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Citizenship pressure has recently been a hot topic in organizational citizenship behavior

research since it aids in understanding the driving mechanism of organizational

citizenship behavior. However, previous research has revealed discrepancies in the

connection. This article develops a theoretical model of the impact of citizenship

pressure on organizational citizenship performance based on expectancy theory. A

leader–employee paired questionnaire was used to evaluate the hypotheses. The

results indicate that organizational citizenship performance is positively influenced by

citizenship pressure. The connection between organizational citizenship performance

and citizenship pressure is positively moderated by transformational leadership. The

better the transformational leadership, the greater the influence of citizenship pressure

on organizational citizenship performance. Furthermore, the impact of transformational

leadership on the link between citizenship pressure and organizational citizenship

performance is dependent on the political skill of employees.When individuals with strong

political skill encounter transformational leadership, the relationship between citizenship

pressure and organizational citizenship performance is minimal. On the contrary, this

relationship is enhanced when personnel with limited political skill are confronted with

transformational leadership.

Keywords: citizenship pressure, organizational citizenship performance, transformational leadership, political

skill, expectancy theory

INTRODUCTION

Coronavirus disease 2019 (COVID-19) has triggered many challenges and crises for organizations.
When confronted with a disaster, companies require employees to contribute more to
the organization in order to weather the storm. Especially in this day of “doing more
with less,” the need for companies to accomplish more with less is becoming increasingly
apparent. With their organizational citizenship behavior (OCB), more organizations are
hoping to enhance organizational growth without raising costs (Zhao et al., 2014; Zhang
et al., 2020). Organizations expect workers to fulfill their tasks and to conduct outside
their jobs (Zhou and Long, 2012). However, when employees engage in OCB, the unique
needs of organizations will drain their energy and resources and make them feel a
certain strain (Zhao and Jiang, 2017). Employees experience citizenship pressure when
their organizations and leaders want them to engage in more OCBs (Bolino et al., 2010).
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Too much pressure on workers, for instance, OCB, is generally
believed to diminish their good conduct. However, this is not
the case; employees continue to engage in positive behaviors even
when they are stressed.

Organizational citizenship behavior was established
as employee-driven conduct, including arbitrary work-
related behavior, independent of the official organizational
incentive structure and it enhances the overall effectiveness of
organizations (Smith et al., 1983; Zhang et al., 2020). However,
with rising market competitiveness, especially in present
complex and fast-paced businesses, OCB has progressively
evolved into an expectation of the organization and leaders from
employees. The behavior of employees outside their anticipated
tasks has become essential to the success of organizations.
OCB of employees has been considered as a key source of the
sustained competitive advantage of firms (Podsakoff et al., 2009).
Performance and behavior are linked because behavior causes
performance, and only behavior may escalate performance.
Organizational citizenship performance (citizenship behavior
related to the organization) is a type of OCB discussed in the
next phase of the study (Podsakoff et al., 2000). But this study
focuses on organizational citizenship performance. Because
organizational citizenship performance is a citizenship behavior
that is conducive to organizational performance as a whole
and points to the organizations, some studies on OCB show
that OCB is not necessarily beneficial to both employees and
organizational performance (Liu et al., 2017), pointing to
individuals and organizations. Previous research has produced
contradictory findings of the relationship between citizenship
pressure and OCB. In some researches, both are associated
positively (Cates et al., 2010); however, in others, researchers
state that they have a negative correlation or no significant
relationship (Zhao et al., 2014). As a result, this research aims to
ascertain why employees continue to participate in OCB even
when they are under pressure and understand the relationship
between them.

The moderating impact of transformational leadership
and political skill of employees is examined in this study.
Transformational leadership moderates the relationship
between citizenship pressure and organizational citizenship
performance. On the contrary, the moderating variable of
transformational leadership is moderated by political skill. Seeing
as leaders is important in every company, and leadership style
impacts the culture and future development of organizations.
Transformational leadership has received much attention in
recent decades, notably in OCB (Christoph and Guido, 2017).
Employees are more likely to participate in virtuous activities
when their leaders are transformational (Burns, 1978). As a
result, leadership style matters, and OCB is worth investigating.
It is worth understanding the process for transformational
leadership to get outcomes that surpass expectations through
the management strategy, promoting extra-role behaviors by
workers. China is a society that stresses personal relations, so the
interpersonal relationship is important in Chinese companies
for day-to-day work and living. As a result, in this unique
organizational setting, personnel with high political skill can
carry out interpersonal interaction in a variety of situations due

to their exceptional social ability and acute understanding. It
will improve communication with leaders by making a good
impression on leaders by showing sincerity and establish a good
personal relationship with transformational leadership (Ferris
et al., 2007), lowering the expectations of their leaders of their
OCB (Tian and Yang, 2019 ) and becoming refined egoists who
can meet the expectations of their leaders by doing less OCB
(Ferris et al., 2007). On the contrary, employees with strong
political skill may remain cool under pressure, manage their
surroundings, and experience stresses in ways that mitigate the
negative impacts of pressure and minimize the production of
OCB (Ferris et al., 2007).

