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Abstract: A function in using humor in the workplace is to build relationships between
employees involved in such behavior. This study seeks to explain the relationship between
leader humor and knowledge-sharing behavior using social exchange theory. Specifically,
this study endeavors to explain the mechanism process underlying the relationship between
leader humor and knowledge-sharing behavior through the leader-member exchange. To
test the hypotheses, the current study collected data from employees working at
communication and information company in Pekanbaru City, Riau, Indonesia with utilizing
PLS-SEM analysis. The finding shows that leader humor can encourage employee
knowledge sharing behavior through the relationship quality between leaders and
employees.
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Abstrak: Salah satu fungsi dalam penggunaan humor di tempat kerja adalah untuk
membangun hubungan antara karyawan yang terlibat dalam perilaku tersebut. Penelitian ini
berupaya menjelaskan dampak dari perilaku humor pemimpin terhadap perilaku berbagi
pengetahuan karyawan dengan menggunakan perspektif social exchange theory. Secara
khusus, studi ini berupaya menjelaskan pengaruh dari perilaku humor pemimpin terhadap
perilaku berbagi pengetahuan karyawan melalui mekanisme leader-member exchange.
Untuk membuktikan hipotesis yang diajukan, peneltian ini mengumpulkan data dari
karyawan yang bekerja pada sebuah perusahaan yang bergerak pada industri komunikasi
dan informasi yang berlokasi di Kota Pekanbaru, Provinsi Riau. Selanjutnya, penelitian ini
akan menggunakan analisis SEM-PLS dalam menguji hipotesis-hipotesis yang diajukan
dalam studi ini. Penelitian ini menemukan bahwa perilaku humor pemimpin dapat
mendorong perilaku berbagi pengetahuan karyawan melalui kualitas hubungan antara
pemimpin dan karyawan.

Kata Kunci: humor pemimpin, leader-member exchange, perilaku berbagi pengetahuan.

INTRODUCTION

The use of humor for leaders can be an interpersonal resource that encourages high-
quality interaction between leaders and employees (Cooper et al., 2018). Humor is a
valuable strength of character possessed by leaders (Cooper and Sosik, 2012). It shows that
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leaders have the ability in social communication intended to amuse their subordinates
(Cooper, 2005). Humor behavior carried out by leaders towards their subordinates shows
that they are trying to reduce the social distance between them and their subordinates.
Leader humor is considered by subordinates as a form of friendliness from leaders to their
subordinates. Hence, such behavior can improve high-quality interactions between
subordinates and their leaders (Kong et al., 2019).

Positive outcomes expected by organizations with high-quality interactions between
leaders and subordinates are subordinates’ extraordinary behaviors, such as knowledge
sharing (Kim et al., 2017). Knowledge sharing (KS) behavior is considered as productive
knowledge behavior which is a key component in knowledge management systems (Curado
et al., 2017; Ismail et al., 2015; Rosendaal and Bijlsma-Frankema, 2015; Sudhindra et al.,
2019; Vlachos et al., 2020; Wipawayangkool and Teng, 2019; Yen et al., 2015; Yeo and
Marquardt, 2015). How to encourage subordinates to share their knowledge they have is an
essential responsibility for organizations because in order to manage knowledge effectively
in organizations, knowledge ownership embedded in a subordinate is seen as a barrier
(Barley et al., 2018). Organizations cannot force their employees to share their ideas or
experiences with other organization members because they do not have employee
intellectual assets (Connelly et al., 2012;2019). Hence, an investigation of factors
encouraging subordinates to share their knowledge is very essential for academics and
practitioners.

Prior studies have tried to investigate what causes subordinates to share their
knowledge, including motivational, environmental, and individual factors (e.g., Carmeli et
al., 2013; Kakar, 2018; Li et al., 2015; Pangil and Chan, 2014). However, only little attention
is given by scholars to investigate the link between leadership styles or leader behaviors and
subordinates’ KS behavior (Bavik et al., 2018).

