& frontiers | Frontiers in

ORIGINAL RESEARCH
published: 30 June 2022
doi: 10.3389/fpsyg.2022.871025

OPEN ACCESS

Edited by:
Giulio Arcangeli,
University of Florence, Italy

Reviewed by:

Georgia Libera Finstad,

European University of Rome, Italy
Harleen Kaur,

1. K. Gujral Punjab Technical
University, India

Lijun Sun,

Chinese PLA General Hospital, China
Li Ding,

Institut Paul Bocuse Research Center,
France

*Correspondence:
Songbo Liu
liusb@ruc.edu.cn

Specialty section:

This article was submitted to
Organizational Psychology,
a section of the journal
Frontiers in Psychology

Received: 07 February 2022
Accepted: 09 June 2022
Published: 30 June 2022

Citation:

Hu W, Zhang S and Liu S (2022)

Red Tape and Community Workers’
Proactive Behavior During COVID-19:
Applying the Job
Demands—-Resources Model.

Front. Psychol. 13:871025.

doi: 10.3389/fosyg.2022.871025

Check for
updates

Red Tape and Community Workers’
Proactive Behavior During COVID-19:
Applying the Job
Demands-Resources Model

Wei Hu', Shengjie Zhang' and Songbo Liu?*

7 School of Public Administration and Policy, Renmin University of China, Beijjing, China, ? School of Labor and Human
Resources, Renmin University of China, Beijjing, China

Since the outbreak of COVID-19, community workers’ proactive behavior has played
a noteworthy role in the crisis response. Previous research has not highlighted this
group and their proactive behavior. To address this important gap, drawing upon the job
demands-resources (JD-R) model, this study explores how red tape affects proactive
behavior and investigates the mediating role of lack of goal progress (LOGP) and the
moderating role of public service motivation (PSM) in this relationship. Based on a two-
wave survey with a sample of 656 community workers in China, we found a negative
relationship between red tape and proactive behavior. Moreover, this study showed that
LOGP mediated this relationship. Contrary to our hypothesis, PSM did not moderate
the relationship between LOGP and proactive behavior. These findings have important
theoretical and practical implications and can better inform community work during
COVID-19.

Keywords: proactive behavior, red tape, job demands-resources model, lack of goal progress, public service
motivation

INTRODUCTION

In the fight against the COVID-19 pandemic, community workers have made a unique contribution
to restricting the spread of the pandemic (Paul et al., 2020; Si et al., 2021). In mainland China,
their significant efforts have included communicating pandemic prevention knowledge, offering
psychological counseling, disinfecting public areas and public facilities, providing services for the
elderly and the disabled, and investigating potential risks (Miao et al., 2021). With an average
of six workers per 350 people in the community, under the strict pandemic prevention and
control policies, community workers have been expected to respond actively to changing conditions
and challenges in a complex environment; therefore, taking initiative and engaging in proactive
behavior are of great importance (Chen et al., 2021).

Proactive behavior refers to employees self-initiated, future-focused, and change-oriented
behavior in the workplace (Parker et al., 2006; Parker and Collins, 2010); further, it contributes to
the effectiveness of organizational responses amid changing conditions (Crant, 2000; Grant et al.,
2009). Proactive behavior also has positive effects on employees; for example, it is associated with
positive emotions (Fritz and Sonnentag, 2009), increased innovative behavior (Suseno et al., 2020),
and reduced behavioral disorders (Utley et al., 2002). A majority of the existing literature has
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focused on the influencing factors of proactive behavior, with
researchers broadly classifying them into individual differences
and organizational contexts. From an individual perspective,
sense of self-efficacy and responsibility, degree of expert power,
perceived role width (Parker et al, 2019), strong prosocial
value (Grant et al., 2009), and psychological flexibility (Kuo
et al., 2018) have a positive impact on proactive behavior. In
contrast, at the organizational level, investment in employee
development (McAllister et al., 2007), high autonomy and
transformational leadership (Den Hartog and Belschak, 2012),
innovative environment (Segarra-Ciprés et al, 2019), and
distributed leadership (Xu et al., 2021) have a positive influence
on proactive behavior.

Although several scholars and practitioners have placed
emphasis on the influencing factors of proactive behavior,
these studies tend to focus on corporations and ignore
public organizations, where unnecessary and overelaborate
formalities are more prominent and negatively affect employees’
active behaviors and performance (Brewer and Walker, 2013;
Kaufmann et al., 2018). Red tape—the complex, time-consuming
formalities employees must deal with—has not been similarly
highlighted. To fill this gap, this study applies the job
demands-resources (JD-R) model (Bakker and Demerouti,
2007) to assess the relationship between red tape and proactive
behavior. We consider red tape as the job demand and
examine the mediating effect of lack of goal progress (LOGP)
associated with this relationship. Scholars believe that employees
with high public service motivation (PSM) are likely to
engage in spontaneous, innovative behaviors on behalf of the
organization (Perry and Wise, 1990). Therefore, in line with
other scholars, we also assume PSM as a type of personal
resource (Bakker and Demerouti, 2017) and examine whether
the relationship between LOGP and proactive behavior is
moderated by PSM.

Our work makes the following contributions. First and
foremost, we contribute to literature on the causes of proactive
behavior. As mentioned earlier, previous studies have primarily
focused on private organizations. We introduce red tape, a highly
negative factor in public organizations, into the discourse and
analyze its impact on community workers’ proactive behavior
through the mediating role of LOGP. Second, drawing on
literature on public administration, we extend the JD-R model
by introducing red tape as a job demand and PSM as a personal
resource, thus examining the practical implications of the model
(Kernaghan, 2011; Lavigna, 2015; Perry and Vandenabeele,
2015). Third, our study enriches literature regarding red tape.
Although the phenomenon of red tape in public organizations
has been examined in numerous empirical studies (Pandey
and Scott, 2002; Bozeman and Feeney, 2011), these studies
have mainly considered job satisfaction, organizational sense of
belonging, democratic rights, and organizational performance
rather than investigating red tapes influence on proactive
work behavior. Finally, we expand the research on PSM by
finding that PSM doesn’t moderate the relationship between
LOGP and proactive behavior. Our study broadens both
theoretical and empirical knowledge by uncovering the possible
reasons for this.

THEORETICAL FRAMEWORK AND
HYPOTHESES

The Job Demands-Resources Model

The JD-R model (Demerouti et al, 2001) classifies working
environment elements into job demands and job resources, as
factors that lead to positive or negative outcomes. Job demands
are physical, psychological, social, or organizational aspects of the
job that can cause physical or psychological exhaustion; therefore,
they are associated with certain physiological or psychological
costs. Correspondingly, job resources are material, psychological,
social, or organizational resources provided by the organization
to stimulate personal ability, learning, work enthusiasm, and
work involvement; they can alleviate the problem of job burnout
caused by excessive job demands (Borst et al.,, 2019). The JD-
R model is widely accepted in academia. While it focuses on
job requirements and job resources as the two essential job
characteristics that affect job burnout, it allows for other factors
to influence the relationship.

Considering the assumption of most psychological research
that human behavior is the result of an interaction between
personal and environmental factors, it is necessary to integrate
personal resources into the JD-R model (Schaufeli and Taris,
2014; Bakker and Demerouti, 2017). Bakker and Demerouti
(2017) defined personal resources as the beliefs people hold
regarding how much control they have over their environment,
and emphasized that they play a similar role to job resources. By
introducing personal resources into the JD-R model, this theory
has been enriched.

Moreover, when scholars first proposed the JD-R model, they
did “not take the specific circumstances of certain occupations
and contexts into account” (Borst et al., 2019, p. 2). Since most
existing research focuses on private organizations, scholars have
called for more emphasis on public administration (Kernaghan,
2011; Lavigna, 2015; Perry and Vandenabeele, 2015). Therefore,
our study introduces unique but popular public concepts of red
tape and PSM into the JD-R model, as a job demand and a
personal resource, respectively, to explore how they influence
community workers’ proactive behavior.