The moderating impact of transformational leadership was
first investigated by considering transformational leadership
as a factor influencing the attitude and behavior of employees.
Second, we investigated whether the political skill of workers will
impact the function of transformational leadership, as well as the
link between citizenship pressure and organizational citizenship
performance. Finally, this study constructs a regulated regulatory
model between citizenship pressure and organizational
citizenship performance based on expectancy theory to explore
the link between the two and their model parameters. According
to this study, employees will engage in OCB pointed by
citizenship pressure out of their good expectations for the future
(expectancy), so as to meet the requirements of the organization,
and achieve valuable (valence) results (instrumentality). This
study aims to tackle the contradictory link between citizenship
pressure and organizational citizenship performance in prior
studies while using the model. On the contrary, research on
citizenship pressure can assist organizational managers in better
understanding their employees, timely alleviate citizenship
pressure, reduce its negative impact on employees, and guide
them to engage in positive behavior, which can serve as a model
for future practice.

LITERATURE REVIEW AND RESEARCH
HYPOTHESES

The Impact of Citizenship Pressure on
Organizational Citizenship Performance
The continual physical and psychological (cognitive or
emotional) efforts of employees are referred to as job need
(Schaufeli and Bakker, 2004). Previous research on job need
focuses largely on role overload and working hours. Citizenship
pressure is a new research direction in the field of job need.
Organizations often convey to employees the expectation
of engaging in more OCBs through various means, such
as organizational norms, stating the behaviors of excellent
employees, emphasizing the deeds of model employees, and so
on, which puts pressure on employees when performing OCBs
(Bolino et al., 2010). The term citizenship pressure refers to the
subjective perceptions of employees of how much pressure they
are under to engage in the so-called voluntary OCB. Pressure not
only leads to negative outcomes, such as stress in the workplace
(Bolino et al., 2010), resignation intention, work–family conflict,
and diminished happiness (Bolino et al., 2013). It also has
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a beneficial effect on family–work gains (Cates et al., 2010),
employment, professional growth, social exchanges, and other
consequences (Cates et al., 2010).

As a variable with the most evident relationship with
citizenship pressure, organizational citizenship performance
refers to citizenship behaviors that are highly beneficial to the
organization as a whole, such as complying with the organization
and defending the organization. While OCB has historically been
conceptualized as the discretion of behavior of an individual, it
has recently taken on non-voluntary aspects, i.e., these extra-role
behaviors are not spontaneous and active behaviors of employees,
but forced OCBs of employees under certain circumstances
(Vigoda-Gadot, 2006). Therefore, the execution of OCB outlined
in this article is not discretionary behavior whatsoever, but rather
the expectations and needs of organizations.

Citizenship pressure, according to this study, might inspire
workers to engage in more OCBs. The following are the reasons:
there are two types of pressure that people face at work:
positive pressure and negative pressure. People who hope to
achieve by overcoming pressure are said to be under positive
pressure. On the contrary, negative pressure is detrimental to
the growth of individuals and the development of the company
(Tian and Yang, 2019). According to expectancy theory, when
faced with positive pressure, people generally assume that their
efforts will result in comparable returns. By skillfully managing
with pressure, they can reap beneficial rewards (Lepine et al.,
2005). Workplace rivalry is getting increasingly intense as
employment pressures rise. Employees think that taking on
additional duties and engaging in more OCBs will help them
enhance their performance, compensation, and job satisfaction.
As a result, they will consider citizenship pressure to be a form
of positive pressure. To put it another way, when companies
tell their employees that they expect them to engage in greater
OCBs, their citizenship pressure rises. Employees will engage
in greater OCBs as a result of this pressure (Tian and Yang,
2019). Therefore, employees will take the initiative to address
citizenship pressure areas if they have realistic expectations
for their own growth and professional success. To relieve the
current level of citizenship pressure, employees need to engage
in more OCBs. We offered the following hypothesis based on the
aforementioned investigation:

Hypothesis 1: Citizenship pressure has a positive impact on
the organizational citizenship performance of employees.

The Moderating Role of Transformational
Leadership
Transformational leaders are people who have strong inherent
influences and charisma. They are accessible and treat employees
well. They look after individuals, helping them create life and
work objectives, improving intrinsic motivation, and inspiring
their inner high-level needs (Bass, 1985; Bass et al., 1987).
They motivate people to put the interests of organizations
ahead of their own and put more effort (Avolio et al., 1999)
to attain more significant organizational goals (Wu et al.,
2009). Understanding transformational leadership is required
to understand why employees work so hard. Transformational

leadership increases the awareness and understanding of ethical
values and inspiring visions of employees, which significantly
increases the satisfaction of employees with the organization.
They encourage employees to go beyond personal goals and
interests for the benefit of the group (Howell and Shamir, 2005),
and motivate employees to achieve performance beyond the
expected level (Avolio et al., 2004).

