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ABSTRACT ARTICLE HISTORY

The purpose of this study was to determine the influence of Humor Leadership Received 1 Maret 2023
on Job Crafting mediated by Organizational Support and Work Engagement of ii‘c':;t‘iji'l\”:;itl igiz
DPRD Secretariat Employees of Riau Province. The population in this study were
all employees at the Riau Provincial DPRD Secretariat with a sample of 100

respondents, where the sample was taken using a purposive sampling method, KEYWORDS

namely selecting samples based on certain criteria or considerations. Data humor leadership, Perception
collection techniques using questionnaires and dissemination using Google of  Organizational ~ Support,
Forms. The data analysis technique in this study was Structural Equation Z"r‘:f't(mge“gageme”t and Job

Modelling (SEM) using SmartPLS 3.0 as a data processing tool. The results of this
study indicate that humorous leadership has a positive and significant effect on
Perception of Organizational Support, work engagement and job crafting at the
Riau Provincial DPRD Secretariat, Perception of Organizational Support and
work engagement has a positive and significant effect on Job Crafting at the Riau
Provincial DPRD Secretariat. The results of the study also show that Perception
of Organizational Support and work engagement are able to mediate the
relationship between humorous leadership and Job Crafting at the Secretariat
of DPRD Riau Province.

Introduction

Leader Humor can strengthen followers' job performance and mental health as
well as increase organizational effectiveness (for meta-analyses, In Mesmer-magnus et
al., 2012; Kong et al., 2019). Leader Humor is defined as behavior carried out by a leader
and directed at subordinates which is rated by subordinates as funny or causes
subordinates to experience entertainment (McGraw and Warren, 2010; Cooper et al,,
2018). Research has shown that Leader Humor has various consequences for
employees, including increased performance (Arendt, 2009), informal learning
(Tremblay and Gibson, 2015), creativity (eg, Huang et al., 2015), job satisfaction
(Vecchio et al, 2009), affective commitment (Hughes and Avey, 2009), Work
Engagement (Yam et al,, 2018), leader-member exchange (Robert et al., 2015; Pundt and
Venz, 2017; Cooper et al,, 2018 ), and trust in leaders (eg, Hughes and Avey, 2009).

Despite these promising findings, research on the implications of Leader Humor
has primarily focused on attitudinal or in-role behaviors and neglected proactive
change-oriented behaviors, such as job crafting behaviors, which are salient for
organizational adaptation and survival (Bruning and Campion, 2018). In this vein,
opportunities abound to enrich our understanding of Leader Humor results in
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workplace. By examining whether and how Leader Humor relates to job crafting
behavior, research researchers answer calls from scholars to examine the positive
effects of Leader Humor (Cooper, 2008) and to explore the factors that facilitate follower
job behavior (Li etal, 2013). Increasing job resources that stimulate Work Engagement
and Job Crafting may not be easy or feasible, for example, increasing each employee's
job autonomy, or it can be expensive, for example, providing more learning
opportunities. Researchers argue that Leader Humor and positive behavior can be done
and is cheaper. Therefore, Leader Humor is a good alternative to structural work
resources, especially when there is a shortage of these resources. Only by understanding
the influence of Leader Humor behavior on employee Job Crafting, scholars and
practitioners can better understand why and how job crafting occurs and the behavioral
implications of being proactive and change-oriented from Humor Leadership.
Therefore, it is advantageous to examine whether Leader Humor relates to job
structuring among subordinates and, if so, why and when this beneficial effect might
occur (Abdillah, 2021; Fajrin et al., 2022; Zuhri et al.,, 2023).

This study makes several contributions to the literature. First, it contributes to a
promising literature related to the job craft and Humor Leadership. Regarding the
literature related to Employee Crafting, researchers have focused on individual factors
(Bakker et al., 2012; Bipp and Demerouti, 2015; Tims et al., 2016) or job characteristics
as predictors of Job Crafting (Petrou et al., 2012). However, research linking leader
behavior with Job Crafting is still limited. Regarding the literature related to Leadership
Humor, as far as the Researcher is aware, the current research is the first study to
empirically investigate the relationship between Leader Humor and employee job
behavior. Therefore, this study sheds light on how leaders enable subordinates to
behave proactively. In addition, Job Crafting enables employees to better fulfill
organizational goals by continuously initiating changes in the workplace environment
(Petrou et al,, 2018). Thus, exploring the influence of Leader Humor in facilitating
employee job structuring is essential.

This study makes a secondary contribution to the literature related to Perception
of Organizational Support and Work Engagement theory by focusing on Leader Humor
as a determinant of perceived Perception of Organizational Support. Relatively limited
research has examined the relationship between leader behavior and perceived
Perception of Organizational Support (Rhoades and Eisenberger, 2002; Rahmasari et al,,
2022; Rahmat, 2023).

Additionally, this study contributes to the literature related to work engagement
by examining leader humor as a potential predictor of employee work engagement.
Although humor is often associated theoretically with work engagement, empirical
research in this domain has focused on humor from an individual, intrapersonal
perspective, claiming that humor is shaped by individual differences rather than
behavior; hence, he has examined the results of intrapersonal humor (Duncan, 1982;
Avolio et al., 1999; Decker and Rotondo, 2001; Robert et al.,, 2015). To expand on
previous research and theory, researchers frame humor as a behavior rather than a
trait-like individual disposition. From this behavioral perspective, we propose that
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employee exposure to Leader Humor behavior makes employees more likely to perceive
their organization as supportive and subsequently results in a positive relationship with
their Work Engagement (ie, Work Engagement) and behavior (ie, Job Crafting).

In addition, this study contributes to the literature related to Leader Humor and
the proactive behavior of change-oriented employees by directly examining the
mechanisms that underlie the relationship between Leader Humor and Creation in
Work. By integrating the perspective of resource accumulation with the JD-R model, the
researcher proposes that the effect of Leader Humor on Job Crafting is explained by the
serial mediating effect of perceived Perception of Organizational Support and Work
Engagement. First, researchers frame Leader Humor as a socio-emotional resource that
can be useful for employees in creating other forms of resources, such as perceived
Perception of Organizational Support. In addition, employee job resources and
Employee Work Engagement circumstances likely serve as key mediators between
leader behavior and employee behavioral reactions (Parker et al., 2006) because the JD-
R model suggests that Work Engagement mediates the relationship between job
resources and organizational outcomes. (Schaufeli et al, 2009). Therefore, the
researcher builds and empirically tests a serial mediation model that determines why
Leader Humor relates to Job Crafting through Perception of Organizational Support felt
by employees and Work Engagement.