Red Tape and Proactive Behavior

Bozeman (1993) provided the first clear definition of red tape,
delineating it as the rules, regulations, and procedures that are in
force and need to be obeyed, but which do not contribute to the
fulfillment of their intended purpose. Since then, scholars have
added to this definition, noting that red tape is the distortion or
alienation of the function of effective rules and the presence of
redundant rules and procedures in organizations. Red tape often
includes highly formalized, restrictive, excessive, or meaningless
paperwork, in addition to inefficient rules, procedures, and
regulations (Hong, 2020). It damages the interests of stakeholders
and hinders the realization of legitimate organizational goals,
resulting in a series of negative effects (Kaufmann et al., 2019; van
Eijk et al., 2019; Blom, 2020). Therefore, red tape is a job stressor
that inhibits an individual’s proactive behavior (Crawford et al.,
2010; Quratulain and Khan, 2015).
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Based on the JD-R model, job demands are unique predictors
of (dis)engagement (Bakker and Demerouti, 2017), which in
turn predict future proactive behavior (Mohsin, 2019). In the
face of the complex and challenging circumstances of the
pandemic, community workers need to be more self-motivated
and enhance active behaviors such as providing timely help
to the community, identifying potential problems in real time,
learning from experiences, and voicing better solutions. These
kinds of proactive behavior need time, energy, and courage to
respond to the constantly changing conditions. However, most
community workers in China encountered red tape, including
filling out forms, excessive meetings, and endless inspection by
superiors (Li, 2020). One community worker said, “When the
pandemic was severe, we had to fill in more than a dozen
forms a day, which were issued by different departments with
basically the same content but slightly different formats and
styles.” (Chu and Zhang, 2020, p. 55). From the perspective of
resource consumption, red tape consumes precious time and
energy, dampening community workers’ enthusiasm. When these
workers are faced with mandatory and unexpected additional
burdens, they are bound to consume a large number of their
resources, making them unable to devote sufficient resources
to other activities (Hu and Tang, 2021). Even if they come up
with new ideas, it is hard to turn them into concrete initiatives
without follow-up resources (DeHart-Davis and Pandey, 2005).
Therefore, this study proposes the first hypothesis.

Hypothesis 1: Red tape has a negative impact on community
workers’ proactive behavior.

The Mediating Role of Perceived Lack of

Goal Progress

Personal goals are the results that a person expects to achieve;
they guide decisions and the evaluation of work results (Robbins
and Coulter, 2007), and ultimately, affect one’s well-being (Wiese
and Freund, 2005). Individuals must deal with different tasks
and assume different responsibilities every day, which involves
accomplishing multiple goals that may sometimes conflict with
each other; they need to allocate time and energy among
different tasks. Allocating attention and resources to different
tasks requires constant self-control and consideration of how to
prioritize the use of resources to promote the realization of work
goals (Koopman et al., 2016; Gabriel et al., 2018).

The JD-R model suggests that job demands will cause the
loss of individual resources and undermine the effectiveness
of workers’ own activities as they begin making mistakes
and starting conflicts (Bakker, 2015). Red tape, as a job
stressor, disrupts the efforts of community workers and
diverts their resources and attention, often interrupting work
goal progress. Meetings, filling out forms, and preparing
for inspections interrupt the working rhythm of community
workers and have a negative impact on the continuous
progress of work, reducing their ability to devote themselves
to their tasks (Rosenfeld, 1984). Some community workers
complain that they have to manage all kinds of red tape
at work, reducing the continuity of work and causing
LOGP. Coping with the negative experience of red tape and

adjusting to the interruptions of work require significant self-
regulation resources, which are consumed at the expense
of progress toward work goals. Therefore, we propose the
following hypothesis.

Hypothesis 2: Red tape has a positive impact on community workers’
LOGP.

According to the JD-R model, jobs and behaviors that
combine high demands with high resources are “active” jobs
and behaviors. When job demands are high, job resources
are particularly useful and motivating (Bakker and Demerouti,
2017). During the pandemic, community workers’ proactive
behavior has had a high level of resource dependence. However,
when community workers experience LOGP, they will devote
less energy and resources to proactive behavior. Johnson et al.
(2006) research shows that when individuals undergo cognitive
transformations, the original process is often retained in their
memories; it takes additional time and resources to revert to the
previous working state after the work interruption, which makes
it more difficult for individuals to maintain a positive attitude. In
the prevention and control of COVID-19, community workers
have often encountered red tape (Chen et al.,, 2021; Ezzat et al,,
2021; Yuniza and Rebecca, 2021), which interrupts or delays the
process of work and can limit community workers’ attention at a
certain time (Kalisch and Aebersold, 2010). Instead of devoting
energy, community workers tend to reduce active work and
allocate the remaining resources to recent, specific, and time-
limited daily activities. In light of this, we propose Hypothesis 3.

Hypothesis 3: Community workers’ LOGP has a negative impact on
their proactive behavior.

Consistent with the above discussion, we further suggest that
the relationship between red tape and proactive behavior will
extend to the indirect relationship between red tape and proactive
behavior through LOGP. A past empirical study shows that
falling behind on work goals captures attention and spurs action
aimed at reducing performance-goal discrepancies (Lord et al.,
2010). When community workers perceive the lack of progress
to be due to red tape, they will consider how and where they
allocate their limited attentional resources (Neal et al.,, 2017).
Thus, they have to balance the resources they deploy toward
sustaining change-oriented behavior compared to more routine
behavior. This may mean they will withdraw resources from
proactive activities to accomplish other work goals. Therefore, we
propose Hypothesis 4.

Hypothesis 4: Community worker’s LOGP mediates the negative
relationship between red tape and proactive behavior.

The Moderating Role of Public Service
Motivation Between Lack of Goal

Progress and Proactive Behavior

Public service motivation, a specific variant of prosocial
motivation (Perry, 1996; Georgellis et al., 2011), has received
a substantial amount of attention as both a predictor of
individual and group performances. It is defined as an individual’s
orientation to delivering services to others to improve societal
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welfare (Perry and Hondeghem, 2008). It is also a special form
of intrinsic motivation and a stable individual personality trait
(Perry and Vandenabeele, 2015). Since it is not “contingent on
feelings of pleasure or enjoyment,” and instead, emphasizes the
“meaning and purpose of the work” (Perry et al., 2010), scholars
generally consider it a key psychological resource (Bakker,
2015) that can relieve work stress (Liu et al., 2015; Bao and
Zhong, 2021). In public organizations, scholars believe PSM is
the personal resource prerequisite for government employees’
engagement (Lavigna, 2015; Cooke et al., 2019).

Job demands-resources theory proposes that demands and
resources (both job and personal) interact in predicting
employees’ well-being and performance (Bakker and Demerouti,
2017). If workers face excessive job demands, strain and
exhaustion increase, which may undermine performance unless
they have enough resources available. If employees have sufficient
job or personal resources, they are more engaged in their
work, which facilitates performance and proactive behaviors,
such as job crafting (Bakker, 2015). PSM plays an important
role in offsetting burnout and work-related stress (Scott and
Pandey, 2005; Mussagulova, 2021) and it weakens the links
between work demands and performance. Those who with higher
levels of PSM “will be better able to deal with organizational
stressors because they know that dealing with those stressors
serves the higher goal of helping others” (Bakker, 2015, p. 727).
Therefore, in the management of the COVID-19 pandemic,
community workers with higher PSM are not impervious to
negative environmental conditions, but rather, they can deal with
negative work situations more effectively (Hoek, 2021). They can
adapt quickly after experiencing LOGP caused by red tape. They
can seek opportunities to work on projects that have a significant
impact on their community, even if the projects take up their time
and energy (Rosen et al., 2019). On the basis of these arguments
and literature review, we propose Hypothesis 5.

Hypothesis 5: PSM moderates the relationship between LOGP
and proactive behavior, such that the relationship is weak when
community workers’ PSM is high.

The theoretical framework is presented in Figure 1.