Managers and scholars in leadership and management studies have recognized that
leadership behaviors or styles have a very essential role in shaping subordinates’ certain
behaviors in organizations (Inceoglu et al., 2018). Initial evidence has revealed that ethical
leadership could encourage subordinates to share their knowledge (Bavik et al., 2018), and
conversely, abusive supervision by leaders tends to reduce subordinates’ engagement in KS
behavior (Lee etal., 2018). However, studies that investigate the relationship between leader
humor and subordinates’ KS behavior have not been explored by scholars. Thus, a study
that attempts to explain this relationship still needs to be done. Based on this research gap,
the current study poses two main questions namely can leader humor encourage
subordinates’ KS behavior? If so, does the leader-member exchange (LMX) mediate such a
relationship?

This study attempts to explain the relationship between leader humor and
subordinates’ KS behavior using the social exchange perspective. Specifically, the current
study solicits to explain the effect of leader humor on subordinates’ KS behavior through a
leader-member exchange mechanism. Extending and investigating the relationship between
leader humor and KS behavior offers several knowledge contributions in a significant and
meaningful way to organizational study and management literature, especially the
leadership field.

First, this study explains how and why leader humor can be a valuable predictor of
KS behavior, specifically tacit knowledge. Although initial empirical evidence have
revealed that leader behavior could shape and minimize subordinates’ KS behavior (Bavik

Jurnal Manajemen/Volume XXV, No. 01, February 2021: 76-91 77
DOI: http://dx.doi.org/10.24912/im.v25i1.704




Abdillah: Leader Humor and Knowledge Sharing Behavior...

et al., 2018; Lee et al., 2018), it is still unknown empirically studies examining the
relationship between leader humor and KS behavior. Thus, this study is the first attempt to
consider leader humor as an essential interpersonal resource that can encourage subordinates
to engage in KS behavior.

Second, this study also provides an understanding of the psychological processes
underlying the relationship between leader humor and subordinates’ KS behavior. Utilizing
social exchange theory (SET) (Cropanzano et al., 2017; Cropanzano and Mitchell, 2005),
this study identifies LMX as a mediator in such a relationship process.

Third, the current study findings may offer meaningful insight to leaders or managers
in designing suitable strategies for encouraging subordinates' extraordinary behavior, such
as KS behavior, based on leader humor function.

THEORITICAL REVIEW

Leader humor. Conceptually, humor was defined as “any event shared by an agent (e.g. an
employee) with another individual (i.e. a target) that is intended to be amusing to the target
and that the target perceives as an intentional act” (Cooper, 2005). Humor is a complex and
diverse phenomenon. In the management literature, humor is seen as an intentional social
communication intended to entertain (Cooper et al., 2018). Meanwhile, leader humor is the
action of leaders who deliberately use humor to subordinates with a view to entertaining
them (Kong et al., 2019).

Prior study has explained that leader humor can be beneficial to organizations because
leaders build high-quality relationships with subordinates (Cooper et al., 2018). Humor
behavior shown by leaders to subordinates can encourage positive behavior in subordinates
through a high-quality exchange relationship. SET explained that members of an
organization would exchange various types of resources and based on such exchange, it will
produce a high-quality relationship (Cropanzano et al., 2017).

Furthermore, (Cropanzano et al., 2017) divided these types of resources into two
categories: (1) economic resources; and (2) socioemotional resources. Economic resources
are anything of economic value, such as formal employment contracts. In this type of
resource, subordinates or employees are expected to fulfill existing obligations on the duties
and responsibilities agreed upon in the contract, in return, they will be given compensation,
benefits, and promotions from organizations or leaders.

Meanwhile, socioemotional resources differ from economic resources in several
respects: (1) social resources are voluntary; (2) the value of socioemotional resources cannot
be calculated like economic resources; (3) when socioemotional resources are given,
exchanges from other parties as recipients of resources are expected but the details of the
exchanges (for example, when and in what form) are usually not determined between the
two parties; (4) socioemotional resources are always valued as a form of support and
friendliness by the recipient.

The exchange of socioemotional resources tends to lead to high-quality relationships
characterized by respect, trust, and liking, which cannot be provided by economic resources.
Leader humor tends to meet criteria as a social resource because such behavior signifies the
friendliness of leaders to their subordinates (Cooper et al., 2018; Kong et al., 2019).
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KS behavior. Conceptually, knowledge was defined as “certain fact, experience,
information, and technology that can be earned through education, learning, mastery, and
experience” (Rhee and Choi, 2017). Knowledge is an essential asset for organizations in the
currently knowledge-based economy era. Organizational activities’ successes and failures
depend on quality knowledge they have. The available knowledge will be embedded in the
routines and practices of organizations where organizations transform their knowledge into
quality products and services (Davenport and Prusak, 1998; Tregua et al., 2019).

