted that the value of (F) calculated 

between the employee's Voice in 

entrepreneurial performance is (39.125). It 

is greater than the tabular value (F) of 

(3.94), meaning that the employee's voice 

has a clear and effective influence in 

achieving entrepreneurial performance, 

that is, the more the Public Company for 

Agricultural Supplies contributes to 

activating the employee's voice by 

Table (3) Analysis of The Impact Proactive work behavior Variable On Entrepreneurial 

Performance 

Independent 

Variable 

Dependen

t 

V

ar

ia

bl

e 

Value 

(

α

) 

value(β) Coefficien

t  

(

R

2) 

Calculated 

(F) value 

Sig 

Proactive work 

behavior 

E
n

tr
ep

re
n

eu
ri

a
l 

P
er

fo
rm

a
n

ce
  

 

1.374 0.663 0.414 87.461 0.000 

Voice 1.807 0.514 0.240 39.125 0.000 

personal 

initiative 

2.172 0.420 0.323 59.068 0.000 

Taking charge 1.364 0.644 0.410 86.206 0.000 
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listening to the opinions and suggestions 

of the employees, the more that contributes 

to achieving a high percentage of 

entrepreneurial performance. It appears 

through the value of the determination 

coefficient (²R) of (0.240) that the 

employee's Voice dimension is explained 

by (24%), and it is evident through the 

value of the marginal slope coefficient (β) 

amounting to (0.514) that an increase in 

the employee's vote dimension by one unit 

will lead to an increase. Entrepreneurial 

performance (41%). The value of the 

constant (α) came in the equation (1.807). 

It can be seen from Table (3) that the value 

of (F) computed between the personal 

initiative dimension in entrepreneurial 

performance was recorded (59.078). It is 

greater than the tabular value (F) of (3.94) 

at a level of significance (0.05) and this 

indicates that the personal initiative 

dimension has an effective and strong 

influence in achieving entrepreneurial 

performance, meaning the more the  Public 

Company for Agricultural Supplies has 

employees with self-efforts and personal 

initiatives, the more it helps. In achieving 

high percentages of entrepreneurial 

performance, and through the value of the 

coefficient of determination (²R) of 

(0.323), it becomes clear that after the 

personal initiative explains about (32%) of 

the variables that occur in the 

entrepreneurial performance, while the 

remaining percentage (68%) returns to 

Other variables not included in the 

research model, as it is evident through the 

value of the marginal propensity 

coefficient (β) of (0.420) that an increase 

in the personal initiative dimension by one 

unit will lead to an increase in 

entrepreneurial performance by (42%), and 

the value of the constant (α) in Equation 

(2.172), meaning when personal initiative 

dimension is equal to zero, the 

entrepreneurial performance will not be 

less than this value. 

It is evident from Table (3) that the value 

of (F) computed between after Taking 

charge for entrepreneurial performance 

(86.206) was recorded, which is greater 

than the tabular value (F) of (3.94) at a 

level of significance (0.05). This indicates 

that the dimension of Taking charge has an 

effective effect. In addition, strong in 

achieving entrepreneurial performance, 

meaning the more the Public Company for 

Agricultural Supplies has employees who 

have high responsibility for their jobs, the 

more this helps in achieving high 

percentages of entrepreneurial 

performance. Explanation of (41%) of the 

variables that occur to the entrepreneurial 

performance, while the remaining 

percentage (59%) refers to other variables 

that are not included in the research model, 

as it is clear through the value of the 

marginal propensity coefficient (β) of 



 

291 

 

Volume: 11, Issue: 2, April-June 2021 

INTERNATIONAL JOURNAL OF RESEARCH IN SOCIAL SCIENCES AND HUMANITIES 

(0.644) that an increase after Taking 

charge by one unit will lead to an increase 

in entrepreneurial performance by (64%), 

and the value of the constant (α) in 

equation (1.364), meaning when after 

Taking charge is equal to zero, the 

entrepreneurial performance will not be 

less than this value. 

CONCLUSIONS 

   The results of the research showed that 

the Public Company for Agricultural 

Supplies whenever it seeks attention and 

adopts the concept of proactive work 

behavior whenever it has a relationship 

and influence on the entrepreneurial 

performance, meaning that the proactive 

work behavior has an active role and 

influences the entrepreneurial performance 

and acts as an appropriate mechanism that 

enhances the internal environment of the 

organization and gives it the ability to 

reach good levels From entrepreneurial 

performance through the application of 

proactive behaviors that are represented by 

the employee's voice, personal initiative 

and Taking charge. 

RECOMMENDATIONS 

The need to increase and expand interest in 

research variables represented by proactive 

work behavior and entrepreneurial 

performance by educating administrative 

leaders and employees to clarify the nature 

of the actual reality of these variables and 

discuss the obstacles that block their 

implementation in the Public  Company 

for Agricultural Supplies. 
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