According to the social exchange theory, all human behaviors
are driven by explicit or implicit trade activities that might result
in rewards (Birtch et al., 2016). As a result, all social activities and
certain social connections created as a result of social interaction
can be summarized as an exchange (Emerson, 1976). We assume
that transformational leadership and employees have a social
exchange connection (Graen and Uhl-Bien, 1995). Citizenship
pressure has a greater beneficial influence on OCB when high-
level transformational leadership is involved. First and foremost,
transformational leaders inspire, assist, and give individualized
attention to employees (Bass and Avolio, 1990), and employees
will feel more obligated to repay their leaders. Employees will
see engaging in more OCBs as a means of repaying their leaders
under the impact of transformational leadership. In contrast,
citizenship pressure can drive employees to participate in OCB.
As a result, when employees are faced with citizenship pressure,
they will put in additional effort at work, invest more emotions
and practical actions in the company, and generate citizenship
behaviors that are helpful to the organization in order to reward
their leaders.

Second, transformational leadership will amplify the
benefits of citizenship pressure on the OCB of employees.
Transformational leadership considers how to arouse the
emotions and motivation of employees, to stimulate their
reasonable expectations for the future, and to make employees
realize the importance and value of their work (Farh et al.,
2006). They also encourage employees to see citizenship pressure
as a positive pressure, to boost the confidence of employees
in overcoming citizenship pressure and achieving their goals
(Wu and Wu, 2007; Zhang and Wang, 2017). To reduce the
existing citizenship pressure, employees should adopt a more
proactive strategy for dealing with citizenship pressure. They
should give their time and energy to the business and engage in
more OCBs. We proposed the following hypothesis based on the
above analysis:

Hypothesis 2: Transformational leadership positively
moderates the relationship between citizenship pressure and
organizational citizenship performance.

The Moderating Role of Political Skill
The capacity to successfully understand the motives of people
for work behaviors and to utilize the knowledge and experience
of an individual to encourage others to act in ways that
achieve personal and organizational goals is referred to as
political skill (Ferris et al., 2005). It has four dimensions:
social astuteness, interpersonal influence, networking ability,
and apparent sincerity. The capacity of individuals to adapt to
diverse social settings and properly explain the conduct of their
own and others in the social context is referred to as social
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FIGURE 1 | Theoretical model.

astuteness. Interpersonal influence ability refers to the ability
of individuals to adjust their behavior in order to influence
others. Networking ability refers to the ability of individuals to
create and use various interpersonal networks in order to put
themselves in a better position. Apparent sincerity refers to the
ability of individuals to gain the trust of others by demonstrating
sincerity (Ferris et al., 2005). The study of the antecedents of
political skill focused on the personality of individuals and social
environment variations (Ferris et al., 2007). The assessments of
the organizational environment of individuals, the molding of
values of individuals, and the responses of individuals to the
environment all play a part in political skill (Ferris et al., 2005). In
general, political skill assists individuals in adapting their actions
to various situations in order to get a competitive edge at work
(Andrews et al., 2009). As a result, the behaviors of individuals
will change depending on their level of political skill (Chen et al.,
2021).

According to this study, the impact of transformational
leadership on citizenship pressure and organizational citizenship
performance is diminished when people have a high degree
of political skill. The following are the reasons: on the one
hand, when faced with citizenship pressure, employees with
high political skill have an exceptional social skill and a
strong environmental perception and can engage in flexible
interpersonal interaction in response to situational changes (Wu
et al., 2012). They are more likely to have opportunities to
interact with and collaborate with transformational leaders and
foster mutual understanding. These interactions, in turn, afford
employees opportunities to enhance their personal relationships
with leaders, to build trust, and to generally contribute to
favorable impressions formed by the leader about them (Braendle
et al., 2005; Ferris et al., 2007; Wu and Yang, 2019). This reduces
the expectations of transformational leaders of employees in their
OCBs (Douglas and Ammeter, 2004). As a consequence, they
do not participate in “too much” OCB or transcend the present
stage of citizenship pressure (Tian and Yang, 2019), resulting in
the impact of “getting twice the outcome with half the work”
(Tian and Yang, 2019); on the other hand, political skill helps
employees to remain calm and confident, reduce tension, and
thus control the surrounding environment. When faced with
pressure from transformational leadership, high-political-skilled
employees can mitigate the negative impacts of pressure by how

they perceive and interpret them (Zhao, 2014). The pressure of
transformational leaders is seen to be less stressful (Ferris et al.,
2007), which reduces the creation of OCB. We suggested the
following hypothesis based on the relevant study:

Hypothesis 3: Political skill negatively moderates the
moderating impact of transformational leadership on the
relationship between citizenship pressure and organizational
citizenship performance.

Therefore, the theoretical model of this study is shown
in Figure 1.

