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This study aims to analyze the influence of the leader's humorous behavior Accepted: December 31, 2021
and organizational citizenship behavior and the mediating role of the
leader-member exchange. The location of this research was carried out in

one of the government agencies in the city of Pekanbaru - Riau. While the gvd‘e"r’g:r':osr ETovior

time of the study was carried out from April to May 2021. The source of this Organizational Citizenship

research data is employee respondents at one of the government agencies Behavior and Leader-Member
Exchange

in the city of Pekanbaru - Riau. With 39 respondents as the research sample.
Data analysis techniques are descriptive analysis, convergent and
discriminant validity tests and reliability tests, with PLS Structural Equation
Modeling (SEM) analysis which is operated through the SmartPLS program.
The results of this study show that Leader Humor Behavior has a positive
effect which can encourage employees to be involved in Organizational
Citizenship Behavior (OCB) in one of the government agencies in the city of
Pekanbaru - Riau and Leader-Member Exchange (LMX) is able to mediate
the relationship between Leader Humor Behavior and Organizational
Citizenship Behavior (OCB) for employees in one of the government
agencies in the city of Pekanbaru — Riau.

Introduction

One of the things that play a role in assembling an interesting personality is humor. Use of
humor in social interactions, communicating, and interacting with others. Hill (in
Darmansyah, 2012) states that a high sense of humor is one of the most important parts to
assemble an attractive personality in interacting with other people. When leaders are in the
office, they are actually also communicating socially with their subordinates. Social
communication will be dry and stiff if it is not interspersed with humor. Shapiro (in
Darmansyah, 2012) states that humor can communicate likes or dislikes and can be used to
express positive or negative feelings about other people. According to the Ministry of National
Education (2008) humor is the ability to feel something funny or fun. Allport was the first
character to use the term sense of humor, explaining that sense of humor is the ability to see
oneself objectively, be amused and able to laugh at one's inferiority, hostility and socially
unacceptable desires (in Harsono, 2011). Martin (2007) defines humor as all things said or
done that cause funny things and try to make other people laugh, as well as mental processes
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in terms of making and receiving pleasant stimuli and also affective responses that also
include pleasure in it.

Organizations that succeed in bringing about change have the characteristics of being able to
move faster, aware of the importance of commitment to product quality improvement,
increased involvement of organizational members, customer orientation, and organizations
whose structure leads to an increasingly flat and not pyramidal shape. Organizations need the
right strategic planning, so that success can be achieved (Nashori, 2009). The achievement of
organizational goals is largely determined by the behavior of the people in the organization.
Everyone has duties and responsibilities aimed at achieving the goals of carrying out functions
within the organization. Everyone in the organization is required to have a commitment so
that organizational functions run as expected so that the planned goals can be achieved.
Worker behaviors are conceptually distinguished as in-role (task dependent behavior) and
extra-role (individual behavior that exceeds the expected standard of behavior). Kartz (in
Sumiyarsih, 2012), emphasizes that cooperative and helpful behaviors that are outside the
formal requirements are very important for the functioning of the organization. Additional
behaviors outside of job descriptions in organizations are often referred to as organizational
citizenship behavior or Organizational Citizenship Behavior (OCB).