MATERIALS AND METHODS

Participants and Procedures

The participants in this study consisted of full-time community
workers in Beijing who are responsible for community pandemic
prevention, alongside medical workers, volunteers, police

Lack of goal progress

Public service motivation

Red tape Proactive behavior

FIGURE 1 | Theoretical model.

officers, and other officials. They have been on the frontline
of the fight against COVID-19 and their daily work has
included community disinfection, dragnet screening of potential
virus carriers, and helping households with difficulties. We
contacted them through their participation in an online anti-
pandemic training program. All the respondents indicated
their willingness to participate by signing an informed consent
form after we explained the purpose of the survey according
to the Declaration of Helsinki. We distributed our online
questionnaires through a Wechat group.

To avoid potential common method bias (Podsakoft et al.,
2003), we collected data in two waves. Participants rated red
tape and LOGP during the first wave. In the second wave,
2 weeks later, questionnaires on PSM and proactive behavior were
distributed through the Wechat group. We used participants’
authorized nicknames in Wechat to match the responses
from the two waves.

In total, excluding the questionnaires that could not be
matched across the two waves, 656 participants provided
complete responses, resulting in an effective response rate of
85.6%. Table 1 reports the demographic information for the
sample. Among the employees sampled, 79.4% were women,
90.9% were married, and 42.4% had received a bachelor’s degree
or above. The mean age was 42.42 years old (SD = 7.13), and the
average work experience was 12.33 years (SD = 5.55).

Measures

We used English-language scales and followed a strict translation
and back-translation procedure. Each of these scales asked the
community workers to rate their opinions on a 5-point Likert
scale ranging from 1 (strongly disagree) to 5 (strongly agree).

Red Tape
We measured red tape using a validated 6-item scale translated
into English by Borst et al. (2019). A high score indicates that

TABLE 1 | Basic demographic information of the sample (N = 656).

Gender Male 20.58%
Female 79.42%
Marriage Unmarried 9.15%
Married 90.85%
Education High school and below 5.04%
Junior college education 52.59%
Undergraduate 41.46%
Postgraduate 0.91%
Age (years) Mean 42.42
Median 43
SD 713
Min. 25
Max. 63
Tenure (years) Mean 12.33
Median 12
SD 5.55
Min. 1
Max. 38
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an employee perceives a high level of red tape. A sample item is
“Filling out forms and systems cost me a lot of time.”

Lack of Goal Progress

Lack of goal progress was measured with three items adapted
from Koopman et al. (2016). A sample item is “Today, I have not
made good progress on my work goals.”

Public Service Motivation

We adopted a five-item scale developed by Wright et al. (2013) to
measure PSM. One of the items is “Meaningful public service is
very important to me.”

Proactive Behavior

Community workers rated their proactive behavior using three
items from Griffin et al. (2007). A sample item is “I come up with
ideas to improve how my core tasks are done.”

Control Variables

Prior research has shown that demographic variables may
influence LOGP (Neal et al., 2017) and proactive behavior (Smale
et al, 2019). Thus, we controlled for gender, age, marriage,
education, and tenure in our study.

RESULTS

Data Analysis Strategy

We used the statistical software packages Mplus 7.4 and SPSS
25.0 to analyze the data. First, we conducted a confirmatory
factor analysis (CFA) with Mplus 7.4. Then, we used hierarchical
regression analyses to test the direct, mediating, and moderating
effects in the model we specified. All descriptive, correlations and
hierarchical regression analyses were analyzed using SPSS 25.0.

Measurement Model

We conducted a series of CFAs (Muthen and Muthen, 2012) to
ensure the satisfactory discriminant validity of red tape, LOGP,
proactive behavior, and PSM. The results indicated that the
hypothesized four-factor mode (x 2 = 100.768, df = 30, IF1 = 0.983,
TLI = 0.974, RMSEA = 0.06) was a better fit to the data than any
other alternative models (see Table 2).

Descriptive Statistics and Correlations

The means, standard deviations, correlations among variables,
and reliability coefficients are shown in Table 3. Based on
Cronbach’s alpha coeflicients, all the scales exhibited internal
consistency ranging from 0.82 for red tape to 0.94 for PSM,
thus indicating acceptable internal consistency and reliability
(a > 0.70). Among the control variables, marriage and education
displayed positive correlations with red tape (r = 0.09, p < 0.05;
r = 0.11, p < 0.01). This suggests that married and highly
educated community workers perceived higher levels of red
tape. As expected, red tape had a significant, positive correlation
with LOGP (r = 0.65, p < 0.001) and a negative correlation
with proactive behavior (r = —0.58, p < 0.001). LOGP was
negatively related to proactive behavior (r = —0.58, p < 0.001).

Moreover, PSM had a significant negative correlation with red
tape (r = —0.24, p < 0.001) and LOGP (r = —0.21, p < 0.001)
and a positive correlation with proactive behavior (r = 0.17,
p < 0.001).

Hypotheses Testing

We conducted a hierarchical multiple regression analysis using
SPSS 25.0 to test the hypotheses (Baron and Kenny, 1986). Table 4
shows the results of this analysis in detail.

Hypothesis 1 predicted that red tape was negatively related
to proactive behavior. In Model 4, red tape was negatively and
significantly related to proactive behavior (§ = —0.58, p < 0.001),
supporting Hypothesis 1.

Hypothesis 2 predicted that red tape was positively related to
LOGP. Model 2 demonstrated that red tape was positively related
to LOGP (B = 0.66, p < 0.001), which supports Hypothesis 2.

Model 5 showed that LOGP was negatively related to proactive
behavior (8 = —0.53, p < 0.001); this supports Hypothesis 3.

Hypothesis 4 predicted that LOGP would mediate the
relationship between red tape and proactive behavior. Our
analysis indicated that red tape was positively related to
LOGP, and LOGP was negatively related to proactive behavior.
Additionally, Model 5 showed that after adding the variable
LOGP, the direct effect of red tape on proactive behavior
was reduced (B = —0.23, p < 0.001). We further employed
the PROCESS analysis and opted for Model 4 to test our
mediating effect (Hayes, 2017). As shown in Table 5, the
bootstrapping results showed that the indirect effect of red tape
on proactive behavior through LOGP was significant (indirect
effect = —0.453, 95% CI = [—0.415, —0.289]), thus providing
support for Hypothesis 4.

Hypothesis 5 predicted that red tape would moderate the
relationship between LOGP and proactive behavior. Model
7 in our hierarchal multiple regression analysis showed that
the interaction between LOGP and PSM had no significant
correlation with proactive behavior (B = 0.02, ns); thus,
Hypothesis 5 is not supported by the findings.

DISCUSSION

Since the outbreak of COVID-19, community-based
management has been a key factor as an extension of governance
for social management in restraining the spread of the virus.
Operating at the grassroots level of a public organization,
community workers have taken on arduous responsibilities
and made important contributions. However, red tape severely
hampers the initiative of community workers. To address this,
the National Health Commission of the PRC issued a special
notice on Effectively Reducing the Burden on the Grassroot
Bureaucrats (National Health Commission, 2020). To examine
how red tape impacts community workers’ proactive behavior,
we applied the JD-R model to our study and explored the role
of LOGP as a mediating variable and PSM’s moderating role.
Empirical results from a two-wave investigation showed that red
tape had a negative relationship with proactive behavior, and
LOGP mediated the direct relationship. However, our hypothesis
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TABLE 2 | Results of confirmatory factor analyses.