Empirical studies have found that followers' Work Engagement is positively
correlated with employees' perceptions of organizational support (Eisenberger and
Stinglhamber, 2011; Caesens et al.,, 2014, 2016). For example, Caesens et al. (2014)
determined that perceived organizational support has a positive relationship with
employee work engagement. A previous study revealed that perceived organizational
support is positively related to three dimensions of employee work engagement,
namely, enthusiasm, dedication, and absorption (Caesens et al, 2016). Thus, it is
consistent with previous theoretical and empirical work.

Empirical studies have shown that Work Engagement is positively related to
seeking resources and challenges and negatively related to reducing demands (Rudolph
et al., 2017; Lichtenthaler and Fischbach, 2019; Zhang and Parker, 2019). Employees
with high levels of enthusiasm and energy are more likely to seek challenges, such as
fulfilling additional responsibilities, because high engagement can provide employees
with the energy and dedication necessary to engage in seeking challenges (Sonnentag,
2003). In addition, highly engaged employees tend to express optimism, passion and
enthusiasm at work (Den Hartog and Belschak, 2012). These positive emotions tend to
expand employees' thought-action repertoire by increasing their cognitive abilities so
that they are more creative and better able to achieve meaningful personal growth and
performance (Bindl et al., 2018). Instead, refers to a reduction in demands.

In turn, these resources are likely to impact not only the motivation (ie, Work
Engagement) but also the intentions (ie, Job Crafting intentions) and behavior (ie, Job
Crafting) of their followers (Rich et al., 2010). Please note that, although intention and
behavior do not refer to the same construct, in general they are related. In Study 2, the
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authors used the Petrou scale to assess past job crafting behavior, whereas in Study 1,
the authors argued that activation of the idea that a leader is funny may lead to an
intention to craft more frequently in the future. Thus, the authors modified the outline
of the items on the questionnaire for Study 1 (ie, “I would probably ask for more
responsibility”). Therefore, by integrating the resource accumulation perspective with
the JD-R model, the authors propose that Leader Humor facilitates employee acquisition
of job resources (i.e., perceived organizational support). These results, then, further lead
to high levels of Work Engagement, motivating employees to engage in Job Crafting
behaviors. Therefore, the Author proposes the following hypothesis with respect to the
downstream effects of Leader Humor on the job crafting behavior of employees
(Rahmat, 2022; Rahmat et al., 2020).

In this study, several Gap Research authors compared with this research are Xi
Wang, Songbo Liu and Wen Feng (2022) with the title How leader humor stimulates
subordinate boundary-spanning behavior: A social information processing theory
perspective, with psychological safety variables, interpersonal influence, social
information processing theory, leader humor, boundary-spanning behavior The results
show that leader humor positively influences subordinates' boundary-spanning
behavior through increased psychological safety . In addition, this mediated effect is
stronger when subordinates have high interpersonal influence. These findings offer
theoretical and practical insights into activities that span the boundaries and humor of
leaders, which we will discuss engagement becomes Mediation 2.

Theoretical support

Job Demands Resources

Job resources refer to “physical, social, or organizational aspects of work that can perform
any of the following: (a) function in achieving work objectives; (b) reduce job demands
and associated physiological and psychological costs; (c) stimulate personal growth and
development” (Demerouti et al.,, 2001, p. 501). An example of a job resource is perceived
Perception of Organizational Support. The JD-R model suggests that work environments,
events, or behaviors that provide job resources engender positive work-related states of
mind (i.e., work engagement), either by satisfying basic needs or by achieving work goals.
Furthermore, this affective-motivational state produces positive results, such as Job
Crafting. Consistent with a process motivational perspective, our research investigates
how humorous leader behavior enables individuals to gain job resources (i.e., perceived
Perception of Organizational Support) in the workplace and how these job resources in
turn relate to high levels of employee engagement. consequently, enabling employees to
craft their jobs (Rich et al, 2010). In other words, the JD-R model emphasizes how
resources work (ie, the Perception of Organizational Support perceived) resulting from
work behavior (ie, Leadership Humor) have downstream effects not only on the
motivation (ie, Work Engagement) but also the behavior (ie Job Crafting) of their
followers (Rich et al., 2010).

Leader Humor
Management determines where and how the organization is driven to achieve
organizational goals by driving all organizational devices. Leadership requires perfect
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preparation. There are many different definitions of leadership, each with varying
emphases, but there are often similarities in these definitions.

According to John W. Newstorm and Davis (2008) gives the definition of Leadership: "is
the process of infulencing and supporting others to work enthusiastically towards
achieving objectives". Rivai & Mulyadi (2003), "leadership is a process to influence other
people both inside the organization and outside the organization to achieve the desired
goals in a certain situation and condition".

In general, leadership includes the phase of influencing the setting of company goals,
motivating the behavior of those who are led to realize goals, and influencing the
improvement of the group and its culture. Rikky W. Griffin and Ronald ]. Ebbert (2006)
state that "leadership is a process of motivating others to work to meet specific
objectives”.

In relation to the leadership role above, humor is a tool used by leaders to increase the
effectiveness of their leadership role in achieving organizational goals. Avolio et al. (1999)
stated that "humor is an important quality and skill that a leader must possess".
Leadership that is full of humor and inspiration liberates the previous leadership doctrine
into leadership that gives employees more freedom through interactive behavior with the
aim of increasing leadership effectiveness aimed at achieving organizational goals.

For leaders in the workplace, humor is not the main criterion in a business, but plays an
important role in shaping the efficiency of team performance (Ho, Huang et al,, 2011).
Conger (1989) concluded that the frequent use of humor by leaders is an appropriate
strategy to inspire or restore employee morale.

Job Crafting

The concept of Job Crafting basically comes from the idea put forward by Kulik, Oldham,
and Hackman (1987) who stated Job Crafting as an employee initiative in redesigning
their work with or without management involvement. Wrzesniewski and Dutton (2001)
define Job Crafting as a form of change made by employees both physically and cognitively
in carrying out tasks and in work relationships. Physical changes are marked by changes
in the form, scope or amount of work and relationships at work, while cognitive changes
are changes in the way a person views his work. By reshaping the elements mentioned
above, employees can broadly shape their jobs and the social environment in which they
work. According to Leana, Appelbaum, and Shevchuk (2009), Job Crafting has two types:
individual Job Crafting and collaborative Job Crafting. In individual job crafting,
employees actively shape the boundaries of their tasks and the way they work. In contrast,
collaborative Job Crafting, employees work together to revise work processes. Tims,
Bakker, and Derks (2012) argue that Job Crafting is a change on personal initiative carried
out by employees in terms of changing their job resources and job demands to achieve or
optimize their work goals.