In the knowledge management field, two types of knowledge need to be managed,
namely (Nonaka, 1994): (1) explicit knowledge; and (2) tacit knowledge. Explicit
knowledge refers to “knowledge that is transmittable in formal, systematic language” (p.
16). Meanwhile, tacit knowledge refers to knowledge that is “hard to formalize and
communicate” (p. 16). This second type of knowledge is personal, intangible, and abstract.
It is embedded in the experiences experienced by an individual, such as “action,
commitment, and involvement in a specific context” (p. 16). Although it is challenging to
formalize and communicate, tacit knowledge can still be communicated and transferred to
others (Budiharjo, 2016). Thus, managing knowledge through effective KS practices
become very essential in organizations’ activities.

KS refers to “the provision of task information and know-how to help others and to
collaborate with others to solve problems, develop new ideas, or implement policies or
procedures” (Wang and Noe, 2010). Furthermore, KS behavior in an organization is seen as
the basis for innovation (Laily and Ernawati, 2020) and creating new knowledge. Hence,
such behavior is considered as one of the most important activities to achieve organizational
effectiveness (Kim et al., 2017).

Leader humor and KS behavior. Studies explaining the relationship between leader
humor and KS behavior are unknown and unexplored. This study is the first attempt to
explain such a relationship process. Prior studies have explained that certain leadership
behaviors and styles could encourage and reduce subordinates’ KS behavior (Bavik et al.,
2018; Lee et al., 2018). These results indicate that leader behaviors play an essential role in
shaping subordinates’ KS behavior.

Recent empirical evidence has found that leader humor could influence extraordinary
behavior, such as organizational citizenship behavior (Cooper et al., 2018). It explained that
one of the main functions of leader humor is to build high-quality relationships with
subordinates. Thus, it could encourage subordinates’ extraordinary behavior. Based on this
function, this study assumes that leader humor as socioemotional resources may encourage
subordinates to engage in extraordinary behavior, such as KS behavior. On the basis of the
discussion above, furthermore, this study proposes the following hypothesis:

Hypothesis 1. Leader humor positively affects subordinates’ KS behavior.

Leader humor and LMX. In organizations, their members develop socioemotional
exchange relationships. According to the SET, both leaders and subordinates would
exchange socioemotional resources with each other (Cropanzano et al., 2017).
Socioemotional resource exchange is all types of exchanges that “addreses one’s social and
esteem needs” (Cropanzano and Mitchell, 2005). Leaders using humor as socioemotional
exchange resources signals that they are supportive and friendly persons who can meet
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subordinates’ social needs and self-esteem. Prior study has revealed that humor behavior
from leaders could enhance high-quality LMX relationships (Cooper et al., 2018). Leader-
member exchange was defined as “the perception held by subordinates as to whether or not
voluntary actions on their part will be returned by the supervisor in some way” (Bernerth et
al., 2007).

A series of exchanges of social resources between a leader and subordinates depends
on their communication and behavioral responses, which will result in a low-quality or high-
quality LMX relationship (Cropanzano and Mitchell, 2005). In their task and
responsibilities, because leaders are not required to behave humor to subordinates, this
behavior is considered by subordinates as friendliness to them and shows that leaders try to
reduce the social distance between them and their subordinates (Cooper et al., 2018; Kong
et al., 2019). Hence, the more often leaders show humor behavior as a socioemotional
resource to their subordinates, the more often subordinates assume that their leaders are
trying to get close personally and reduce the social distance between them, which will
ultimately increase the relationship of high-quality LMX. Subordinates who receive more
socioemotional resources from leaders would feel motivated and obliged to maintain the
quality of the relationship between them and their leaders (Abdillah et al., 2020). On the
basis of the discussion above, furthermore, this study proposes the following hypothesis:

Hypothesis 2. Leader humor positively causes LMX.