Model X2 df ¥2/df Ax? Adf RMSEA TLI IFI
1. Hypothesized four-factor model 100.768 30 3.359 0.06 0.974 0.983
2. Proactive behavior, PSM, and red tape-LOGP combined 193.504 33 5.864 92.736 3 0.086 0.946 0.961
3. PSM, red tape and LOGP-proactive behavior combined 541.596 32 16.925 440.828 2 0.156 0.824 0.875
4. Red tape, LOGP and PSM-proactive behavior combined 417.484 32 13.046 316.716 2 0.136 0.867 0.906
5. Red tape-LOGP and PSM-proactive behavior combined 505.594 34 14.870 404.826 4 0.146 0.847 0.884
6. Red tape and LOGP-PSM-proactive behavior combined 889.8 34 26.171 789.032 4 0.196 0.722 0.79
7. Red tape-LOGP-PSM combined and proactive behavior 481.162 34 14.162 380.394 4 0.142 0.855 0.89
8. Single-factor model 993.636 35 28.390 892.868 5 0.204 0.697 0.765
TABLE 3 | Means, standard deviations, and correlations.
Mean SD 1 2 3 4 5 6 7 8 9
1. Gender 0.79 0.41
2. Age 42.42 7.13 0.05
3. Marriage 0.91 0.29 0.02 0.24*
4. Education 2.38 0.6 —0.04 —0.36"* —0.07
5. Tenure 12.31 5.54 0.14*** 0.57** 0.16™* —0.08
6. Red tape 3.88 0.7 0.02 —0.04 0.09* 0.11* 0.03 0.82
7. LOGP 3.61 0.81 0.02 —0.01 0.06 0.04 0.01 0.65"** 0.87
8. Proactive behavior 2.57 0.92 0.05 0.06 —0.02 —0.06 0.03 —0.58"** —0.68*** 0.92
9. PSM 3.97 0.64 —0.03 —0.05 —0.03 0.04 0.01 —0.24** —0.21** 0.17** 0.84
N =656, 'p < 0.05, **p < 0.01, **p < 0.001.Reliability coefficients are shown in bold along the diagonal of the table.
TABLE 4 | Results of hierarchical regression analyses.
LOGP Proactive behavior
B SE B SE B SE B SE B SE B SE B SE
Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7

Gender 0.02 0.08 0.01 0.06 0.04 0.09 0.06 0.07 0.06* 0.06 0.06* 0.06 0.06* 0.06
Age —0.02 0.01 0.00 0.00 0.05 0.01 0.04 0.01 0.04 0.00 0.04 0.00 0.04 0.00
Marriage 0.06 0.11 0.00 0.09 —0.04 0.13 0.02 0.11 0.02 0.09 0.02 0.09 0.01 0.09
Education 0.03 0.06 —0.04 0.04 —0.03 0.07 0.03 0.05 0.01 0.05 0.01 0.05 0.01 0.05
Tenure —0.03 0.00 —0.03 0.00 0.03 0.00 0.03 0.00 0.02 0.00 0.02 0.00 0.02 0.00
Red tape 0.66™*  0.03 —-0.58"*  0.04 —-0.23"*  0.05 —-0.23"*  0.05 —-0.23"*  0.05
LOGP —0.53"**  0.04 —0.53"**  0.04 —0.52"*  0.04
PSM 0.01 0.04 0.01 0.04
LOGP*PSM 0.02 0.04
R? 0.01 0.43 0.01 0.34*** 0.50"** 0.50 0.50
AR? 0.42 0.33*** 0.16*** 0.00 0.00
F 0.77 81.85"* 1.1 54.97** 90.68*** 79.25"* 70.49"*

N = 656. *p < 0.05; **p < 0.001.

TABLE 5 | The mediating effect of lack of goal progress (LOGP) on the relationship between red tape and proactive behavior.

Effects SE Effect sizes 95% BC confidence LL 95% BC confidence UL
Total effect -0.75 0.04 —0.84 —0.67
Direct effect —0.30 0.05 —0.40 —-0.21
Indirect effect —0.45 0.04 —0.50 -0.37

N = 656. Bootstrapping sample size = 5,000. SE, standard error; LL, bootstrapping lower limit confidence interval; UL, bootstrapping upper limit confidence interval.
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that PSM would moderate the relationship between LOGP and
proactive behavior was not supported by the results. These
findings have important theoretical and practical implications,
which are discussed below.

Theoretical and Practical Implications
Compared with previous studies, our study makes the following
contributions. First, we answer recent calls to examine the
practical usage of the JD-R model in public organizations
(Lavigna, 2015; Perry and Vandenabeele, 2015). Scholars have
conducted several studies based on JD-R theory, but they tend
to focus on private rather than public organizations. As some
scholars have pointed out, perceived red tape and PSM, as
factors specific to the public sector, may affect civil servants’
job engagement and performance (Lavigna, 2015; Borst, 2018).
Our study introduced these factors into the JD-R model as work
requirements and personal resources to explore their influence on
the behavior of community workers. Thus, our study enriches the
JD-R model and broadens the underlying theory for explaining
how community workers might behave given organizational
demands and personal resources.

Second, using data from the unique period of the COVID-19
pandemic, we verified the negative impact of red tape on civil
servants’ proactive behavior, which enriches prior research using
two concepts. Although there is consensus among scholars that
red tape has negative consequences (George et al., 2021), previous
studies have mainly focused on employees’ job satisfaction,
engagement, organizational commitment, and responsiveness
(Torenvlied and Akkerman, 2012; Borst, 2018; Steijn and van
der Voet, 2019). Our study took a step further toward resolving
the negative effect of red tape on public employees” proactivity
in emergency circumstances, alerting scholars to examine other
downstream outcomes that could be affected by red tape. Our
study also broadens theory and research by assuming red
tape as the negative antecedent variable. While, some studies
have mentioned factors such as stressors at work (Ohly et al.,
2006), ostracism (Williams, 2002; Ferris et al., 2008), and their
significant influence on inhibiting employees’ proactive behavior,
they tend to focus on leaders and individual workers. Our
study focuses on institutional factors at the organizational level,
revealing the negative impact of red tape on proactive behavior.
This extends the literature on antecedent variables of proactive
behavior. Interestingly, red tape does not just exist in public
sectors; it exists in almost all kinds of bureaucratic organizations.
Therefore, we encourage scholars to pay more attention to such
variables that have previously received little attention.

Third, we examined the relationship between red tape and
proactive behavior by identifying LOGP as one mechanism,
which is different from other emotional and attitude variables,
through which red tape operates. While previous studies have
established the negative impact of red tape on individuals (George
et al,, 2021), the relationship between proactive behavior and
red tape in the JD-R model, remains unexamined. According
to our mediating framework, red tape as a job demand has
a positive impact on LOGP because community workers must
divert resources from other goal-relevant red tape tasks to
check and filter. Dealing with these interruptions involves task

switching, cognitive suppression, and emotion regulation, all of
which consume resources (Lanaj et al., 2016). LOGP further has
a negative effect on proactive behavior. Good accessibility and
efficacy combined with goal progress are expected to produce
beneficial well-being effects. When individuals perceive LOGP,
they will strategically deploy their limited attention (Neal et al.,
2017). Our results suggest that when community workers™ goal
progress is impeded by red tape, they will withdraw energy and
attention from behaviors that contribute to proactive behavior.

Finally, our results enrich the literature on PSM by showing
that public employees with high levels of PSM do not necessarily
show high levels of proactive behavior. In our study, the
moderating effect of PSM between LOGP and proactive behavior
was not significant. This seems odd because it contradicts
the belief that PSM gives civil servants a greater sense of
purpose, which helps them meet the demands of their jobs
through organizing resources more efficiently, staying focused,
and achieving job objectives (Bakker, 2015; Borst, 2018).
A plausible explanation may be related to the dark side
of PSM. Although most studies suggest that the effects of
PSM are positive, its downside has been noted in research
(Jensen et al., 2019). Empirical studies have demonstrated that
PSM is not always positively associated with preferences for
public sector employment (Hinna et al., 2021); public servants
who exhibit higher levels of PSM may have higher turnover
intentions when encountering work-family conflict (Hu et al,,
2021). Consistent with Moynihan and Pandey (2007) conclusion
that perceptions of red tape reduce PSM, we also found that
red tape is negatively related to PSM. According to self-
regulation theory, self-regulation is a process of controlling
and regulating cognition, emotion, behavior, and psychology
to achieve personal goals (Zimmerman, 2008). Individuals
generally need to consume self-regulation resources to face
various negative experiences. During the pandemic, community
workers have become particularly averse to red tape; thus, when
faced with a constant LOGP due to red tape, they exhaust
their PSM as an individual resource and can no longer invest
enough resources in proactive behavior. When confronted with
obstacles inherent in their work environment, even workers
with high PSM may not respond to these challenges in the
same manner that they did prior to COVID-19 (Quratulain and
Khan, 2015). In this case, since the moderating effect of PSM
may not be significant, we encourage future research to further
explore this issue.