The behavior of employees in an organization is divided into three categories by Huang et al.
(2012), namely: (a) employees who participate, are bound and are in an organization; (b)
employees who must complete a job and act in accordance with the principles set by the
organization; and (c) employees who engage in innovative and spontaneous activities that
exceed their perceived role in the organization. Employees who fall into the last category are
often referred to as employees who have Organizational Citizenship Behavior (OCB) or
employees who have extra-role behavior (Huang et al., 2012). According to Robbins (2008),
Organizational Citizenship Behavior (OCB) is a preferred behavior that is not part of an
employee's formal work obligations, but supports the effective functioning of the
organization. In other words, OCB is a positive behavior for non-formal companies because
employees help voluntarily outside of the formal work that has been given by the organization
without any rewards. Examples of behaviors that include OCB are helping individuals on a
team, volunteering to do extra work, protecting organizational property, avoiding unnecessary
conflict, respecting the spirit and content of the rules, providing constructive suggestions in
the workplace, and willingly tolerating harm. and occasional work-related distractions. Organ
(1988), defines OCB as individual behavior that is independent (discretionary), which is not
directly or explicitly rewarded by the formal reward system, and which overall encourages the
effectiveness of organizational functions. Robbins et al. (2013) define OCB as behavior that
benefits the organization and or intends to benefit the organization that directly leads to the
role of expectations. Some specific examples of behavior of employees who have good OCB
such as willingness to help new employees identify and understand their work area, provide
examples of attendance, make timely suggestions to the right parties and in the right forum
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for more efficient operations, being able to act to prevent or resolve conflicts between co-
workers, or spontaneously help co-workers who have problems or urgent tasks (Organ, 2015).

According to Podsakoff, et al (2000), factors that influence OCB are individual characteristics
(including job satisfaction, commitment, perception of the organization, motivation and
personality), task characteristics and organizational characteristics (including organizational
culture and climate, organizational support, group cohesiveness), and leadership
characteristics (including leadership support and behavior, quality of superior-subordinate
relationships).

OCB behavior can be in the form of helping coworkers who are having trouble at work,
replacing coworkers who don't come in or taking breaks, helping colleagues whose work is
overloaded, helping other people's work when they don't come in, being on time every day no
matter the season or the past. cross section, assisting the orientation process of new employees
even though they are not asked, not spending time on conversations outside of work,
willingness to tolerate without complaining, refraining from complaining and swearing
activities, paying attention to important meetings. (Aldag & Resckhe, 1997).

Leader-member exchange theory (LMX, Leader-Member Exchange) explains the process of
creating roles between leaders and subordinates and the exchange relationships that develop
over time (Yukl, 2015: 140).

Theoretical support
Social Exchange Theory (SET)

Social Exchange Theory (SET) is one of the most influential conceptual paradigms in
understanding the work behavior of employees in an organization. Empirical studies of social
exchange theory can be traced to the period of the 1920s Malinowski (1922); Mauss (1925).
One of the figures who developed the theory of social exchange, among others, is psychology
(Blau, 1964). Furthermore, it is said that social exchange is a feeling that causes a common
perception of future goals. In view of this theory, employees will be motivated and committed
to work and the organization if they are treated fairly and equally. Furthermore, Bass (1990)
stated that SET theory is aimed at understanding the relationship between leaders and their
subordinates and understanding the factors related to documents (Mowdey et.al., 1982).

Leadership

Leadership is part of management functions that occupy strategic positions in the system and
work hierarchy and responsibilities in an organization. There are several kinds of
understanding about leadership, including according to Wukir (2013), giving the notion of
leadership which is the art of motivating and influencing a group of people to act towards a
common goal. Stating that leadership has a positive effect. The implementation of good
leadership will make the organizational culture better state by (Rahmat, 2015).
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Leader's Humor Behavior

Humor is a valuable character strength possessed by leaders (Copper & Sosik, 2012). Humor
behavior is conceptually defined as “any event that an agent (eg an employee) shares with
another individual (i.e. a target) that is intended to entertain the target and the target
perceives as a deliberate act” (Cooper, 2005, p. 767). Humor is a very diverse and complex
phenomenon. From a management perspective, humor is seen as a social communication that
is intended and intentional to entertain others (Cooper et al., 2018).

Organizational Citizenship Behavior (OCB)

Organizational Citizenship Behavior (OCB) is part of the science of organizational behavior,
OCB is a form of work behavior that is usually not seen or taken into account. There are two
approaches to the OCB concept, namely OCB is an extra role performance that is separate
from in-role performance or performance according to the job description. The second
approach is to view OCB from a political principle or philosophy. This approach identifies the
behavior of organizational members with citizenship behavior. The existence of OCB is the
impact of individual beliefs and perceptions in the organization on the fulfillment of
psychological agreements and contracts. This behavior arises because the individual feels as a
member of the organization who has a sense of satisfaction when he can do something more
than the organization (Saleem and Amin, 2013).