LMX and KS behavior. Leaders and subordinates exchange their socioemotional resources
in an organization based on the consequences of the benefits gained by both parties. The
exchange process would subsequently result in a strong relationship and positive work
attitudes and behavior. In high-quality socioemotional exchange relationships, mutual trust,
respect, and the obligation to return or provide balanced resources tend to occur. Thus,
subordinates with high-quality leader-member exchange perception would tend to perform
voluntary roles beyond the formal duties that are their socioemotional obligation because
they feel they are getting socioemotional resources from their leaders (Abdillah et al., 2020).

Prior study has explained that high-quality LMX relationships would tend to
encourage subordinates’ engagement in KS behavior (Kim et al., 2017). Using a SET
perspective, Kim et al’s study explained that the characteristics of leaders are essential
predictors of knowledge sharing behavior. Subordinates would engage in knowledge
sharing behavior when they receive positive treatment (socioemotional resources) from
actors in the organization, such as leaders. In high-quality LMX relationships, subordinates
who receive more socioemotional resources from their leaders would tend to try to maintain
long-term relationships with their leaders. As a result, they have an obligation to take action
or perform their job that exceeds their duties and responsibilities, such as engaging in KS
behavior. They show such behavior as an effort to fulfill obligations because they have been
treated positively by their leaders. On the basis of the discussion above, furthermore, this
study proposes the following hypotheses:

Hypothesis 3. LMX positively affects subordinates’ KS behavior.

Hypothesis 4. Leader humor causes LMX, which in turn affects subordinates’ KH behavior.
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LEADER KS
HUMOR BEHAVIOR

Figure 1. Theoretical framework

METHODS

Procedure and sample. This study uses primary data to test hypotheses. This study
obtained data by distributing questionnaires to full-time employees who work at one of the
communication and information companies in Riau Province Indonesia using a self-
administered questionnaire. This company was chosen because previous studies have
recognized this type of organization as usually doing the knowledge exchange process in its
daily activity (Abdillah et al., 2020; Rhee and Choi, 2017). Questionnaires were distributed
by the convenience sampling method. 55 employees were invited to be involved in filling
out the questionnaire. However, from all questionnaires distributed, only 39 employees
volunteered to be involved in filling out the questionnaire.

Due to all items used to measure all variables in this study were adopted from journal
articles written in English, all questionnaire items would be translated into Indonesian using
the “translation-back procedure” technique. This technique translated all items from the
original language into Indonesian, and then it is translated back to its original language to
ensure the translation results do not reduce the content of all questionnaire items (Colina et
al., 2017).

Measurement. The measurement of each variable is needed to link abstract concepts
(variables) with empirical observations. The variables in this study consisted of: (1) the
independent variable, namely leader humor; (2) mediating variables, namely LMX; and (3)
the dependent variable, namely KS behavior.

Leader humor in the current study was measured through four items adopted from
(Cooper et al., 2018) and (Yam et al., 2018). Respondents were asked to provide their
perceptions about their leader behavior including “my leader expresses humor with me at
work,” “my leader injected humor into many types of situations when interacting with me,”
“my leader jokes around with me,” and “my leader uses humor to entertain coworkers.”
They answered all items on a “seven-point scale” ranging from 1 (“never”) to 7 (“always”).

LMX in the current study was measured through eight items adopted from Bernerth et
al. (2007). Subordinates were asked to provide their perceptions about the quality LMX at
their workplace including “my leader and I have a two-way exchange relationship,” “I do
not have to specify the exact conditions to know my leader will return a favor,” “If I do
something for my immediate leader, he/she will eventually payback to me,” “I have a
balance of inputs and outputs with my leader,” “my efforts are reciprocated by my leader,”
“my relationship with my leader is composed of comparable exchanges of giving and
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taking,” “when I give effort at work, my leader will return it,” and “voluntary actions on my
part will be returned in some way by my leader.” Respondents answered all items on a
“seven-point scale” ranging from 1 (“strongly disagree”) to 7 (“strongly agree”).

KH behavior in the current study was measured through four items adopted from
(Staples and Webster, 2008). Respondents were asked to remember their current interaction
with their colleagues and answer the questions including “I am willing to share
knowledge/ideas with others,” “I share my ideas with my co-worker,” “I am willing to share
my experiences or know-how to help others in my organization,” and “I keep my best ideas
to myself (reverse code).” They answered all items on a “seven-point scale” ranging from 1
(“strongly disagree”) to 7 (“strongly agree”).