METHODOLOGY

Data Collection
The data for this study were collected using a questionnaire
survey from various organizations in Hainan, China. They
are widely distributed in Haikou and surrounding cities and
counties. Among the 10 organizations participating in the survey,
there are relatively more public enterprises, and the construction
industry, financial industry, and sales industry account for a
large proportion. The specific information is shown in Table 1.
A leader–employee pairing sample was gathered to prevent
the common method deviation. To undertake questionnaire
surveys, we have chosen specific organizations in which we have
solid ties and partnerships. Initially, we contacted the human
resources managers of target companies. Once we received their
consent, we scheduled a time with them and gathered the staff
in the conference room. The participants were assured that
the survey data would be kept anonymous and would only be
used for academic purposes. To help employees understand the
questionnaire, we discussed each question on the spot and then
asked them to fill out the questionnaire.

In this process, some employees felt sensitive and withdrew
from the survey. After receiving the questionnaire, some of the
responses did not match and had a strong preference, so they
were eliminated. Both employee and leader respondents used
paper-based questionnaires. Employees themselves evaluated
their citizenship pressure, political skill, and transformational
leadership, and leaders evaluated the organizational citizenship
performance of employees. Initially, 350 questionnaires were
provided, with 297 valid questionnaires being matched, resulting
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TABLE 1 | Sample distribution characteristics of organizations.

Organization number Type of organization Industry Number of participants /total

number of employees

Sector

1 Public enterprises Construction 37/270 Technical, Finance, Business, Purchasing, Engineering,

Administrative

2 Public enterprises Financial 32/214 Technical, Finance, Business, Operation, Administrative

3 Public enterprises Financial 36/265 Technical, Finance, Business, Operation, Administrative

4 Public enterprises Sales 33/231 Technical, Finance, Business, Operation, Administrative

5 Public enterprises Construction 40/306 Technical, Finance, Business, Purchasing, Engineering,

Administrative

6 Public enterprises R and D 31/256 Technical, Finance, Business, Operation, Administrative,

Strategic

7 Public enterprises Petrochemical 38/328 Technical, Finance, Operation, Administrative

8 Private enterprises Sales 21/130 Finance, Business, Operation, Administrative

9 Private enterprises Financial 23/151 Finance, Business, Operation, Administrative

10 Private enterprises Sales 20/127 Finance, Business, Operation, Administrative

in an effective recovery rate of 84.86%. This article examines the
impact of citizenship pressure experienced by employees on their
organizational citizenship performance, so the sample subject
is employees. Table 2 shows the characteristics of the effective
sample distribution of employees.

This study adopts a leader–employee pairing sample. The
leaders evaluate the organizational citizenship performance of
the employees to make the study more rigorous and objective.
Although employees are the subject of the study, it is still
necessary to investigate the leaders. Therefore, we describe the
characteristics of the effective sample of leaders and fully explain
its rationality. In the effective sample, male leaders accounted for
58.2% and female leaders 41.8%. The majority of leaders aged 40
and above; 83.2% of leaders with a bachelor’s degree or higher.
Grassroots leaders accounted for 26.6%, middle-level leaders
accounted for 52.1%, and senior leaders accounted for 21.3%.

Measurement Tools
This study derived scales from previously tested scales, either
directly or indirectly. The English scales were translated and
back-translated using the technique suggested by Brislin (1980).
To create the final Chinese scales, the linguistic expression and
narration of the scale were changed. The Likert seven-point
scoring method was used to evaluate all replies.

Citizenship pressure: This study used the eight-item scale
of citizenship pressure scale developed by Bolino et al. (2015).
Cronbach’s reliability coefficient of 0.901 approves the reliability
of this scale. One of the items states, “In my department, taking
on additional responsibilities and volunteer for additional tasks
will bring me a lot of pressure.”

Transformational leadership: The eight-item scale of
transformational leadership scale developed by Chen et al.
(2006) was used in this research. One of the scale items states,
“My leaders often describe an encouraging future to us.” Having
Cronbach’s reliability coefficient of 0.882 expresses the high
reliability for this scale.

Political skill: The political skill scale developed by Ahearn
et al. (2004) was used for this study. This scale has six items,

and the Cronbach’s reliability coefficient is 0.775. One of the
scale items states, “I’m good at building good relationships with
most people.”

Organizational citizenship performance: The seven items
organizational citizenship performance scale developed by
Williams, 1991 was used in this study. This scale has Cronbach’s
reliability coefficient of 0.788. One of the scale items states,
“He/she will save and protect the property of the organization.”

Control variables: This study selected demographic variables
that may affect citizenship pressure, transformational leadership,
political skill, and organizational citizenship performance. These
variables mainly include gender, age, education level, working
years, organizational type, and occupation type.

Analysis Procedure
Harman single factor analysis was used to do exploratory factor
analysis on all four variables in this investigation to see if there
were any common method bias problems. Then, using AMOS
24.0, confirmatory factor analysis was done on the survey data to
assess the matching between the data, model, and discriminant
validity of the variables. We conducted descriptive statistical
analysis on the control variables and the four variables to assess
the correlation between the variables after confirming that the
data did not have severe common method bias issues and had
high discriminative validity among the four variables. Second,
each hypothesis is tested using the hierarchical regression test
suggested by Baron and Kenny, with diagrams produced to
illustrate the moderating effects clearly.