Leader-Member Exchange (LMX)

In an organization, subordinates and leaders exchange social resources (social resources)
based on the consequences of benefits received by both parties (Abdillah, 2021). The
perception held by subordinates regarding whether voluntary actions on their part will be
returned or not by superiors someday. Internal leaders and subordinates to maintain equality
between inputs and outputs to fulfill their obligations in social interactions (Abdillah et al.,
2020). The exchange process will then form a strong relationship and positive work attitudes
and behaviors. In high-quality social exchange relationships, mutual trust, respect and
obligation to return/provide balanced resources tend to occur. Thus, subordinates with a high
perception of Leader-Member Exchange tend to carry out voluntary roles beyond the formal
duties that are their obligations because they feel they get social resources from their leaders
(Dulebohn et al., 2012).

Research method
Explanatory Study Research

This research is an explanatory study, namely research that aims to explain why an event
occurs and to build, expand, elaborate or test theory (Neuman, 2011). This study aims to
explain the mechanism that underlies the relationship between interpersonal conflict and the
behavior of hiding knowledge based on theory. In other words, this research is an explanatory
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research that uses quantitative methods to test hypotheses empirically. In social research,
especially in the field of management, quantitative method is a research method rooted in the
positivist social science approach which “emphasizes discovering causal law, careful empirical
observations and value-free research” (Neuman, 2014, p. 97). This study then utilizes a cross-
sectional survey in collecting research data to test the formulated hypotheses. This study uses
quantitative methods by explaining that the research paradigm emphasizes understanding of
problems in social life based on conditions of reality or natural settings that are holistic,
complex and detailed. The nature of this research is descriptive and verification, describing
the characteristics of the variables studied and testing the truth of a hypothesis.

Results
Analisis SEM-PLS

Data analysis in this study tested the effect of several independent variables on the dependent
variable and the moderating variable. Hypothesis testing is done by using the method Partial
Least Square (PLS). Partial Least Square is the solution method Structural Equation Modelling
(SEM). Research entitled the influence of Lonely on Organizational Citizenship Behavior with
Commit as moderating on employees of one company PT. Green Planet Indonesia. In
analyzing the research data using SEM analysis with the WarpPLS 5.0 application. The steps
in analyzing the data are as follows:
a. Outer Model
Data management in this study uses PLS (partial least square) where the dependent
variable is Organizational Citizenship Behavior (Y), while the independent variable is
Leader Humor Behavior (X), and the mediating variable is Leader-Member Exchange (M).
The fit model is used with the aim of testing the overall level of suitability of the research
model. Testing the significance of the independent variable on the test dependent variable
can be declared significant by fulfilling the requirements if the P value is less than 0.05.

Table 1. Analisis Outer Model Fit.

Model Fit Indices P Values
APC 0.645 P<0.001
ARS 0.918 P<0.001

Notes. Processed Data 2021

The output in table 1 shows that the fit model indicators with APC 0.645, ARS 0.918 and P
valuese P <0.001 are declared significant because they meet a significant value of 0.05.

b. Combined Loading and Cross Loading
Variables with low loading values indicate that the indicator does not have a good effect on
reflective indicators > 0.7 while the formative variables of each variable provide the largest
contribution to the construct. At 5% alpha and t-statistic > 1.96. Cross loading is another
measure of discriminant validity. The results of the combined loading and cross loading
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test are that the reflective and formative indicators in this study have a p-value of <0.001 on
all research variables, and are declared significant because <0.05.

c. Average Variance External
Table 2. Analysis of Average Variance Extracted (AVE)
PH 0CB LMX

0.881 0.562 0.915
Notes. Processed Data 2021

Based on table 2 which states that AVE can be used to measure the amount of variance in
the construct compared to the variance generated in the measurement. The results of the
AVE test in this study were X worth 0.881; Y is 0.562; and M is worth 0.915. The AVE value
for all variables has exceeded 0.05, so it can be said that it has met the standard of the AVE
value.

d. Inner Model
Inner model is an analysis conducted to test the research hypothesis and answer the
problems posed. Hypothesis testing is carried out according to the research framework
carried out to analyze and test directly and indirectly between exogenous and endogenous
variables with a moderation model. The significance level of testing this hypothesis is done
by looking at the value of the p-value.