Data analysis. The hypothesis in this study was tested using PLS-SEM analysis through
WarpPLS 5.0 software (Latan et al., 2019; Weerawardena et al., 2015). There are several
reasons why the current study used SEM-PLS analysis in analyzing data. First, PLS-SEM
analysis technique is capable of simultaneously estimating structural models and
measurement models. Second, SEM-PLS is a very powerful tool when used to test a newly
developed model. Third, this analysis technique is suitable for a study that has a small
sample size.

Data analysis in this study consisted of several stages. First, this study conducts a “fit
model and quality indices” test, that aims to determine whether the model built in this study
is good or not (Wetzels et al., 2009). Second, this study analyzes the measurement model
by testing the validity of the measurement scale for each variable (Chin, 2010). Validity
tests on the measurement scale of each variable are discriminant validity, convergent
validity, and reliability tests (Hair et al., 2014). Third, this study considers testing the
“common method variance” which aims to see whether the data in this study produces a
“common method bias” problem or not (Podsakoff et al., 2003; 2012). Finally, the current
study carries out a structural model analysis that aims to test all the hypotheses that have
been proposed.

RESULTS

Fit model and quality indices. The results of the PLS-SEM analysis in assessing the model
fit and quality indices in this study comprise average R-squared (ARS), average path
coefficient (APC), and average block VIF (AVIF). The results in table 1 reveal that the
model built in this study is compatible with empirical data [ARS = 0.506 (p<0.001); APC =
0.567 (p<0.001); AVIF = 2.169]. AVIF value lower than 3.3 indicates that the model in this
study does not produce multicollinearity problems (Hair et al., 2014).
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Table 1. Model fit and quality indices

Quality indices criteria Value Rule of thumb
Average path coefficient (APC)  0.506™" p-value < 0,05
Average R-squared (ARS) 0.567" p-value < 0,05
Average block VIF (AVIF) 2.169 <33
Tenenhaus GoF (GoF) 0.680 > 0,10 (small effect size), > 0,25 (medium effect size),

dan > 0,36 (large effect size)
Q-squared (Q?) coefficient:

e LMX 0.531 > 0 (acceptabel predictive model)
e KS behavior 0.594
“* = p<0.001

Furthermore, table 1 also reveals the value of the Tenenhaus GoF (GoF) which aims
to evaluate the suitability of the outer model and inner model in PLS (Tenenhaus et al.,
2005). The cut-off values for GoF are 0.1 (small), 0.25 (medium), and 0.36 (large) (Wetzels
et al., 2009). The results in the table reveal that the GoF value is 0.680, which is greater than
the threshold value of 0.36. These results indicate that the model in this study has a large
effect size. In addition, the Q? coefficients in the table also show the values greater than
zero, which explain that the model has an acceptable predictive value (O’Cass and
Weerawardena, 2010).

Measurement model analysis. Analysis of the measurement model in PLS-SEM aims to
evaluate the construct validity of each variable. This analysis, especially on constructs
measured using reflective items, consists of three steps (Hair et al., 2014). First, this analysis
tests the reliability of each variable. It is performed by evaluating Cronbach's alpha (o) and
composite reliability (C.R.) values. The values of o and C.R. of each variable must be above
0.80.

Second, this analysis also tests convergent validity, which is done by evaluating
loadings, and average variance extracted (AVE). The loadings value must range from 0.70
to 0.90. Furthermore, the AVE value above the cut-off value of 0.50 for all constructs is
required (Chin, 2010). Third, this analysis further tests discriminant validity using the
(Fornell and Larcker, 1981) criterion, where the correlation between constructs (variables)
must be below the square root of AVE. The finding in this study (tables 2 and 3) indicates
that the results of validity testing meet each construct validity requirement.