Our study also has important practical significance if the
mechanisms we identify are causal. First, as our results
showed, red tape can significantly reduce community workers’
proactive behavior. In the fight against the COVID-19 pandemic,
community workers’ routine and specific tasks provide a unique
contribution, therefore, higher governments and leaders should
be fully aware of the harm red tape can have on their
proactive behavior and try to reduce unnecessary meetings,
forms, and inspections. Second, as our paper highlighted, the
LOGP mediates the negative relationship between red tape
and proactive behavior. The government should recognize that
proactive behavior has a high level of resource dependence and
red tape constantly disrupts the normal routine of community
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workers, limiting the time and energy they can devote to learning
and innovation and leaving them unable to cope with complex
challenges in a rapidly changing environment. Finally, PSM does
not mitigate the negative effects of red tape disruptions on
proactive behavior. Therefore, instead of focusing on improving
personal resources, governments should pay more attention to
reducing red tape in formal institutions. China’s community
workers are at the bottom of the bureaucratic hierarchy, and they
must respond unconditionally and promptly to tasks assigned by
higher authorities. So, when they are asked to attend meetings
and fill out forms, they have no choice but to comply, regardless
of whether the tasks are relevant to fighting the pandemic. Higher
authorities in bureaucracy should re-examine existing working
procedures and rules, assess their necessity and effectiveness, and
simplify cumbersome and inefficient rules and procedures.

Limitations

Despite its strengths, this study does have some limitations.
First, we tested the relationship between red tape and proactive
behavior; while based on Grant and Ashford (2008) definition,
we did not differentiate between in-role or ex-role performance in
proactive behavior. Correspondingly, we did distinguish between
in-role goals and ex-role goals. This may have affected our
judgment of the mediation mechanism of LOGP between red tape
and proactive behavior. Therefore, future research should expand
on our study by classifying different goals.

Second, contrary to our hypothesis, we found that PSM did
not moderate the relationship between LOGP and proactive
behavior. Although we explored the possible reasons for this,
we did not further study the “black box” of the relationship.
When Bakker and Demerouti (2017) reviewed the JD-R model
studies, they pointed out that, besides having a direct positive
effect on work engagement, personal resources are expected to
buffer the undesirable impact of job demands on strain and boost
the desirable impact of (challenge) job demands on motivation.
The current study has provided only limited support for this
proposition, which means that further research is needed to test
the job demands and personal resources interaction.

Third, the data were only collected in Beijing, leaving it unclear
whether our findings can be generalized to other cities or larger

REFERENCES

Bakker, A. B. (2015). A job demands-resources approach to public
service motivation. Public Adm. Rev. 75, 723-732. doi: 10.1111/puar.
12388

Bakker, A. B., and Demerouti, E. (2007). The job demands-resources model:
state of the art. J. Manag. Psychol. 22, 309-328. doi: 10.1108/0268394071073
3115

Bakker, A. B., and Demerouti, E. (2017). Job demands-resources theory: taking
stock and looking forward. J. Occup. Health Psychol. 22, 273-285. doi: 10.1037/
ocp0000056

Bao, Y., and Zhong, W. (2021). Public service motivation matters: examining
the differential effects of challenge and hindrance stressors on organizational
identification and turnover intention. Public Manag. Rev. 23, 545-566. doi:
10.1080/14719037.2019.1699944

Baron, R. M., and Kenny, D. A. (1986). The moderator-mediator variable
distinction in social psychological research: conceptual, strategic, and statistical
considerations. J. Pers. Soc. Psychol. 51:1173. doi: 10.1037//0022-3514.51.6.1173

regions. Future research should expand sampling to include
other locations.

Finally, the data were self-reported, having been obtained
from questionnaires given to community workers. Future
studies can use leaders evaluations of their employees
proactive behavior as a data source to address the problem of
homologous deviation.

DATA AVAILABILITY STATEMENT

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.

ETHICS STATEMENT

Ethical review and approval was not required for the study
on human participants in accordance with the local legislation
and institutional requirements. Written informed consent from
the patients/participants was not required to participate in
this study in accordance with the national legislation and the
institutional requirements.

AUTHOR CONTRIBUTIONS

WH led the literature review, research design, and manuscript
drafting work. SZ made contributions in literature and data
analysis. SL made contributions in manuscript drafting work.
All authors contributed to the article and approved the
submitted version.

FUNDING

This research was supported by the National Natural Science
Foundation of China (NSFC, Project ID: 71974193) and partially
supported by OLUGI and the Chinese Social Science Foundation
(CSSF Key Project: 20ZDA107).

Blom, R. (2020). Mixed feelings? Comparing the effects of perceived red tape and
job goal clarity on hrm satisfaction and organizational commitment across
central government, government agencies, and businesses. Public Pers. Manag.
49, 421-443. doi: 10.1177/0091026019878204

Borst, R. T. (2018). Comparing work engagement in people-changing and people-
processing service providers: a mediation model with red tape, autonomy,
dimensions of PSM, and performance. Public Pers. Manag. 47, 287-313. doi:
10.1177/0091026018770225

Borst, R. T., Kruyen, P. M., and Lako, C. J. (2019). Exploring the job
demands-resources model of work engagement in government: bringing in a
psychological perspective. Rev. Public Pers. Adm. 39, 372-397. doi: 10.1177/
0734371X17729870

Bozeman, B. (1993). A theory of government “red tape”. J. Public Adm. Res. Theor.
3,273-304. doi: 10.1093/oxfordjournals.jpart.a037171

Bozeman, B., and Feeney, M. K. (2011). Rules and Red Tape: A Prism for Public
Administration Theory and Research. Armonk, NY: MLE. Sharpe.

Brewer, G. A., and Walker, R. M. (2013). Personnel constraints in public
organizations: the impact of reward and punishment on organizational

Frontiers in Psychology | www.frontiersin.org

June 2022 | Volume 13 | Article 871025


https://doi.org/10.1111/puar.12388
https://doi.org/10.1111/puar.12388
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1108/02683940710733115
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1080/14719037.2019.1699944
https://doi.org/10.1080/14719037.2019.1699944
https://doi.org/10.1037//0022-3514.51.6.1173
https://doi.org/10.1177/0091026019878204
https://doi.org/10.1177/0091026018770225
https://doi.org/10.1177/0091026018770225
https://doi.org/10.1177/0734371X17729870
https://doi.org/10.1177/0734371X17729870
https://doi.org/10.1093/oxfordjournals.jpart.a037171
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

Hu et al.

Red Tape and Proactive Behavior

performance. Public Adm. Rev. 73, 121-131. doi: 10.1111/j.1540-6210.2012.
02681.x

Chu, J., and Zhang, Y. (2020). Analysis of formalism phenomenon of “using forms
to fight epidemic” in policy implementation. Stat. Decis. Mak. 36, 54-60.