DATA ANALYSIS

Common Method Deviation Test and
Confirmatory Factor Analysis
This research adopted Harman single factor analysis to carry
out exploratory factor analysis for all the items across the four
variables. The results showed that KMO = 0.711, the chi-square
value of spherical test suggested by Bartlett was 8,734.973, and
the p-value was<0.001. The four common factors extracted were

Frontiers in Psychology | www.frontiersin.org 5 September 2021 | Volume 12 | Article 670120

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/journals/psychology#articles


Liu et al. A Three-Way Interactive Model

TABLE 2 | Sample distribution characteristics of employees.

Variable Category Proportion

Gender Male 56.30%

Female 43.70%

Age ≤20 18.20%

21∼30 50.00%

31∼40 16.60%

41∼50 13.80%

>50 1.40%

Education Senior high school

education and

below

12.80%

Junior college

education

30.10%

Bachelor’s degree 53.00%

Master’s degree or

above

4.10%

Working years in the

current organization

<1 16.20%

1∼3 8.80%

3∼5 5.40%

5∼10 34.80%

>10 34.80%

Type of work

organization

State-owned

enterprises

83.10%

Private enterprises 16.90%

The rest 0%

Type of occupation Management 20.60%

Technology 72.30%

Business 1.40%

Creative design 0%

The rest 5.70%

consistent with the number of variables set in this study. The
first-factor variability was 18.87%, lower than the critical value
of 50%, so the data were deemed not to have serious common
method bias issues. Besides, all data were obtained anonymously,
and the research procedures were strictly controlled to control for
common method deviation.

AMOS 24.0 was used to test the discriminant validity of
the variables. The results of the confirmatory factor analysis
are shown in Table 3. Compared with other models, the four-
factor model fit the index best (χ2/df = 2.564, RMSEA =

0.073, CFI = 0.934, IFI = 0.934, TLI = 0.927). This confirmed
the factors of citizenship pressure, transformational leadership,
political skill, and organizational citizenship performance having
good discriminative validity.

Descriptive Statistics and Correlation
Analysis
Table 4 mainly shows the mean, standard deviation, and
correlation coefficient of each variable. As can be seen from
Table 4, there is a significant positive correlation between
citizenship pressure and organizational citizenship performance

(r = 0.236, p < 0.001). That is, citizenship pressure has a
positive effect on organizational citizenship performance. There
is a significant positive correlation between transformational
leadership and organizational citizenship performance (r
= 0.222, p < 0.001). Furthermore, there is a significant
correlation between political skill and organizational citizenship
performance (r =−0.190, p < 0.01). This offers a foundation for
the research hypothesis of this study to be tested further.

Hypothesis Testing
To test the moderating effects of transformational leadership and
political skill on the realationship between citizenship pressure
and organizational citizenship performance, this research first
standardized variables and then used the hierarchical regression
test method suggested by Baron and Kenny (1986) to test
Hypotheses 1–3. Table 5 shows the results.

In the regression equation model, gender, age, education level,
working years, organization type, and occupation type are first
taken as control variables. Then, regression analysis is conducted
on the utility of target variables. The specific operational
steps are to investigate the effect of citizenship pressure on
organizational citizenship performance, the moderating effect of
citizenship pressure and transformational leadership in a two-
dimensional interaction, and the effect of citizenship pressure,
transformational leadership, and political skill in a three-
dimensional interaction. Six control variables were introduced
into the regression equation in the first phase. The data for the
citizenship pressure variable is then entered into the regression
equation as the second step. Next, the regression equation
included the interaction variables of citizenship pressure and
transformational leadership. Fourth, in order to test the research
hypothesis, the two-dimensional interaction term of citizenship
pressure and transformational leadership, the two-dimensional
interaction term of transformational leadership and political
skill, and the three-dimensional interaction term of political skill
and citizenship pressure and transformational leadership were
all entered into the regression equation at the same time. The
regression analysis results are shown in Table 5.

After controlling for gender, age, education level, working
years, organization type, and occupation type, as well as the
main effects of citizenship pressure on organizational citizenship
performance, Modle 3 in Table 5 shows that the interaction term
of citizenship pressure and transformational leadership has a
significant impact on organizational citizenship performance
(β = 0.306, p < 0.001), which indicates that transformational
leadership plays a moderating role, so Hypothesis 2 is supported.
Then, Figure 2 is drawn to show the direction and trend of
this moderating effect intuitively. Compared with the low
transformational leadership situation, citizenship pressure has
a more substantial impact on the organizational citizenship
performance of employees in the high transformational
leadership situation.

Model 4 in Table 5 shows that, after controlling gender, age,
education level, working years, organization type, occupation
type, citizenship pressure, transformational leadership, political
skill, and the interaction term of citizenship pressure ×

transformational leadership, the three-dimensional interaction
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TABLE 3 | Confirmatory factor analysis.