The Job Crafting concept put forward by Tims, Bakker and Derks (2012) uses the job
demand-resource (JD-R) model. The JD-R model states that all job characteristics can be
divided into 2 broad categories, namely job demands or work resources. According to
Tims, Bakker and Derks (2012), employees can engage in Job Crafting in four ways,
namely, by increasing social work resources, increasing structural job resources,
increasing challenging work demands, and reducing inhibiting work demands. Job
Crafting is considered as a change in behavior that is active and real, therefore Tims,
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Bakker, and Derks (2012) do not include a cognitive dimension in the Job Crafting
concept.

Based on the explanation of the definition above, it can be concluded that Job Crafting is a
form of change on personal initiatives carried out by employees in terms of managing job
demands and work resources in order to achieve and optimize their work goals.

Perception of Organizational Support

Perception of Organizational Support refers to the employee's view of how much the
organization evaluates the contribution made, the provision of support, and concern for
the welfare of employees (Rhoades and Eisenberger 2002). Meanwhile, according to
(Lansart, Tewal, and Dotulong 2019) "Perception of Organizational Support is a form of
attitude, contribution or treatment provided by the organization which is used as a
stimulus by its employees about how far the organization where they work appreciates
their contribution and cares about their welfare".

According to (Rhoades and Eisenberger 2002), "feeling valued by the organization helps
meet employee needs for approval, esteem and affiliation." If in monitoring the
organization's employees give appreciation for what they do for the organization, these
employees will pay more attention and try to work more. As (Rhoades and Eisenberger
2002), "a positive appraisal of the organization also increases the belief that increased
effort in working hard will be rewarded".

Work Engagement

Work Engagement in general is the level of employee commitment to the company and its
values Anitha J.,, (2014). Leaders have a responsibility to provide knowledge of how
important employees are to the company in achieving overall business success. When
working employees are perceived as belligerent and caring by leaders, it will be attractive
for employees to keep working. Authentic and supportive leadership to influence
followers to stay engaged in the sense of increasing their contribution, satisfaction, and
enthusiasm at work (Schneider et al., 2009 in Anitha J., 2014).

Leadership is a criterion that is recognized as a fundamental factor in providing
information on work contributions. Effective leadership is a high-level multi-dimensional
order consisting of self-awareness, balanced information processing, relational
transparency, and internalized moral standards (Walumbwa et al.,, 2008 in Anitha ],
2014). According to Nelson and Simmons (2003) in Sinha (2014) views "Work
Engagement as a situation when employees feel positive emotions towards their work,
find their work personally meaningful, consider their workload manageable, and have
expectations about the future of their work". According to Harter etal (2002) in Hanaysha
(2016), "Work Engagement is very important for achieving useful business performance
results for different organizations". Companies need to provide opportunities for
employees to be involved in activities and the basis for making company policies, because
they can increase satisfaction and loyalty, increase productivity, and provide more
benefits than employees who are less involved.

117



Yon Elfi, The Influence of Leader Humor ...
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Based on the dimensions of the research objectives, this research is explanatory research,
namely "research whose main purpose is to explain why events occur and to build,
describe, expand, or test theories" (Abdillah, 2020:46). This research generally seeks to
explain how Leader Humor can provide a Positive Perception of organizational support

in the work of employees.

Based on the time dimension of data collection, this study uses a cross-sectional
technique, namely "data is collected from research samples at one point in time (single
point in time) or over a relatively short period of time" (Abdillah, 2020, 49). Individual
perception data regarding Humor Leadership, Perception Of Organizational Support and
Employee Work Engagement will be collected using a questionnaire consisting of
scientifically determined scales and measures.
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Significance Test Results

Table 1. Significance Test Results

T Statistics

Hypothesis (|0/STDEV]) P Values Note:
Leader Humor (X) -> Job Crafting (Y) -0.204 0.017 Received
Leader Humor (X) -> Perception of 0.737 0.000 Received
Organizational Support (M1)
Leader Humor (X) -> Work Engagement (M2) 0.721 0.000 Received
Perception of Organizational Support (M1) -> Job 0.616 0.000 Received
Crafting (Y)
Work Engagement (M2) -> Job Crafting (Y) 0.507 0.000 Received
Leader Humor_(X) -> Perception of 0.454 0.000 Received
Organizational Support (M1) -> Job Crafting (Y)
Leader Humor_(X) -> Work Engagement (M2) -> 0.365 0.000 Received
Job Crafting (Y)

Notes. Data Olahan, 2023

The influence of Leader Humor on Perception of Organizational Support at the Riau
Provincial DPRD Secretariat with a statistical value of 16.242> 1.9847. (t table) with a p-
value of 0.000 <0.05 with a coefficient of influence = 0.737 which indicates a positive
direction of influence so that it can be concluded that the null hypothesis (HO) is rejected
and H1 is accepted which means that Leader Humor has a positive and significant effect
on Perception Of Organizational Support in Secretariat of DPRD Riau Province.

The influence of Leader Humor on Work Engagement at the Riau Provincial DPRD
Secretariat with a statistical value of 16.136> 1.9847. (t table) with a p-value of 0.000
<0.05 with a coefficient value of influence = 0.721 which indicates a positive direction of
influence so that it can be concluded that the null hypothesis (HO) is rejected and H2 is
accepted which means that Leader Humor has a positive and significant effect on Work
Engagement at the DPRD Secretariat Riau Province.

The influence of Leader Humor on Job Crafting at the Riau Provincial DPRD Secretariat
with a statistical value of 2.392> 1.9847. (t table) with a p-value of 0.017 <0.05 with a
coefficient value of influence = -0.204 which indicates a negative influence direction so
that it can be concluded that the null hypothesis (HO) is rejected and H3 is accepted which
means Leader Humor has a positive and significant effect on Job Crafting at the Secretariat
DPRD Riau Province.

The effect of Perception of Organizational Support on Job Crafting at the Secretariat of
DPRD Riau Province with a statistical value of 7.523> 1.9847 (ttable) with a p-value of
0.000 <0.05. The value of the coefficient of influence = 0.616 which indicates a positive
direction of influence so that it can be concluded that HO is rejected or the fourth
hypothesis (H4) is accepted, which means that Perception of Organizational Support has
a positive effect on Job Crafting at the Secretariat of DPRD Riau Province.