Cooke, D. K., Brant, K. K., and Woods, J. M. (2019). The role of public service
motivation in employee work engagement: a test of the job demands-resources
model. Int. J. Public Adm. 42, 765-775. doi: 10.1080/01900692.2018.1517265

Crant, J. M. (2000). Proactive behavior in organizations. . Manag. 26:28. doi:
10.1016/50149-2063(00)00044- 1

Crawford, E. R, LePine, J. A., and Rich, B. L. (2010). Linking job demands and
resources to employee engagement and burnout: a theoretical extension and
meta-analytic test. . Appl. Psychol. 95:834. doi: 10.1037/a0019364

DeHart-Davis, L., and Pandey, S. K. (2005). Red tape and public employees: does
perceived rule dysfunction alienate managers? J. Public Adm. Res. Theor. 15,
133-148. doi: 10.1093/jopart/mui007

Demerouti, E., Nachreiner, F., Bakker, A. B., Schaufeli, W. B., Human Performance,
and Management. (2001). The job demands-resources model of burnout.
J. Appl. Psychol. 86, 499-512. doi: 10.1037//0021-9010.86.3.499

Den Hartog, D. N., and Belschak, F. D. (2012). When does transformational
leadership enhance employee proactive behavior? The role of autonomy and
role breadth self-efficacy. J. Appl. Psychol. 97, 194-202. doi: 10.1037/a0024903

Ezzat, A., Sood, H., Holt, J., Ahmed, H., and Komorowski, M. (2021). COVID-
19: are the elderly prepared for virtual healthcare? BMJ Health Care Inform.
28:€100334. doi: 10.1136/bmjhci-2021-100334

Ferris, D. L., Brown, D. J., Berry, J. W., and Lian, H. (2008). The development
and validation of the workplace ostracism scale. J. Appl. Psychol. 93:1348. doi:
10.1037/a0012743

Fritz, C., and Sonnentag, S. (2009). Antecedents of day-level proactive behavior:
a ook at job stressors and positive affect during the workdayt. J. Manag. 35,
94-111. doi: 10.1177/0149206307308911

Gabriel, A. S., Koopman, J., Rosen, C. C., and Johnson, R. E. (2018). Helping others
or helping oneself? An episodic examination of the behavioral consequences of
helping at work. Pers. Psychol. 71, 85-107. doi: 10.1111/peps.12229

George, B., Pandey, S. K., Steijn, B., Decramer, A., and Audenaert, M. (2021).
Red tape, organizational performance, and employee outcomes: meta-analysis,
meta-regression, and research agenda. Public Adm. Rev. 81, 638-651. doi: 10.
5465/AMBPP.2020.11929

Georgellis, Y., Iossa, E., and Tabvuma, V. (2011). Crowding out intrinsic
motivation in the public sector. J. Public Adm. Res. Theor. 21, 473-493. doi:
10.1093/jopart/muq073

Grant, A. M., and Ashford, S. J. (2008). The dynamics of proactivity at work. Res.
Organ. Behav. 28, 3-34. doi: 10.1016/j.riob.2008.04.002

Grant, A. M., Parker, S., and Collins, C. (2009). Getting credit for proactive
behavior:supervisor reactions depend on what you value and how you feel. Pers.
Psychol. 62, 31-55. doi: 10.1111/j.1744-6570.2008.01128.x

Griffin, M. A., Neal, A., and Parker, S. K. (2007). A new model of work role
performance: positive behavior in uncertain and interdependent contexts. Acad.
Manage. ]. 50, 327-347. doi: 10.5465/AM].2007.24634438

Hayes, A. F. (2017). Introduction to Mediation, Moderation, and Conditional
Process Analysis: A Regression-Based Approach. New York, NY: Guilford
publications.

Hinna, A., Homberg, F., Scarozza, D., and Verdini, V. (2021). Public service
motivation and public sector employment preference: comparing Italian and
British students. Public Money Manag. 41, 46-54. doi: 10.1080/09540962.2019.
1648003

Hoek, R. (2021). Larger, counter-intuitive and lasting — the PSM role in responding
to the COVID-19 pandemic, exploring opportunities for theoretical and
actionable advances. J. Purch. Supply Manag. 27:100688. doi: 10.1016/j.pursup.
2021.100688

Hong, S. (2020). Performance management meets red tape: bounded rationality,
negativity bias, and resource dependence. Public Adm. Rev. 80, 932-945. doi:
10.1111/puar.13213

Hu, W,, and Tang, X. (2021). An empirical study on the effectiveness of meeting
reduction at the grassroot level ——a survey of 780 community cadres in
province. Chin. Public Adm. 37, 85-90. doi: 10.19735/j.issn.1006-0863.2021.01.
12

Hu, W,, Huang, I. Y.-F,, and Yang, W. (2021). Love or bread? Public service
motivation and fringe benefits in the retention of police forces in Beijing city.

Rev. Public Pers. Adm. 0734371X211008976. doi: 10.1177/0734371X211008976
[Epub ahead of print].

Jensen, U. T., Andersen, L. B., and Holten, A.-L. (2019). Explaining a dark side:
public service motivation, presenteeism, and absenteeism. Rev. Public Pers.
Adm. 39, 487-510. doi: 10.1177/0734371X17744865

Johnson, R. E., Chang, C.-H., and Lord, R. G. (2006). Moving from cognition to
behavior: what the research says. Psychol. Bull. 132:381. doi: 10.1037/0033-2909.
132.3.381

Kalisch, B. J., and Aebersold, M. (2010). Interruptions and multitasking in nursing
care. Jt. Comm. J. Qual. Patient Saf. 36, 126-132. doi: 10.1016/S1553-7250(10)
36021-1

Kaufmann, W., Hooghiemstra, R., and Feeney, M. K. (2018). Formal institutions,
informal institutions, and red tape: a comparative study. Public Adm. 96,
386-403. doi: 10.1111/padm.12397

Kaufmann, W., Taggart, G., and Bozeman, B. (2019). Administrative delay, red
tape, and organizational performance. Public Perform. Manag. Rev. 42, 529-553.
doi: 10.1080/15309576.2018.1474770

Kernaghan, K. (2011). Getting engaged: public-service merit and motivation
revisited: public-service merit and motivation. Can. Public Adm. 54, 1-21.
doi: 10.1111/j.1754-7121.2011.00158.x

Koopman, J., Lanaj, K., and Scott, B. A. (2016). Integrating the bright and dark
sides of OCB: a daily investigation of the benefits and costs of helping others.
Acad. Manage. ]. 59, 414-435. doi: 10.5465/amj.2014.0262

Kuo, C.-C,, Ye, Y.-C., Chen, M.-Y., and Chen, L. H. (2018). Psychological flexibility
at work and employees’ proactive work behaviour: cross-level moderating role
of leader need for structure. Appl. Psychol. 67, 454-472. doi: 10.1111/apps.
12111

Lanaj, K., Johnson, R. E., and Wang, M. (2016). When lending a hand depletes
the will: the daily costs and benefits of helping. J. Appl. Psychol. 101:1097.
doi: 10.1037/apl0000118

Lavigna, R. J. (2015). Improving employee engagement: a public sector
leadership imperative. Public Sect. Dig. 7, 37-42. doi: 10.1108/SHR-07-2014-
0044

Li, G. (2020). Trace doctrine in epidemic prevention and control. Leadersh. Sci. 37,
122-124. doi: 10.19572/j.cnki.ldkx.2020.12.036

Liu, B., Yang, K., and Yu, W. (2015). Work-related stressors and health-related
outcomes in public service: examining the role of public service motivation.
Am. Rev. Public Adm. 45, 653-673. doi: 10.1177/0275074014524298

Lord, R. G., Diefendorff, J. M., Schmidt, A. M., and Hall, R. J. (2010). Self-regulation
at work. Annu. Rev. Psychol. 61, 543-568. doi: 10.1146/annurev.psych.093008.
100314

McAllister, D. J., Kamdar, D., Morrison, E. W., and Turban, D. B. (2007).
Disentangling role perceptions: how perceived role breadth, discretion,
instrumentality, and efficacy relate to helping and taking charge. J. Appl. Psychol.
92, 1200-1211. doi: 10.1037/0021-9010.92.5.1200

Miao, Q., Schwarz, S., and Schwarz, G. (2021). Responding to COVID-19:
community volunteerism and coproduction in China. World Dev. 137:105128.
doi: 10.1016/j.worlddev.2020.105128

Mobhsin, F. H. (2019). Work engagement and proactive behavior: a concept. Int. J.
Sci. Res. Publ. 9, 776-778.

Moynihan, D. P., and Pandey, S. K. (2007). The role of organizations in fostering
public service motivation. Public Adm. Rev. 67, 40-53. doi: 10.1111/j.1540-
6210.2006.00695.x

Mussagulova, A. (2021). Predictors of work engagement: drawing on job demands-
resources theory and public service motivation. Aust. J. Public Adm. 80,
217-238.