Model χ² df χ²/df RMSEA CFI IFI TLI

Four factors D 941.143 367 2.564 0.073 0.934 0.934 0.927

Three factors C 3501.688 371 9.439 0.169 0.638 0.640 0.604

Two factors B 4977.218 374 13.308 0.204 0.468 0.470 0.422

One factor A 1265.776 377 3.357 0.089 0.120 0.145 0.052

(A) Citizenship pressure + transformational leadership + political skill + organizational citizenship performance; (B) Citizenship pressure + transformational leadership + political

skill; organizational citizenship performance; (C) Citizenship pressure, transformational leadership + political skill, organizational citizenship performance; (D) Citizenship pressure;

transformational leadership; political skill; organizational citizenship performance.

TABLE 4 | Descriptive statistics and correlation analysis.

Variable Mean SD 1 2 3 4 5 6 7 8 9 10

(1) Gender 1.20 0.400 1

(2) Age 2.30 0.966 0.038 1

(3) Education 2.48 0.767 −0.084 −0.393*** 1

(4) Working years 3.63 1.442 −0.089 0.725*** −0.225*** 1

(5) Organization type 1.17 0.375 0.340*** 0.289*** −0.391*** 0.122* 1

(6) Occupation type 1.98 0.858 0.160** −0.082 −0.139* −0.197** 0.168** 1

(7) Citizenship pressure 3.37 0.578 0.020 0.093 −0.055 0.229*** −0.048 −0.045 1

(8) Transformational

leadership

4.25 0.459 −0.046 0.013 −0.026 0.046 −0.044 0.034 −0.007 1

(9) Political skill 4.37 0.411 −0.003 −0.005 −0.018 0.067 0.091 −0.014 −0.058 −0.020 1

(10) Organizational

citizenship

performance

4.04 0.430 −0.092 0.073 −0.035 0.109 0.037 −0.023 0.236*** 0.222*** −0.190** 1

*p < 0.05, **p < 0.01, ***p < 0.001.

term of citizenship pressure, transformational leadership, and
political skill significantly impacts the organizational citizenship
performance (β = −0.053, p < 0.05). Therefore, it can be
judged that political skill moderates the effect of transformational
leadership on the relationship between citizenship pressure and
organizational citizenship performance. The test results initially
support Hypothesis 3.

In order to better explore the direction and trend of
the moderating effect of political skill, the moderating effect
diagram of the three-dimensional interaction of “citizenship
pressure × transformational leadership × political skill” was
drawn in this study. The three-dimensional interaction effect
diagram is shown in Figure 3. Organizational citizenship
performance is more pertinent in the presence of high
transformational leadership and high political skill and high
transformational leadership and low political skill than low
transformational leadership and high political skill and low
transformational leadership and low political skill, indicating that
transformational leadership positivelymoderates the relationship
between citizenship pressure and organizational citizenship
performance, supporting the Hypothesis 3. In the situation
of high transformational leadership, organizational citizenship
performance under low political skill is more significant than
that under high political skill, indicating that political skill
negatively moderates the transformational leadership effect of
the relationship between citizenship pressure and citizenship

performance, supporting the hypothesis. Thus, transformational
leadership plays a positivemoderating role in citizenship pressure
influencing organizational citizenship performance, whereas,
political skill plays a negative moderating role in the moderating
effect of transformational leadership. That is, the higher the
political skill of employees, the weaker the moderating effect
of transformational leadership on the relationship between
citizenship pressure and organizational citizenship performance.

RESEARCH RESULTS AND DISCUSSION

Research Results
Based on the expectancy theory, this study explored the
mechanism of citizenship pressure influencing organizational
citizenship performance and then discussed the moderating
role of transformational leadership and political skill. Through
the above data analysis, the relationship between the variables
is verified and the hypotheses are confirmed: (1) There is a
significant positive correlation between citizenship pressure
and organizational citizenship performance (r = 0.236, p <

0.001), which verified Hypothesis 1, that is, citizenship pressure
positively affects the organizational citizenship performance of
employees; (2) The interaction terms of citizenship pressure
and transformational leadership have a significant effect on
organizational citizenship performance (β = 0.306, p < 0.001),
which verified Hypothesis 2, that is, transformational leadership
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TABLE 5 | Regression analysis results.

Variable Organizational citizenship performance

Model 1 Model 2 Model 3 Model 4

Control variable

Gender −0.112 −0.134* −0.127* −0.127*

Age −0.009 0.008 0.004 0.020

Education level −0.002 0.008 0.014 0.016

Working years 0.032 0.007 0.003 −0.012

Organization type 0.073 0.100 0.140 0.123

Occupation type 0.001 0.000 −0.006 −0.012

Independent variable

Citizenship pressure 0.176*** 0.170*** 0.197***

Moderating variable

Transformational leadership 0.216*** 0.163**

Political skill −0.199**

Interaction term

Citizenship pressure × transformational

leadership

0.306*** 0.247**

Citizenship pressure × transformational

leadership × political skill

−0.053*

F 1.097 3.291** 6.480*** 6.957***

1F 1.097 16.115*** 16.413*** 6.843***

R² 0.022 0.074 0.169 0.242

1R² 0.022 0.052 0.095 0.073

*p < 0.05, **p < 0.01, ***p < 0.001.