Table 2. Correlations among variables and discriminant validity test

Leader humor LMX KS behavior
Leader humor 0.957
LMX 0.734™ 0.918
KS behavior 0.588"" 0.771™ 0.830

™ = p<0.001; The diagonal column shows the square root of average variances extracted (AVES)
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Table 3. Reliability and convergent validity tests

Variables Items Loadings AVE C.R. a
Leader humor  LHO1 0.959 0.916 0.978 0.969
LHO2 0.962
LHO3 0.946
LHO4 0.962
LMX LMXO01 0.933 0.842 0.977 0.973

LMX02 0.930
LMXO03 0.908
LMXO04 0.946
LMXO05 0.913
LMXO06 0.935
LMXO07 0.870
LMXO08 0.903
KS behavior KSBO01 0.872 0.688 0.895 0.834
KSB02 0.913
KSB03 0.940
KSB04 0.726

Common method variance (CMV) test. This current study is a cross-sectional, namely
collecting data in “a single point in time,” and getting data from the same source. Thus, it is
possible that the data might still have the potential to produce a “common method bias”
(Podsakoff et al., 2003; 2012). To ensure that the common method variance can be
controlled, this study evaluates the value of the block variance inflation factor (Kock, 2015).
Table 4 shows that the value of the block variance inflation factor is lower than 3.3. Hence,
it can be concluded that the data in this study do not have the potential to produce a
“common method bias” (Kock, 2015)

Table 4. Block variance inflation factor

Leader humor LMX
Leader humor 2.169 2.169

Structural model analysis. As explained above, structural model analysis functions to test
study hypotheses. Table 5 shows the path coefficients generated by structural model analysis
on PLS-SEM. In model 1, without using mediating variables, leader humor positively
affects subordinates’ KS behavior (p = 0.588, p<0.001). This finding statistically supports
hypothesis 1. Furthermore, in table 5, especially in model 2, it shows that leader humor
positively affects LMX (p = 0.734, p<0.001). This result statistically supports hypothesis 2
which states that leader humor causes LMX. In the table, it can also be seen that LMX
positively affects subordinates’ KS behavior (f = 0.735, p<0.001). This finding statistically
supports hypothesis 3.

In addition, table 5 also reveals that LMX mediates the effect of the leader humor on
KS behavior (B = 0.539, p<0.001). This finding statistically supports hypothesis 4 which
states that Leader humor causes LMX, which in turn affects subordinates’ KH behavior. In
the table, it can also be seen that when LMX variable is entered into model 2, the influence
of the leader humor on subordinates’ KS behavior becomes insignificant (f = 0.049, n.s.).
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This finding describes that LMX fully mediates the relationship between leader humor and
subordinates’ KS behavior.

Table 5. Hypotheses testing

Model 1: Without mediation variable

Direct effect

Leader humor = KS behavior 0.588"™"
R? (KS behavior) 0.346
Model 2: Full model

Direct effect

Leader humor = KS behavior 0.049ts
Leader humor = LMX 0.734™
LMX = KS behavior 0.735™"
Indirect effect

Leader humor = KS behavior 0.539™
Total effect

Leader humor = KS behavior 0.588™"
R-squared

R? (LMX) 0.539
R? (KS behavior) 0.595

ns:

o,

= not significant; ™ = p<0.001.

DISCUSSION

Leader humor is a social communication intending to give amusement from leaders
to their subordinates. This behavior is very useful to encourage high-quality interaction
between employees and leaders in organizations. This study is the first attempt in trying to
explain the relationship between leader humor and subordinates’ KS behavior. By utilizing
SET perspective in organizations (Cropanzano et al., 2017; Cropanzano and Mitchell,
2005), this study attempts to explain how and why leader humor may encourage KS
behavior among subordinates. Using a sample of full-time employees at communication and
information company in Pekanbaru City, Riau, Indonesia, the finding revealed that humor
behavior used by leaders or managers positively affects the quality of the relationship
between leaders and subordinates and subordinates’ KS behavior. The theoretical and
practical implications of the study finding would be explained next.