Muthen, L., and Muthen, B. (2012). Mplus Version 7 User’s Guide: Version 7. Los
Angeles, CA: Muthen Muthen, 850.

National Health Commission, (2020). Notice on Effectively Reducing the Burden
on Grassroot Bureaucrats and Preventing and Controlling Covid-19 Infection.
Available online at: http://www.gov.cn/xinwen/2020-02/06/content_5475417.
htm (accessed February 3, 2022).

Neal, A., Ballard, T., and Vancouver, J. (2017). Dynamic self-regulation and
multiple-goal pursuit. Annu. Rev. Organ. Psychol. Organ. Behav. 4, 401-423.
doi: 10.1146/annurev-orgpsych-032516-113156

Ohly, S., Sonnentag, S., and Pluntke, F. (2006). Routinization, work characteristics
and their relationships with creative and proactive behaviors. J. Organ. Behav.
27,257-279. doi: 10.1002/job.376

Frontiers in Psychology | www.frontiersin.org

June 2022 | Volume 13 | Article 871025


https://doi.org/10.1111/j.1540-6210.2012.02681.x
https://doi.org/10.1111/j.1540-6210.2012.02681.x
https://doi.org/10.1080/01900692.2018.1517265
https://doi.org/10.1016/S0149-2063(00)00044-1
https://doi.org/10.1016/S0149-2063(00)00044-1
https://doi.org/10.1037/a0019364
https://doi.org/10.1093/jopart/mui007
https://doi.org/10.1037//0021-9010.86.3.499
https://doi.org/10.1037/a0024903
https://doi.org/10.1136/bmjhci-2021-100334
https://doi.org/10.1037/a0012743
https://doi.org/10.1037/a0012743
https://doi.org/10.1177/0149206307308911
https://doi.org/10.1111/peps.12229
https://doi.org/10.5465/AMBPP.2020.11929
https://doi.org/10.5465/AMBPP.2020.11929
https://doi.org/10.1093/jopart/muq073
https://doi.org/10.1093/jopart/muq073
https://doi.org/10.1016/j.riob.2008.04.002
https://doi.org/10.1111/j.1744-6570.2008.01128.x
https://doi.org/10.5465/AMJ.2007.24634438
https://doi.org/10.1080/09540962.2019.1648003
https://doi.org/10.1080/09540962.2019.1648003
https://doi.org/10.1016/j.pursup.2021.100688
https://doi.org/10.1016/j.pursup.2021.100688
https://doi.org/10.1111/puar.13213
https://doi.org/10.1111/puar.13213
https://doi.org/10.19735/j.issn.1006-0863.2021.01.12
https://doi.org/10.19735/j.issn.1006-0863.2021.01.12
https://doi.org/10.1177/0734371X211008976
https://doi.org/10.1177/0734371X17744865
https://doi.org/10.1037/0033-2909.132.3.381
https://doi.org/10.1037/0033-2909.132.3.381
https://doi.org/10.1016/S1553-7250(10)36021-1
https://doi.org/10.1016/S1553-7250(10)36021-1
https://doi.org/10.1111/padm.12397
https://doi.org/10.1080/15309576.2018.1474770
https://doi.org/10.1111/j.1754-7121.2011.00158.x
https://doi.org/10.5465/amj.2014.0262
https://doi.org/10.1111/apps.12111
https://doi.org/10.1111/apps.12111
https://doi.org/10.1037/apl0000118
https://doi.org/10.1108/SHR-07-2014-0044
https://doi.org/10.1108/SHR-07-2014-0044
https://doi.org/10.19572/j.cnki.ldkx.2020.12.036
https://doi.org/10.1177/0275074014524298
https://doi.org/10.1146/annurev.psych.093008.100314
https://doi.org/10.1146/annurev.psych.093008.100314
https://doi.org/10.1037/0021-9010.92.5.1200
https://doi.org/10.1016/j.worlddev.2020.105128
https://doi.org/10.1111/j.1540-6210.2006.00695.x
https://doi.org/10.1111/j.1540-6210.2006.00695.x
http://www.gov.cn/xinwen/2020-02/06/content_5475417.htm
http://www.gov.cn/xinwen/2020-02/06/content_5475417.htm
https://doi.org/10.1146/annurev-orgpsych-032516-113156
https://doi.org/10.1002/job.376
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

Hu et al.

Red Tape and Proactive Behavior

Pandey, S. K., and Scott, P. G. (2002). Red tape: a review and assessment of
concepts and measures. J. Public Adm. Res. Theor. 12, 553-580. doi: 10.1093/
oxfordjournals.jpart.a003547

Parker, S. K., and Collins, C. G. (2010). Taking stock: integrating and
differentiating multiple proactive behaviors. J. Manag. 36, 633-662. doi: 10.
1177/0149206308321554

Parker, S. K., Wang, Y., and Liao, J. (2019). When is proactivity wise? A review
of factors that influence the individual outcomes of proactive behavior. Annu.
Rev. Organ. Psychol. Organ. Behav. 6,221-248. doi: 10.1146/annurev-orgpsych-
012218-015302

Parker, S. K., Williams, H. M., and Turner, N. (2006). Modeling the antecedents
of proactive behavior at work. J. Appl. Psychol. 91, 636-652. doi: 10.1037/0021-
9010.91.3.636

Paul, T. J., de Bruin, M., and Taylor, T. A. (2020). Recasting social workers as
frontline in a socially accountable COVID-19 response. Int. Soc. Work 63,
786-789. doi: 10.1177/0020872820949623

Perry, J. (1996). Measuring public service motivation: an assessment of construct
reliability and validity. J. Public Adm. Res. Theor. 6, 5-22. doi: 10.1093/
oxfordjournals.jpart.a024303

Perry, J. L., and Hondeghem, A. (2008). Building theory and empirical evidence
about public service motivation. Int. Public Manag. J. 11, 3-12. doi: 10.1080/
10967490801887673

Perry, J. L., and Vandenabeele, W. (2015). Public service motivation research:
achievements, challenges, and future directions. Public Adm. Rev. 75, 692-699.
doi: 10.1111/puar.12430

Perry, J. L., and Wise, L. R. (1990). The motivational bases of public service. Public
Adm. Rev. 50, 367-373. doi: 10.2307/976618

Perry, J. L., Hondeghem, A., and Wise, L. R. (2010). Revisiting the motivational
bases of public service: twenty years of research and an agenda for
the future. Public Adm. Rev. 70, 681-690. doi: 10.1111/j.1540-6210.2010.
02196.x

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., and Podsakoff, N. P. (2003). Common
method biases in behavioral research: a critical review of the literature and
recommended remedies. J. Appl. Psychol. 88:879. doi: 10.1037/0021-9010.88.5.
879

Quratulain, S., and Khan, A. K. (2015). Red tape, resigned satisfaction, public
service motivation, and negative employee attitudes and behaviors: testing a
model of moderated mediation. Rev. Public Pers. Adm. 35, 307-332. doi: 10.
1177/0734371X13511646

Robbins, S. P., and Coulter, M. (2007). Principles of Management. Transl. Seyyed
Mohammad Arabi Mohammed Ali Hamid Rafiee Behrouz Asrari Ershad, Fourth
Edn. Tehran: Office of Cultural Studies.

Rosen, C. C,, Simon, L. S., Gajendran, R. S., Johnson, R. E., Lee, H. W, and Lin,
S.-H. (2019). Boxed in by your inbox: Implications of daily e-mail demands
for managers’ leadership behaviors. . Appl. Psychol. 104, 19-33. doi: 10.1037/
apl0000343

Rosenfeld, R. A. (1984). An expansion and application of Kaufman’s model of
red tape: the case of community development block grants. West. Polit. Q. 37,
603-620. doi: 10.1177/106591298403700407.