R’= 0.959

B=0.979
P(<0.001)

B=0.505
P(<0.001)

B=0.451
P(<0.001)

R?=0.877

Figure 1. Structural Equation.

Figure 1 shows the results of the path coefficients with a significance level in accordance with
the calculations that have been carried out using Warp PLS, so it can be concluded as in table
4 below:
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Table 3. Analysis of Path coefficient and p values

Relationship between variables Path Coefficient Significance Level
Exogenous Endogenous Coeff. P-value value Description
PH (X) OCB (Y) 0.451 0.001 <0.001 Significant
PH (X) LMX (M) 0.979 0.001 <0.001 Significant
OCB(Y) LMX (M) 0.505 0.001 <0.001 Significant
PH * OCB LMX (M) 0.494 0.001 <0.001 Mediation

Notes. Processed Data 2021

Based on Table 3 shows the calculation of the influence of the leader's Humor Behavior
variable that has a positive effect on Organizational Citizenship Behavior (OCB). In this
calculation, the path coefficient value is 0.451 with a significance level or p-value <0.001. The
calculation explains that the hypothesis of Leader Humor Behavior has a positive effect on
Organizational Citizenship Behavior (OCB) and is accepted and the relationship is positive.
This means that the Leader's Humorous Behavior (X) has a significant effect on
Organizational Citizenship Behavior (Y), the higher the Leader's Humorous Behavior, the
higher the Organizational Citizenship Behavior or vice versa.

Calculation of the influence of the leader's Humor Behavior variable has a positive effect on
the Leader-Member Exchange (LMX). In this calculation, the path coefficient value is 0.979
with a significance level or p-value <0.001. The calculation explains that the hypothesis of
Leader Humor Behavior has a positive effect on the Leader-Member Exchange (LMX) is
accepted and the relationship is positive. This means that the Leader's Humorous Behavior
(X) has a significant effect on the Leader-Member Exchange (M), the higher the Leader's
Humorous Behavior, the higher the Leader-Member Exchange (LMX) or vice versa.

Calculation of the influence of the variable Organizational Citizenship Behavior (OCB) has a
positive effect on the Leader-Member Exchange (LMX). In this calculation, the path
coefficient value is 0.505 with a significance level or p-value <0.001. The calculation explains
that the Organizational Citizenship Behavior (OCB) hypothesis has a positive effect on the
Leader-Member Exchange (LMX) is accepted and the relationship is positive. This means that
directly Organizational Citizenship Behavior (OCB) (Y) has a significant effect on the Leader-
Member Exchange (M), the higher the Humor Behavior of the Leader, the higher the Leader-
Member Exchange (LMX) or vice versa.

Calculation of the influence of the Leader-Member Exchange (LMX) variable as a mediating
variable of Leader Humor Behavior on Organizational Citizenship Behavior (OCB). In this
calculation, the path coefficient value is 0.494 with a significance level or p-value <0.001. The
calculation explains that the Leader-Member Exchange (LMX) hypothesis as a mediating
variable of Leader Humor Behavior on Organizational Citizenship Behavior (OCB) is
accepted and the relationship is positive. This means that indirectly Leader-Member Exchange
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(LMX) as a mediating variable of Leader Humor Behavior on Organizational Citizenship
Behavior (OCB), this shows the role of Leader-Member Exchange (LMX) where the greater
the Leader's Humor Behavior and Organizational Citizenship Behavior (OCB). This results in
an increase in the Leader-Member Exchange (LMX).