The effect of Work Engagement on Job Crafting at the Riau Provincial DPRD Secretariat
with a statistical value of 6.161 > 1.9847 (ttable) with a p-value of 0.000 <0.05. The value
of the coefficient of influence = 0.507 which indicates a positive direction of influence so
that it can be concluded that HO is rejected or the fifth hypothesis (H5) is accepted, which
means that Work Engagement has a positive effect on Job Crafting at the Secretariat of
DPRD Riau Province.
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The indirect effect of Leader Humor on Job Crafting through Perception of Organizational
Support as a mediating variable at the Riau Provincial DPRD Secretariat with a statistical
value of 6.398 > 1.9847. (t table) with a p-value of 0.000 <0.05. The coefficient of influence
= 0.454 which indicates a positive direction of influence so that it can be concluded that
HO is rejected or the sixth hypothesis (H6) is accepted, which means that the Perception
of Organizational Support Variable mediates the relationship between Leader Humor and
Job Crafting at the Riau Provincial DPRD Secretariat.

The indirect effect of Leader Humor on Job Crafting through Work Engagement as a
mediating variable at the Riau Provincial DPRD Secretariat with a statistical value of 5.696
>1.9847. (t table) with a p-value of 0.000 <0.05. The coefficient of influence = 0.365 which
indicates a positive direction of influence so that it can be concluded that HO is rejected
or the seventh hypothesis (H7) is accepted, which means that the Work Engagement
variable mediates the relationship between Leader Humor and Job Crafting at the
Secretariat of DPRD Riau Province.

Discussions

The Effect of Leader Humor on Perception of Organizational Support

Based on the research results, it is known that Leader Humor has a positive and significant
effect on Perception of Organizational Support at the Secretariat of DPRD Riau Province.

Leadership that is full of humor and inspiration liberates the previous leadership doctrine into
leadership that gives employees more freedom through interactive behavior with the aim of
increasing leadership effectiveness aimed at achieving organizational goals. The results of this
study are not in line with research conducted by Ling Tan, Yongli wang, Wenjing Qian, and
Hailing Lu (2020) which has results where the Leader Humor Variable influences Perception
Of Organizational Support which can be understood considering that Leader Humor is very
much needed by employees, however Organizational support is more important in producing
good performance, such as rewards, promotions, listening to subordinates' opinions, and
concern for employee welfare. Tension and pressure at work are commonplace for every
employee, but strengthening rewards for employee performance will provide a greater sense
of comfort for employees.

From the results of the recapitulation of the highest respondent's answers about Leader
Humor, the leader warns employees by joking when employees make mistakes and the
highest recapitulation of Respondents' answers regarding the Variable Perception Of
Organizational Support is My boss will support me when [ need support, meaning that
employees are always reminded by their leaders through reprimands in the form of a joke, but
not all employees understand that the joke is a reprimand from their leadership. The support
provided by the leader when needed gives confidence to employees in completing their duties
and responsibilities.

The Effect of Leader Humor on Work Engagement
Based on the results of the study it is known that Leader Humor has a significant effect on
Work Engagement at the DPRD Secretariat of Riau Province.

Humor signifies support and friendliness of leaders, thereby meeting the socio-emotional
needs of their employees (Cooper et al,, 2018). Later Work Engagement refers to “a satisfying,
affective, motivational state of work-related well-being, defined by passion, dedication, and
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absorption” (Schaufeli et al,, 2002, p. 74). The effect of Leader Humor on Work Engagement is
Leader Humor in a job, namely to defuse a stressful atmosphere within the agency, then with
humor by a leader, forming an attitude or condition in an individual, where an employee has
a positive attitude regarding behavior in his work that is demonstrated by increased
performance at a higher level, commitment to the organization, sense of belonging and pride
in work which is marked by vigor and dedication as well as absorption at work. Work
Engagement is the attitude and behavior of the degree to which employees at work can
express themselves totally both physically, cognitively, affectively, and emotionally.
Employees find meaning in work, pride in being part of the company where they work, work
to achieve the overall vision and mission of a company. Employees will go the extra mile and
strive for work beyond what is expected both in time and energy.

The results of this study are in line with the research by Jingjing Zhang Weilin Su (2020). The
results show that leader humor can encourage employee innovative behavior, Work
Engagement can mediate the influence of leader humor on employee innovative behavior.

From the results of the recapitulation of the highest respondent's answers about Leader
Humor, the Leader warns employees by joking when employees make mistakes and
Respondents' answers from the recapitulation of the Work Engagement Variable are. In my
work, [ feel full of energy, which means that the Leader Humor pattern gives positive energy
to employees to keep doing their job seriously and energetically.

The Effect of Leader Humor on Job Crafting
Based on the results of the study it is known that Leader Humor has a positive and significant
effect on Job Crafting at the Secretariat of DPRD Riau Province.

The concept of Job Crafting basically comes from the idea put forward by Kulik, Oldham, and
Hackman (1987) who stated Job Crafting as an employee initiative in redesigning their work
with or without management involvement. Research conducted by Ghitulescu (2006)
revealed that task complexity is a significant predictor of the emergence of Job Crafting
behavior. This is because employees with complex work assignments will be more related to
high levels of task crafting (looking for information related to tasks), cognitive crafting
(viewing complex work tasks can help achieve company goals), and relational crafting (asking
colleagues who understand more task-related matters) to support them in completing the
task.

The most important external factor that can influence the presence of Job Crafting behavior is
leadership (Ghitulescu, 2006). Company leaders have an important role in carrying out Job
Crafting (Berg, Dutton, & Wrzesniewski, 2007) because company leaders are able to create a
work environment that encourages Job Crafting (Holcombe, 2016).

This research is in line with research conducted by Schaufeli (2015) showing results that
leaders who inspire, provide strength, and relate well to their employees, can increase the
level of Job Crafting carried out by employees. The research was conducted on workers in the
Netherlands, the majority of whom work in the health, sales and service sectors. Bakker
(2015) through his research on employees in public service companies.

From the results of the recapitulation of the highest respondent's answers about Leader
Humor is "The leader warns employees by joking when employees make mistakes" and
Respondents' answers from the recapitulation results of Job Crafting Variables are I rearrange
equipment or furniture in my own room area "meaning Employees are given the freedom to
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be creative completing work such as by making their room as comfortable as possible, the
effect of this is that employees feel at home in the room.

The Effect of Perception of Organizational Support on Job Crafting
Based on the research results, it is known that Perception of Organizational Support has a
positive effect on Job Crafting at the DPRD Secretariat of Riau Province.

Tims, Bakker, & Derks (2015) have explained that employees who apply Job Crafting in their
work can improve better and more efficient performance, and Job Crafting is able to direct
their energy to change job characteristics in order to achieve satisfactory goals and results. In
addition, when employees perceive organizational support, it strengthens their cognitive and
emotional evaluations.

According to (Lansart, Tewal, and Dotulong 2019) "Perception of Organizational Support is a
form of attitude, contribution or treatment provided by an organization which is used as a
stimulus by its employees about how far the organization where they work appreciates their
contribution and cares about their welfare" and Kulik, Oldham, and Hackman (1987) who
stated Job Crafting as an employee initiative in redesigning their work with or without
management involvement.