Schaufeli, W. B., and Taris, T. W. (2014). “A critical review of the job
demands-resources model: implications for improving work and health,” in
Bridging Occupational, Organizational and Public Health: A Transdisciplinary
Approach, eds G. F. Bauer and O. Hammig (Berlin: Springer Science),
43-68.

Scott, P. G., and Pandey, S. K. (2005). Red tape and public service motivation:
findings from a national survey of managers in state health and human services
agencies. Rev. Public Pers. Adm. 25, 155-180. doi: 10.1177/0734371X042
71526

Segarra-Ciprés, M., Escrig-Tena, A., and Garcia-Juan, B. (2019). Employees
proactive behavior and innovation performance: examining the moderating
role of informal and formal controls. Eur. J. Innov. Manag. 22, 866-888. doi:
10.1108/EJIM-02-2019-0041

Si, G, Xu, Y., Li, M., Zhang, Y., Peng, S., and Tan, X. (2021). Sleep quality
and associated factors during the COVID-19 epidemic among community
non-medical anti-epidemic workers of Wuhan, China. BMC Public Health
21:1270. doi: 10.1186/s12889-021-11312-8

Smale, A., Bagdadli, S., Cotton, R., Dello Russo, S., Dickmann, M., Dysvik, A., et al.
(2019). Proactive career behaviors and subjective career success: the moderating
role of national culture. J. Organ. Behav. 40, 105-122. doi: 10.1002/job.2316

Steijn, B., and van der Voet, J. (2019). Relational job characteristics and job
satisfaction of public sector employees: when prosocial motivation and red tape
collide. Public Adm. 97, 64-80. doi: 10.1111/padm.12352

Suseno, Y., Standing, C., Gengatharen, D., and Nguyen, D. (2020). Innovative work
behaviour in the public sector: the roles of task characteristics, social support,
and proactivity. Aust. J. Public Adm. 79, 41-59. doi: 10.1111/1467-8500.12378

Torenvlied, R., and Akkerman, A. (2012). Effects of managers’ work motivation
and networking activity on their reported levels of external red tape. J. Public
Adm. Res. Theor. 22, 445-471. doi: 10.1093/jopart/mur076

Utley, C. A., Kozleski, E, Smith, A., and Draper, I. L. (2002). Positive
behavior support: a proactive strategy for minimizing behavior problems in
urban multicultural youth. J. Posit. Behav. Interv. 4, 196-207. doi: 10.1177/
10983007020040040301

van Eijk, C., Steen, T., and Torenvlied, R. (2019). Public professionals’ engagement
in coproduction: the impact of the work environment on elderly care managers’
perceptions on collaboration with client councils. Am. Rev. Public Adm. 49,
733-748. doi: 10.1177/0275074019840759

Wiese, B., and Freund, A. (2005). Goal progress makes one happy, or does it?
Longitudinal findings from the work domain. J. Occup. Organ. Psychol. 78,
287-304. doi: 10.1348/096317905X26714

Williams, K. D. (2002). Ostracism: The Power of Silence. New York, NY: Guilford
Press.

Wright, B. E., Christensen, R. K., and Pandey, S. K. (2013). Measuring public
service motivation: exploring the equivalence of existing global measures. Int.
Public Manag. J. 16, 197-223. doi: 10.1080/10967494.2013.817242

Xu, S., Zhang, H., Dai, Y., Ma, J., and Lyu, L. (2021). Distributed leadership and
new generation employees’ proactive behavior: roles of idiosyncratic deals and
meaningfulness of work. Front. Psychol. 12:755513. doi: 10.3389/fpsyg.2021.
755513

Chen, N. Y. F,, Crant, J. M., Wang, N., Kou, Y., Qin, Y., Yu, ], et al. (2021). When
there is a will there is a way: the role of proactive personality in combating
COVID-19. J. Appl. Psychol. 106, 199-213. doi: 10.1037/apl0000865

Yuniza, M. E., and Rebecca, A. G. (2021). Red tape phenomenon of social securities
distribution during covid-19: a socio-legal analysis. IKAT Indones. ]. Southeast
Asian Stud. 4:113. doi: 10.22146/ikat.v4i2.58137

Zimmerman, B. J. (2008). Investigating self-regulation and motivation: historical
background, methodological developments, and future prospects. Am. Educ.
Res. J. 45, 166-183. doi: 10.3102/0002831207312909

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations, or those of
the publisher, the editors and the reviewers. Any product that may be evaluated in
this article, or claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Copyright © 2022 Hu, Zhang and Liu. This is an open-access article distributed
under the terms of the Creative Commons Attribution License (CC BY). The use,
distribution or reproduction in other forums is permitted, provided the original
author(s) and the copyright owner(s) are credited and that the original publication
in this journal is cited, in accordance with accepted academic practice. No use,
distribution or reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org

June 2022 | Volume 13 | Article 871025


https://doi.org/10.1093/oxfordjournals.jpart.a003547
https://doi.org/10.1093/oxfordjournals.jpart.a003547
https://doi.org/10.1177/0149206308321554
https://doi.org/10.1177/0149206308321554
https://doi.org/10.1146/annurev-orgpsych-012218-015302
https://doi.org/10.1146/annurev-orgpsych-012218-015302
https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.1037/0021-9010.91.3.636
https://doi.org/10.1177/0020872820949623
https://doi.org/10.1093/oxfordjournals.jpart.a024303
https://doi.org/10.1093/oxfordjournals.jpart.a024303
https://doi.org/10.1080/10967490801887673
https://doi.org/10.1080/10967490801887673
https://doi.org/10.1111/puar.12430
https://doi.org/10.2307/976618
https://doi.org/10.1111/j.1540-6210.2010.02196.x
https://doi.org/10.1111/j.1540-6210.2010.02196.x
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1177/0734371X13511646
https://doi.org/10.1177/0734371X13511646
https://doi.org/10.1037/apl0000343
https://doi.org/10.1037/apl0000343
https://doi.org/10.1177/106591298403700407
https://doi.org/10.1177/0734371X04271526
https://doi.org/10.1177/0734371X04271526
https://doi.org/10.1108/EJIM-02-2019-0041
https://doi.org/10.1108/EJIM-02-2019-0041
https://doi.org/10.1186/s12889-021-11312-8
https://doi.org/10.1002/job.2316
https://doi.org/10.1111/padm.12352
https://doi.org/10.1111/1467-8500.12378
https://doi.org/10.1093/jopart/mur076
https://doi.org/10.1177/10983007020040040301
https://doi.org/10.1177/10983007020040040301
https://doi.org/10.1177/0275074019840759
https://doi.org/10.1348/096317905X26714
https://doi.org/10.1080/10967494.2013.817242
https://doi.org/10.3389/fpsyg.2021.755513
https://doi.org/10.3389/fpsyg.2021.755513
https://doi.org/10.1037/apl0000865
https://doi.org/10.22146/ikat.v4i2.58137
https://doi.org/10.3102/0002831207312909
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

Hu et al. Red Tape and Proactive Behavior

APPENDIX

Survey Items
Red Tape

1.

ANl

Filling out forms and systems costs me a lot of time.

It takes me a long time to comply with all the rules and obligations within my organization.

Some rules or guidelines that I encounter in my work contradict with each other.

Guidelines and regulations are more important in my organization than my experience or intuition.
Rules and procedures in my organization make it difficult to do my job well.

Requirements of supervisory bodies and inspections make it difficult for me to do my job well.

Lack of Goal Progress

1.
2.
3.

I have made good progress on my work goals (R).
Things have not gone well with my work goals.
My work goals haven’t been going well.

Public Service Motivation

1.

Gk w S

Meaningful public service is very important to me.

I am often reminded by daily events about how dependent we are on one another.
Making a difference in society means more to me than personal achievements.

I am prepared to make enormous sacrifices for the good of society.

I am not afraid to go to bat for the rights of others even if it means I will be ridiculed.

Proactive Behavior

1.
2.
3.

Initiated better ways of doing my core tasks.
Come up with ideas to improve the way in which my core tasks are done.
Made changes to the way my core tasks are done.
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