FIGURE 2 | The moderating role of transformational leadership.

positively moderates the relationship between citizenship
pressure and organizational citizenship performance. The
stronger the transformational leadership, the more pronounced
the positive impact of citizenship pressure on organizational
citizenship performance. (3) The three-dimensional interaction
of citizenship pressure, transformational leadership, and political

skill has a significant effect on organizational citizenship
performance (β = −0.053, p < 0.05), confirming Hypothesis
3, namely, that the influence of transformational leadership on
the relationship between citizenship pressure and organizational
citizenship performance is dependent on the political skill
of employees. This link between citizenship pressure and
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FIGURE 3 | The moderating role of political skill.

organizational citizenship performance gets weak when
employees with high political skill face transformational
leadership. In contrast, this link is strengthened when employees
with low political skill face transformational leadership.

Theoretical Contributions
First and foremost, this study investigates the process through
which citizenship pressure influences organizational citizenship
performance, adding to the theoretical viewpoint of citizenship
pressure research. Citizenship pressure is a notion derived
from the OCB of Western scholars (Bolino et al., 2004).
This work has been the first to investigate this link in
the Chinese setting to the best of our knowledge. Western
experts predicted citizenship pressure based on the history of
Western organizations. This research was carried out in Chinese
organizations and broadened the area of citizenship pressure
research (Cates et al., 2010). We often assume that their OCB
would suffer (Bolino and Klotz, 2015). But, contrary to popular
belief, we investigate why employees continue to engage in OCBs
despite being under pressure. Based on expectancy theory, this
study investigates the process through which the citizenship
pressure of employees affects their organizational citizenship
performance and enhances the theoretical conclusions of current
citizenship pressure research by adding empirical data to the
outcome variables of citizenship pressure.

Second, the moderating effect of transformational leadership
on the link between citizenship pressure and organizational
citizenship performance is investigated. This study validates
the application of leadership theory in the setting of Chinese
organizations. It examines the impact of leadership style on
employee behavior in depth. According to existing research,
leadership style is the most important element impacting
workers, i.e., leadership style may cause employees to feel
pressured, which then affects their behaviors (Wu and Peng,

2018). However, according to this study, pressure has a direct
impact on the behaviors of employees, and leadership style is
the moderating element in this influencing process, which is
critical for enriching and developing appropriate organizational
theories. In recent years, organizational behavior research has
increasingly focused on the work emotions and psychological
states of workers, while leadership behavior study has switched
from leaders to employees (Podsakoff and Mackenzie, 1997).
This research examines leadership style and conduct from the
perspective of employees, in order to address this tendency.

Third, earlier conceptualizations of OCB depicted them as
discretionary (Organ, 1988). The majority of researches have
followed this notion (Xia and Lin, 2021), while the non-
discretionary concept is less relevant. There has not been any
commensurate empirical development. This study introduces
the non-discretionary understanding of OCB, which refers to a
behavior that employees are expected and required to engage
in to some degree, rather than a behavior that they can choose
to engage in (Vigoda-Gadot, 2006). Furthermore, empirical tests
were conducted to investigate the impact of citizenship pressure
on OCB and the moderating effect of transformational leadership
and political skill to broaden our understanding of OCB from
various perspectives.

Fourth, because leadership is important for the career
growth of workers (Wang and Howell, 2010), this study
examines how citizenship pressure (individual perception
variable) impacts organizational citizenship performance in the
context of transformational leadership. The moderating impact
of transformational leadership is influenced by political skill,
which symbolizes individual competency elements. By building
a positive relationship with transformational leaders (Ferris et al.,
2007), employees with high political skill can minimize the
expectations and requirements of leaders on them, as well as
perceive stresses from leaders as less stressful (Ferris et al., 2007),
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reducing the occurrence of OCB. The direct impact of political
skill on oneself has been the focus of earlier study (Bing et al.,
2011). On the contrary, this study explores the influence of
political skill on transformational leadership, which can provide
self-beneficial outcomes, and broadens the scope of political
skill research.

Finally, based on expectancy theory, this study discusses the
relationship between citizenship pressure and organizational
citizenship performance. Previous studies on stress and
performance are more robust and direct research. They divide
stress into positive and negative situations to explore the
relationship between stress and performance and find that
there is a negative impact of stress in both cases, but this study
confirms the positive effect of pressure on performance. This
study explores the impact of OCB pressure on OCB performance
in specific situations and finds that transformational leadership
plays a moderating role by encouraging employees, and
political skill plays a secondary moderating role by affecting
the relationship between leaders and employees. Therefore, this
article introduces and verifies the previous theory in the context
of OCB pressure, expands the application scope of expectancy
theory, promotes the application of expectancy theory in the
field of OCB, which is more complex and conditional, and
enriches the research on the relationship between pressure
and performance.