Strong organizational support gives flexibility to employees in carrying out their work, so that
employees understand and understand the duties and responsibilities they carry out.
Employee welfare is the main thing in supporting the work performed by employees. The role
of organizational support provides a separate mission for employees in completing their tasks.
The results of this study are not in line with research conducted by Devi Rosyana Putri (2021)
which suggests that the Perception Of Organizational Support Variable does not have a
moderating effect between Job Crafting, which means that Job Crafting provided by Employees
is caused by positive organizational support so that it provides opportunities for Employees
for creativity.

From the results of the recapitulation of the highest respondent's answers regarding
Perception of Organizational Supportis ""My supervisor will support me when I need support”
and Respondents' answers from the results of the recapitulation of Job Crafting Variables and
the fourth statement, namely "I rearrange equipment or furniture in my own room area"
meaning that the Leaders always support any changes made by employees, as long as they are
within the scope of not violating SOPs and Regulations.

Effect of Work Engagement on Job Crafting
Based on the research results, it is known that Work Engagement has a positive effect on Job
Crafting at the Secretariat of DPRD Riau Province.

Work Engagement is a situation where a person is able to commit to the organization both
emotionally and intellectually. Work Engagement occurs when someone feels valued, enjoys
and believes in the work they are doing. Work Engagement in work is conceptualized as
members of an organization who carry out their work roles, work and express themselves
physically, cognitively and emotionally while working. This is in accordance with the theory
presented by Mujiasih and Ratnaningsih (2012), Work Engagement is a combination of
satisfaction and commitment, and that satisfaction refers more to emotional or attitudinal
elements, while commitment involves more motivational and physical elements. Work
Engagement goes beyond satisfaction to incorporate the various perceptions of employees
who collectively demonstrate high performance, commitment, and loyalty.
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Job crafting is employee behavior in balancing between job demands with preferences, skills
and needs in producing changes in the number of tasks and perspective of workload. When an
employee succeeds in creating a work environment characterized by job resources and
challenging job demands, their work engagement and job satisfaction can increase.

This research is in line with research conducted by Tri Setia Yulivianto (2019) which states
that work involvement successfully mediates the relationship between Job Crafting and
employee performance.

From the results of the recapitulation of the highest respondent's answers about Work
Engagement is "In my work, I feel full of energy" and Respondents' answers from the results
of the Job Crafting Variables recapitulation are "I rearrange equipment or furniture in my own

room area" "meaning that there is flexibility in managing the work area/room provides
positive energy for employees at work

The Effect of Leader Humor on Job Crafting with Perception of Organizational Support as a
Mediating Variable

Based on the research results, it is known that the Perception Of Organizational Support
Variable mediates the relationship between Leader Humor and Job Crafting at the Secretariat
of DPRD Riau Province.

The leadership humor that is given to employees provides the flexibility to be able to redesign
their work on their own initiative, with or without management involvement, so that the work
carried out by employees feels easier and more comfortable because there is a balance
between demands and work resources with personal abilities or employee needs. .
Meanwhile, Perception of Organizational Support is used as positive support from
organizations in carrying out employee work to provide maximum performance results in
accordance with their Main Performance Index.

This is in line with research conducted by Ling Tan, Yongli wang, Wenjing Qian, and Hailing Lu
(2020) which states that the Leader Humor Variable influences Job Crafting mediated by the
Perception Of Organizational Support Variable of employees.

The relationship between the Leader Humor variable and the Job Crafting variable through
POS is of course very close, this is because without a good Leader Humor, of course, the desire
to be creative and redesign an employee's job certainly does not arise from the employee's
personality, supported by Organizational support so that whatever is done employees will be
appreciated by the Leaders and the Organization.

The Effect of Leader Humor on Job Crafting with Work Engagement as a Mediating Variable
Based on the research results, it is known that the Work Engagement variable mediates the
relationship between Leader Humor and Job Crafting at the Secretariat of DPRD Riau Province.

Humor Positive leaders give the impression that employees are valued by their leaders and
provide comfort at work. Work engagement occurs when someone feels valued, enjoys and
believes in the work they are doing. Work Engagement in work is conceptualized as members
of an organization who carry out their work roles, work and express themselves physically,
cognitively and emotionally while working. Job crafting is the ability of an employee to
redesign their work, if employees are valued and involved in various agency activities, of
course they will try their best to provide their best expertise in completing their work.
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This is in line with research conducted by Ling Tan, Yongli wang, Wenjing Qian, and Hailing Lu
(2020) who concluded that there is a Leader Humor Variable that influences Job Crafting
mediated by the Work Engagement Variable. So Work Engagement has an influence in
connecting Leader Humor to Job Crafting in achieving organizational goals.

The influence of Leader Humor on Job Crafting through Work Engagement as a mediating
variable is very strong because without employee involvement (WE) in each activity, the
humor given by the leader will not affect the desire of employees to design their work
personally so that the activity/job can be completed safely Good.

Conclusion

Based on the results of the research and discussion used in accordance with the proposed

hypothesis, the following conclusions can be drawn:

1. Leader Humor has a positive and significant effect on the Perception of Organizational
Support at the Riau Provincial DPRD Secretariat. This means that the better the
Leader Humor, the Perception Of Organizational Support will increase. And vice
versa, if Leader Humor is not done properly, it will reduce Perception Of
Organizational Support.

2. Leader Humor has a positive and significant effect on Work Engagement at the Riau
Provincial DPRD Secretariat. This means that the better the Leader Humor, the more
Work Engagement. And vice versa, if Leader Humor is not done properly, it will
reduce Work Engagement.

3. Leader Humor has a negative and significant effect on Job Crafting at the Riau
Provincial DPRD Secretariat. This means that Leader Humor will reduce the level of
Job Crafting of employees at the Secretariat of DPRD Riau Province.

4. Perception of Organizational Support has a positive and significant effect on Job
Crafting at the Riau Provincial DPRD Secretariat. This means that the better the
Perception Of Organizational Support at the institution, the Job Crafting of employees
will increase. vice versa,

5. If Perception Of Organizational Support is not done properly, it will reduce employee
Job Crafting.

6. Work Engagement has a positive and significant effect on Job Crafting at the Riau
Provincial DPRD Secretariat. This means that the better the institution's Work
Engagement will increase the Job Crafting of employees. And vice versa, if Work
Engagement is not carried out properly, it will reduce employee Job Crafting.