Discussions
The Influence of Leaders' Humor Behavior on Organizational Citizenship Behavior (OCB)

Calculation of the influence of the Leader's Humor Behavior variable has a positive effect on
Organizational Citizenship Behavior (OCB). In this calculation, the path coefficient value is
0.451 with a significance level or p-value <0.001. The calculation explains that the hypothesis
of Leader Humor Behavior has a positive effect on Organizational Citizenship Behavior
(OCB) and is accepted and the relationship is positive. This means that the Leader's
Humorous Behavior (X) has a significant effect on Organizational Citizenship Behavior (Y),
the higher the Leader's Humorous Behavior, the higher the Organizational Citizenship
Behavior or vice versa. The results of this study are in line with previous studies of Cooper et
al. (2018) who found that leader's humorous behavior can encourage subordinates to engage
in Organizational Citizenship Behavior (OCB). This is because this leader's humorous
behavior can encourage subordinates to engage in knowledge sharing behavior (Abdillah,
2021).

Leader-Member Exchange (LMX) Mediating the Leader's Humorous Behavior Relationship
with Organizational Citizenship Behavior (OCB)

Calculation of the influence of the Leader-Member Exchange (LMX) variable as a mediating
variable of Leader Humor Behavior on Organizational Citizenship Behavior (OCB). In this
calculation, the path coefficient value is 0.494 with a significance level or p-value <0.001. The
calculation explains that the Leader-Member Exchange (LMX) hypothesis as a mediating
variable of Leader Humor Behavior on Organizational Citizenship Behavior (OCB) is
accepted and the relationship is positive. This means that indirectly Leader-Member Exchange
(LMX) as a mediating variable of Leader Humor Behavior towards Organizational Citizenship
Behavior (OCB), this shows the role of Leader-Member Exchange (LMX) where the greater
the Leader's Humor Behavior towards Organizational Citizenship Behavior (OCB). This
results in an increase in the Leader-Member Exchange (LMX). The results of this study are in
line with Cooper et al. (2018) who found that Leader-Member Exchange (LMX) mediates the
relationship between leader's humor behavior and Organizational Citizenship Behavior
(OCB). The study explains that the leader's humorous behavior causes the quality of the
Leader-Member Exchange (LMX) relationship which in turn encourages employees to engage
in Organizational Citizenship Behavior (OCB). Based on these results, this study has the effect
that the leader's humorous behavior will lead to a high quality of Leader-Member Exchange
(LMX) which in turn will encourage employees to engage in Organizational Citizenship
Behavior (OCB).
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Effect of Affective Commitment on Organizational Citizenship Behavior

Calculation of the effect of the affective commitment variable has a positive effect on
Organizational Citizenship Behavior. In this calculation, the path coefficient value is 0.223
with a significance level or p-value < 0.001. The calculation explains that the Affective
Commitment hypothesis has a positive effect on Organizational Citizenship Behavior and is
accepted and the relationship is positive. This means that directly Affective Commitment (Z)
has a significant effect on Organizational Citizenship Behavior (Y), the higher the employee's
affective commitment, the higher the Organizational Citizenship Behavior or vice versa.

Conclusion

It can be concluded that the leader's humorous behavior has a positive effect that can
encourage employees to be involved in Organizational Citizenship Behavior (OCB) in one of
the government agencies in the city of Pekanbaru — Riau. Leader-Member Exchange (LMX) is
able to mediate the relationship between Leader Humor Behavior and Organizational
Citizenship Behavior (OCB) in employees in one government agency in Pekanbaru — Riau.
From the results of a questionnaire that has been distributed to 39 employees at one of the
government agencies in the city of Pekanbaru - Riau, Leader Humor Behavior and
Organizational Citizenship Behavior (OCB) are variables that must be considered. With the
results obtained that the Leader's Humor Behavior is in the High interval and the
Organizational Citizenship Behavior (OCB) is in the Very High interval, the results of this
study can help leaders in an effort to improve the performance of their employees.
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