Practical Contributions
This study indicates that citizenship pressure may enhance the
OCB of employees, as the pressure of employers to promote
and raise wages is seen by the employees as a sort of positive
pressure. They actively interact with the OCB, which the
organization expects, to be driven by the citizenship pressure
to meet their goals (Lepine et al., 2005). As a result, we must
have a proper knowledge of citizenship pressure to recognize
its negative aspects and positive aspects. Proper pressure from
citizenship might allow employees to break away and participate
in OCBs that benefit the organization. As a result, organizations
may use it to improve organizational citizenship performance,
establish a citizenship performance appraisal system, formulate
corresponding reward and punishmentmeasures, give employees
a certain pressure, and encourage employees to regard it as a
positive pressure, allowing employees to demonstrate healthy
work behaviors while being guided in the correct path.

Second, transformational leaders hope to stimulate the
intrinsic motivation of employees through their own personality
charm and influence (Bass et al., 1987) to promote employees
in an organization and promote the development of the
organization. When employees face citizenship pressure,
transformational leadership should point them in the right
direction, clarify the development prospects and goals of work,
stimulate positive expectations in employees for the future, get
them to agree on their goals, have expectations for the common
vision of enterprises, assist employees in turning pressure into
motivation, and avoid employees having negative psychological
feelings. Transformational leadership aims to encourage
organizational change and attain higher organizational goals,
which necessitates communicating and establishing this growth

mindset among personnel. Therefore, it is necessary to make
clear the promotion path, plan the career path for employees,
and draw the blueprint for employees to realize their self-worth
to stimulate higher motivation and initiative in employees and
then stimulate them to engage in more OCBs.

Third, in some previous studies and practices, the political
skill was considered to be unfavorable. Employees with strong
political skill, for example, have been found in certain studies
to gain promotion by influencing their connection with their
supervisors (Liu et al., 2010), which can lead to cliques and is not
conducive to organizational fairness. On the contrary, this study
shows that political skill of employees may successfully mitigate
the detrimental impacts of citizenship pressure. Employees with
strong political skill can form good personal connections with
their leaders (Ferris et al., 2007), lowering the expectations of
their leaders of their OCBs; and they can stay cool and confident
while controlling and influencing their environment. They can
lessen the negative impact of pressure on them by changing
how they perceive and explain the sources of pressure (Ferris
et al., 2007). Thus, political skill is beneficial to the individual
worker because it can reduce citizenship pressure, which is
beneficial to the physical and mental health of employees.
However, it is detrimental to the organization because employees
with high political skill are less likely to engage in OCB, which
is detrimental to the development of an organization. Thus,
we cannot simply declare in practice that we need to build
the political skill of employees or reduce the political skill of
employees, which depends on the demands of organizations.

Research Limitations and Future Prospects
This study has certain limitations, and it is proposed that it
be improved in future studies. In the first place, scales were
all translated from foreign scales used in the questionnaire.
Although translation decreased the mistake, Chinese companies
still have certain restrictions due to disparities between Chinese
and international cultural backgrounds. Future studies might
look into how the Chinese localization scale could be used to
increase the applicability of situations.

Second, data were collected using leader–employee
pairs in this study. Employees rated citizenship pressure,
transformational leadership, and political skill. In contrast,
leaders rated the organizational citizenship performance
of employees in order to potentially reduce common
method bias. However, because we used single-point data
rather than a longitudinal design, We were unable to
determine the causation between factors. As a result, future
studies can evaluate research hypotheses using multi-point
data collection.

Third, this study explores the immediate impact of citizenship
pressure on organizational citizenship performance. In the
short term, out of reasonable expectations for promotion and
salary increase, employees will actively engage in the OCB
expected by the organization and leaders. Therefore, citizenship
pressure has a significant positive impact on organizational
citizenship performance in the short term. But employees
involved in too many OCB might lead to time imbalances
and temporary and psychological pressure, which let them
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not to engage in OCB for a longer period of time (Tian
and Yang, 2019). Future research might integrate the short-
and long-term effects of citizenship pressure on organizational
citizenship performance to investigate the curve connection
between the two.

Fourth, political skill is a common characteristic that may be
expressed through the conduct of organizational citizenship or
other conduct (Wu and Yang, 2019). This article nonetheless
considers it to be a stable feature of employees and focuses
largely on its effect on OCB-O without examining the probable
influence of political skill on other organizational behaviors. The
links between political skill and other forms of OCB and other
organizational behavior might be studied in further research.

Fifth, this study has an organizational context under the
impact of Chinese culture.Within the obligatory Chinese culture,
the organization and leaders expect employees to get more
involved in OCBs (Bolino et al., 2010), forcing employees to
do so under this pressure. In other nations with open cultural
backgrounds, however, similar phenomena may not occur. In the
future, an intercultural study will investigate whether findings
may be produced contrary to this work.
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