7. Based on the research results, it is known that work discipline is able to mediate the
relationship between leadership and employee performance at the Secretariat of
DPRD Riau Province. This means that the better the work discipline, the influence
between leadership and the performance of employees/staff will be affected

8. Based on the research results, it is known that Perception of Organizational Support
is able to mediate the relationship between Leader Humor and Job Crafting at the
Secretariat of DPRD Riau Province. This means that the better Perception Of
Organizational Support will increase the influence between Leader Humor and Job
Crafting

9. Based on the research results, it is known that Work Engagement is able to mediate
the relationship between Leader Humor and Job Crafting at the Secretariat of DPRD
Riau Province. This means that the better the Work Engagement will increase the
influence between Leader Humor and Job Crafting.

124



Yon Elfi, The Influence of Leader Humor ...

Acknowledgement

We thank the anonymous reviewers for their valuable support and guidance in improving the quality of the
paper. Furthermore, we thank Adi Rahmat and Arizal N for his feedback on earlier versions of the paper.
Besides, we also thank Universitas Lancang Kuning, Indonesia, for their assistance and support along the
undertaken of this research.

Disclosure statement

No potential conflict of interest was reported by the authors.

References

Abdillah, M. R. (2021). Leader Humor and Knowledge Sharing Behavior: The Role of Leader-Member
Exchange. Jurnal Manajemen, 25(1), 76. https://doi.org/10.24912/jm.v25i1.704

Arendt, L. A. (2009). Transformational leadership and follower creativity: the moderating effect of leader
humor. Rev. Bus. Res. 9, 100-106.

Avolio, B. ], Howell, ]J. M., and Sosik, ]. ]. (1999). A funny thing happened on the way to the bottom line:
Humor as a moderator of leadership style effects. Acad. Manag. J. 42, 219-227. doi: 10.2307 /257094

Bakker, A. B, Tims, M., and Derks, D. (2012). Proactive personality and job performance: The role of Job
Crafting and Work Engagement . Hum. Relat. 65, 1359-1378. doi: 10.1177/0018726712453471

Bano, S., Vyas, K., & Gupta, R. (2015). Perceived organisational support and Work Engagement : A cross
generational study. Journal of Psychosocial Research, 10(2), 357-364.

Berg, ]. M., Dutton, J. E., and Wrzesniewski, A. (2013). “Job Crafting and meaningful work,” in Purpose and
meaning in the workplace, eds. B. ]J. Dik, Z. S. Byrne, and M. F. Steger, (Washington: American
Psychological Association), 81-104. doi: 10.1037/14183-005

Bind], U. K,, Hardin, K., Gibson, C. B, and Stride, C. B. (2018). Job Crafting revisited: Implications of an
extended framework for active changes at work. ]J. Appl. Psychol. 104, 605-628. doi:
10.1037/apl0000362

Bipp, T., and Demerouti, E. (2015). Which employees craft their jobs and how? Basic dimensions of
personality and employees’ Job Crafting behaviour. ]J. Occupat. Organizat. Psychol. 88, 631-655. doi:
10.1111/joop.12089

Bitterly, T. B., and Schweitzer, M. E. (2019). The impression management benefits of humorous self-
disclosures: how humor influences perceptions of veracity. Organizat. Behav. Hum. Decis. Proc. 151,
73-89. doi: 10.1016/j.0bhdp.2019.01.005

Braun, S., and Nieberle, K. W. A. M. (2017). Authentic leadership extends beyond work: A multilevel model
of work-family conflict and enrichment. Leadersh. Q. 28, 780-797. doi: 10.1016/j.leaqua.2017.04.003

Brislin, R. W. (1970). Back-translation for cross-cultural research. J. Cross Cult. Psychol. 1, 185-216. doi:
10.1177/135910457000100301

Bruning, P. F,, and Campion, M. A. (2018). A Role-resource Approach-avoidance model of Job Crafting : A
multimethod integration and extension of Job Crafting theory. Acad. Manag. J. 61, 499-522. doi:
10.5465/amj.2015.0604

Caesens, G., Marique, G., Hanin, D., and Stinglhamber, F. (2016). The relationship between perceived
organizational support and proactive behaviour directed towards the organization. Eur. . Work
Organizat. Psychol. 25, 398-411. doi: 10.1080/1359432x.2015.1092960

Caesens, G., Stinglhamber, F., and Luypaert, G. (2014). The impact of Work Engagement and workaholism
on well-being-the role of work-related social support. Career Develop. Int. 19, 813-835. doi:
10.1108/cdi-09-2013-0114

Christian, M. S., Garza, A. S., and Slaughter, J. E. (2011). Work Engagement : A quantitative review and test
of its relations with task and contextual performance. Person. Psychol. 64, 89-136. doi:
10.1111/j.1744-6570.2010.01203.x

Chao Ni, Ying Wang, (2015) The Impact of Perceived Organizational Support and Core Self-Evaluation on
Employee’s Psychological Well-Being (Dampak Organisasi yang Dirasakan Dukungan dan Evaluasi
Diri Inti aktif Kesejahteraan Psikologis Karyawan) Journal of Human Resource and Sustainability
Psikologis Karyawan) Journal of Human Resource and Sustainability Studies, 2015, 3, 73-81 Published
Online June 2015 in SciRes. http://www.scirp.org/journal /jhrss
http://dx.doi.org/10.4236/jhrss.2015.32011

125



Yon Elfi, The Influence of Leader Humor ...

Cooper, C. (2008). Elucidating the bonds of workplace humor: A relational process model. Hum. Relat. 61,
1087-1115. doi: 10.1177/0018726708094861

Cooper, C. D,, Kong, D. T,, & Crossley, C. D. (2018). Leader humor as an interpersonal resource: Integrating
three theoretical perspectives. Academy of Management Journal, 61(2), 769-796.

Cooper, C.D.,Kong, D. T,, and Crossley, C. D. (2018). Leader humor as an interpersonal resource:Intergrating
three theoretical perspective. Acad. Manag. J. 61, 769-796. doi: 10.5465/amj.2014.0358

Costantini, A., Demerouti, E., Ceschi, A, and Sartori, R. (2019). Evidence on the hierarchical,
multidimensional nature of behavioural Job Crafting . Appl. Psychol. 0, 1-31. doi: 10.1111/apps.12232

Daniella Stephani, Jimmy Ellya Kurniawan (2018) Hubungan antara Job Crafting dan Work Engagement
pada Karyawan Psychopreneur Journal, 2018, 2(1): 30-40 ISSN 2598 - 649X cetak / ISSN 2598 - 6503
online

Decker, W. H., and Rotondo, D. M. (2001). Relationships among gender, type of humor, and perceived leader
effectiveness. ]. Manag. Issues 13, 450-465.

Demerouti, E., Bakker, A. B., and Gevers, J. M. P. (2015). Job Crafting and extra-role behavior: the role of
Work Engagement and flourishing. ]. Vocat. Behav. 91, 87-96. doi: 10.1016/j.jvb.2015.09.001

Demerouti, E., Bakker, A. B., Nachreiner, F., and Schaufeli, W. B. (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). Work Engagement and machiavellianism in the ethical
leadership process. J. Bus. Ethics 107, 35-47. doi: 10.1007/s10551-012-1296-4

Desti Ranihusna, Unzilla Ainun Ulfab, Nury Ariani Wulansari (2022) Healthcare personel's performance:
The role of Job Crafting and Work Engagement (Kinerja tenaga kesehatan: Peran kerajinan pekerjaan
dan keterlibatan kerja) Jurnal Ekonomi dan Bisnis Journal homepage: www.ejournal.uksw.edu/jeb
ISSN 1979-6471 E-ISSN 2528-0147

Devi Rosyana Putri, Zulkarnain, Abdhy Aulia Adnans (2020) The effect of Job Crafting on Work Engagement
with perceived organizational support as moderator in bank Sumut head officelnternational Journal
of Multidisciplinary Research and Growth Evaluation ISSN: 2582-7138 Received: 05-12-2020;
Accepted: 10-01-2021 www.allmultidisciplinaryjournal.com Volume 2; Issue 1; January-February
2021; Page No. 170-177

Duncan, W. J. (1982). Humor in management: Prospects for administrative practice and research. Acad.
Manag. Rev. 7, 136-142. doi: 10.5465/amr.1982.4285511

Eisenberger, R., and Stinglhamber, F. (2011). Perceived Organizational Support: Fostering Enthusiastic and
Productive Employees. Washington, DC: American Psychological Association.

Eisenberger, R., Huntington, R., Hutchison, S. O., and Sowa, D. (1986). Perceived Organisational Support. J.
Appl. Psychol. 71, 500-507.

Fajrin, H.,, Rahmat, A., Handayani, R.,, & N, A. (2022). the Effect of Altruistic Leadership on Service Innovation
and the Mediation Role of Affiliated Humor (Case Study of Pekanbaru Aulia Hospital). Jurnal Ilimiah
Ekonomi Dan Bisnis, 19(2), 123-132. https://doi.org/10.31849/jieb.v19i2.9608

Grandita Satira Claudiantya dan Fendy Suhariadi (2020) Pengaruh perceived organizational support
terhadap employee engagement Jurnal Fenomena, Vol. 29 No. 2 (2020), hal. 32-37 ISSN: 2622-8947
DOI: 10.30996/fn.v29i2.4752 Fakultas Psikologi, Universitas 17 Agustus 1945 Surabaya

Gkorezis, P., Petridou, E., & Xanthiakos, P. (2014). Leader positive humor and organizational cynicism: LMX
as a mediator. Leadership & Organization Development Journal.

Gordon, H.]., Demerouti, E., Le Blanc, P. M., Bakker, A. B., Bipp, T., and Verhagen, M. A. M. T. (2018). Individual
job redesign: Job Crafting interventions in healthcare. ]J. Vocat. Behav. 104, 98-114. doi:
10.1016/j.jvb.2017.07.002

Gremler, D. D. (2015). “The Critical Incident Technique,” in Wiley Encyclopedia of Management, eds Edn,
eds C. L. Cooper, N. Lee, and A. M. Farrell (New Jersey: Wiley). doi:
10.1002/9781118785317.weom090062

Halbesleben, ]. R. B,, Neveu, J. P, Paustian-Underdah], S. C., and Westman, M. (2014). Getting to the “COR”:
Understanding the role of resources in conservation of resources theory. ]. Manag. 40, 1334-1364.
doi: 10.1177/0149206314527130

Hallberg, U. E., and Schaufeli, W. B. (2006). "Same Same” but different? But Can Work Engagement be
discriminated from job involvement and organizational commitment? ]. Europ. Psychol. 11, 119-127.
doi: 10.1027/1016-9040.11.2.119

Hayes, A. F. (2013). An Introduction to Mediation, Moderation, and Conditional Process Analysis: A
Regression-Based Approach. New York: Guilford Press.

126



Yon Elfi, The Influence of Leader Humor ...

Hetland, J., Hetland, H., Bakker, A. B.,, and Demerouti, E. (2018). Daily transformational leadership and
employee Job Crafting : The role of promotion focus. Eur. Manag. ]. 36, 746-756. doi:
10.1016/j.em;j.2018.01.002

Huang, L., Gino, F., and Galinsky, A. D. (2015). The highest form of intelligence: sarcasm increases creativity
for both expressers and recipients. Organ. Behav. Human Decision Process. 131, 162-177. doi:
10.1016/j.0bhdp.2015.07.001

Hughes, L. W,, and Avey, ]. B. (2009). Transforming with levity: humor, leadership, and follower attitudes.
Lead. Organ. Dev. ]. 30, 540-562. doi: 10.1108/01437730910981926

Ju, D, Huang, M., Liu, D, Qin, X.,, Hu, Q. and Chen, C. (2019). Supervisory consequences of abusive
supervision: an investigation of sense of power, managerial self-efficacy, and task-oriented leadership
behavior. Organizat. Behav. Hum. Decis. Proc. 154, 80-95. doi: 10.1016/j.0bhdp.2019.09.003

Jana Roze (2010) Humor As Indirect Influence Management Tool, Ainavas iela 49, Jaunsils, Kekava,
Latvia,LV-2123

Juntong Xu (2020) The Review of Humorous Leader Open Journal of Business and Management, 2020, 8,
542-551 https://www.scirp.org/journal/ojbm ISSN Online: 2329-3292 ISSN Print: 2329-3284

Kahn, W. A. (1990). Psychological conditions of personal engagement and disengagement at work. Acad.
Manag. J. 33, 692-724. doi: 10.5465/256287

Kailiang Dai, Xinyu Qin (2016) Perceived Organizational Support and Employee Engagement: Based on the
Research of Organizational Identification and Organizational Justice Open Journal of Social Sciences,
2016, 4, 46-57 http://www.scirp.org/journal/jss ISSN Online: 2327-5960 ISSN Print: 2327-5952

Kong, D. T., Cooper, C. D,, and Sosik, J. J. (2019). The state of research on leader humor. Organ. Psychol. Rev.
9, 3-40.doi: 10.1177/2041386619846948

Kurtessis, J. N., Eisenberger, R, Ford, M. T., Buffardi, L. C,, Stewart, K. A,, and Adis, C. (2017). Perceived
Organizational Support A Meta-Analytic Evaluation of Organizational Support Theory. ]. Manag. 43,
1854-1884. doi: 10.1177/0149206315575554

Li, N., Chiaburu, D. S., Kirkman, B. L., and Xie, Z. (2013). Spotlight on the followers: An examination of
moderators of relationships between transformational leadership and subordinates’ citizenship and
taking charge. Person. Psychol. 66, 225-260. doi: 10.1111/peps.12014

Liang, L. H, Lian, H., Brown, D. ], Ferris, D. L., Hanig, S. and Keeping, L. M. (2016). Why are abusive
supervisors abusive? A dual-system self-control model. Acad. Manag. J. 59, 1385-1406. doi:
10.5465/am;j.2014.0651

Lichtenthaler, P. W., and Fischbach, A. (2019). A meta-analysis on promotion- and prevention-focused Job
Crafting . Eur. ]. Work Organizat. Psychol. 28(1), 30-50. doi: 10.1080/1359432x.2018.1527767

Little, T. D., Cunningham, W. A,, Shahar, G., and Widaman, K. F. (2002). To parcel or not to parcel: exploring
the  question, weighing the merits. Struct. Equ. Model. 9, 151-173. doi:
10.1207/S15328007SEM0902_1

Nilan Mirandal, W. R. P. K. Fernando (2020) The Impact of Human Resource Management Practices of the
Managers on Perceived Organizational Performance—A Study on Ceylon Fisheries Corporation in Sri
Lanka., Open Access Library Journal 2020, Volume 7, 7034 ISSN Online: 2333-9721 ISSN Print: 2333-
9705

May, D., Gilson, R., and Harter, L. (2004). The psychological conditions of meaningfulness, safety and
availability and the engagement of the human spirit at work. ]. Occup. Organ. Psychol. 77, 11-37. doi:
10.1348/096317904322915892

Mazzetti, G., Robledo, E., Vignoli, M., Topa, G., Guglielmi, D., & Schaufeli, W. B. (2021). Work Engagement : A
meta-Analysis Using the Job Demands-Resources Model. Psychological Reports,
00332941211051988.

McGraw, A. P., and Warren, C. (2010). Benign violations: Making immoral behavior funny. Psychol. Sci. 21,
1141-1149. doi: 10.1177/0956797610376073

Mesmer-magnus, J., Glew, D. ], and Viswesvaran, C. (2012). A meta-analysis of positive humor in the
workplace. J. Manag. Psychol. 27, 155-190. doi: 10.1108/02683941211199554

Muthén, L. K., and Muthén, B. 0. (2010). MplusUser’s guide, 6th Edn. California: Los Angeles.

Muhammad Sulaiman, Mohamed A. Ragheb, Mohamed Wahba (2019) Perceived Organization Support Role
in Creating an Innovative Work Behavior, Open Access Library Journal 2019, Volume 6, €5372 ISSN
Online: 2333-9721 ISSN Print: 2333-9705

Mujakir dan Rika Rachmawati, (2022) Hubungan Perceived Organizational Support (Pos) Dan Work
Engagement Terhadap Job Satisfaction Dynamic Management Journal ISSN (Online) 2580-2127
Volume 6 No. 2 Tahun 2022

127



Yon Elfi, The Influence of Leader Humor ...

Onintze Letona-Ibafiez, Silvia Martinez-Rodriguez, Nuria Ortiz-Marques, Maria Carrasco and Alejandro
Amillano (2021) Job Crafting and Work Engagement : The Mediating Role of Work Meaning . Int. J.
Environ. Res. Public Health 2021, 18, 5383. https://doi.org/10.3390/ ijerph18105383

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

Petrou, P., Demerouti, E., and Schaufeli, W. B. (2018). Crafting the change: The role of employee Job Crafting
behaviors for successful organizational change. ]J. Manag. 44, 1766-1792. doi:
10.1177/0149206315624961

Petrou, P., Demerouti, E., Peeters, M. C. W., Schaufeli, W. B., and Hetland, J. (2012). Crafting a job on a daily
basis: Contextual correlates and the link to Work Engagement. . Organiz. Behav. 33, 1120-1141. doi:
10.1002/job.1783

Podsakoff, P. M., Mackenzie, S. B., and Podsakoff, N. P. (2012). Sources of method bias in social science
research and recommendations on how to control it. Annu. Rev. Psychol. 63:539. doi:
10.1146/annurev-psych-120710-100452

Preacher, K. ], and Hayes, A. F. (2008). “Contemporary Approaches to Assessing Mediation in
Communication Research,” in The Sage Sourcebook of Advanced Data Analysis Methods for
Communication Research, Eds Edn, eds A. F. Hayes, M. D. Slater, and L. Synder (Thousand Oaks, CA:
Sage), 13-54. doi: 10.4135/9781452272054.n2

Pundt, A., and Venz, L. (2017). Personal need for structure as a boundary condition for humor in leadership.
J. Organizat. Behav. 38, 87-107. doi: 10.1002/job.2112

Putra, M. A, Asmony, T., & Nurmayanti, S. (2021). Pengaruh Perceived Organizational Support terhadap
Individual Readiness for Change yang Dimediasi oleh Psychological Capital. Jurnal Manajemen dan
Keuangan, 10(1), 28-42.

Putri, D. R. (2021). Pengaruh Job Crafting terhadap Keterikatan Kerja dengan Perception Of Organizational
Support sebagai Variabel Moderator di Bank Sumut Kantor Pusat.Tesis. Universitas SUmatera Utara

Rahmasari, A., Rasyid, M., Rahmat, A., Manajemen, P. M., Pascasarjana, S., & Kuning, U. L. (2022). Double-
Edged Sword Dari Kepemimpinan. Ncssr, 180-185.

Rahmat, A. (2022). Jurnal Manajemen dan Bisnis ETHICAL LEADERSHIP AND INNOVATIVE BEHAVIOUR :
MEDIATION ROLE OF LEADER MEMBER EXCHANGE AND. 11(1), 169-179.

Rahmat, A. (2023). PERAN MEDIASI PERILAKU SUARA DAN PERAN MEDIASI KEAMANAN PSIKOLOGIS. 1(1),
1-19.

Rahmat, A., Abdillah, M. R,, Priadana, M. S., Wu, W., & Usman, B. (2020). Organizational Climate and
Performance: The Mediation Roles of Cohesiveness and Organizational Commitment. IOP Conference
Series:  Earth  and  Environmental  Science, = 469(1). https://doi.org/10.1088/1755-
1315/469/1/012048

Zuhri, M., Rahmat, A., & Asfar, A. (2023). Humor Pemimpin dan Implikasinya Terhadap Sikap Pengikut. 5(1),
1-11.

128