Theoretical implications. The primary contribution of the current study lies in the
relationship between leader humor and KS behavior among subordinates. Recent empirical
evidence shows that leadership styles or leader behaviors could encourage and reduce
knowledge sharing behavior among subordinates (Bavik et al., 2018; Lee et al., 2018). These
results provide initial evidence that leader behavior plays an essential role in encouraging
subordinates’ KS behavior. The finding of the current study revealed that leader humor
positively affects KS behavior (hypothesis 1). This result indicates that humor behavior
from leaders can encourage KS behavior among subordinates. This result extends empirical
evidence and understanding that leaders and their behaviors play a critical role in
encouraging subordinates’ KS behavior. This finding also advances current knowledge that
humor behavior used by leaders to amuse their subordinates can encourage subordinates to
share their knowledge through high-quality relationships between leaders and subordinates.
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Furthermore, the current study also revealed that leader humor positively affects LM X
(hypothesis 2), and LMX positively affects KS behavior (hypothesis 3). These results
indicate that humor behavior from leaders can establish high-quality relationships between
leaders and subordinates through LMX, which in turn can encourage subordinates’ KS
behavior. By utilizing SET perspective in organizations (Cropanzano et al., 2017,
Cropanzano and Mitchell, 2005), the findings of this study which found that LMX quality
mediates the relationship between leader humor and KS behavior among subordinates
(hypothesis 4), has a contribution on further understanding of the psychological mechanism
from the function of LMX in the relationship between leader humor and subordinates’
extraordinary behavior (Cooper et al., 2018; Kong et al., 2019). The current study advances
the understanding of how and why humor behavior by leaders can improve high-quality
interaction between leaders and subordinates, which in turn can encourage subordinates to
engage in KS behavior.

Humor behavior considered by subordinates as friendliness to them raises the
perception of subordinates that leaders with humility try to reduce the social distance
between leaders and subordinates. The positive treatment received by subordinates from
organizational actors such as leaders will establish high-quality interaction relationships
between leaders and subordinates. In high-quality relationships between subordinates and
leaders, subordinates will tend to attempt to maintain a long-term relationship with their
leaders. Thus, they feel had an obligation for carrying out extraordinary actions or behaviors
that exceed their duties and responsibilities, such as engaging in KS behavior. They perform
such behavior as an effort to fulfill obligations because they have been treated friendly by
their leaders.

Managerial implications. In addition to having theoretical implications, this study also
provides a critical insight for managers about how organizations can encourage their
employees to engage in KS behavior. Using humor by leaders is a social resource that can
be utilized by managers in order to improve the effectiveness of managing people in
organizations. Humor behavior used by leaders can be an essential instrument, especially
for managers who have limited access to economic resources. This behavior can establish a
high-quality relationship between managers and their subordinates, which will ultimately
motivate subordinates to take action or performance that exceeds their duties and
responsibilities.

This study recommends that the use of humor by managers is an effective and efficient
way in the process of influencing subordinates to achieve organizational goals because this
behavior can enrich the leadership process. Manager can use humor at the workplace. He or
she can try to express humor with subordinates. He or she also can inject humor into many
conditions when he or she interacts with his or her subordinates. A leader can use jokes
around with his or her subordinates. He or she can also use this behavior to entertain his or
her subordinates.

Limitation and future studies. Each study always has limitations. Likewise, the current
study has several limitations that must be conveyed. First, this study was limited to samples
taken from a company engaged in the field of communication and information at a city in
Indonesia so that it has limitations in generalizing to other types of companies or industries.
Hence, for future studies, it is needed testing on companies engaged in other industries such

Jurnal Manajemen/Volume XXV, No. 01, February 2021: 76-91 86
DOI: http://dx.doi.org/10.24912/im.v25i1.704




Abdillah: Leader Humor and Knowledge Sharing Behavior...

as hospitality, manufacturing, and financial and banking institutions. Second, this study is a
cross-sectional study that collected data in “a single point in time,” and got data from the
same source, namely employees. Although the statistical finding showed that the data in this
study are free from the problem of “common method bias” (Podsakoff et al., 2003; 2012),
for further studies, it is recommended using a multiple-time and source data in designing a
study. Third, this study only chose leader humor as a mechanism in encouraging or
influencing employees to perform extraordinary behavior. Hence, for further studies, it is
expected to investigate other mechanisms such as humble leadership (Ali et al., 2020; Yang
et al., 2019) which may also be useful as a driving factor of subordinates' extraordinary
behavior such as KS behavior, organizational citizenship behavior or behavior innovative
employee.

CONCLUSION

The current study makes valuable contributions to the management literature,
especially in fields of leadership, organizational behavior, and knowledge management. By
utilizing SET perspective, the findings in this study extend understanding of how and why
the humor behavior by leaders can encourage subordinates to share their knowledge. The
findings in the current study also provide a new way for organizations, especially managers,
in designing appropriate strategies to encourage or influence subordinates to engage in
extraordinary behaviors such as KS behavior. This study also extends the understanding of
academics and practitioners about the empirical evidence supporting leader humor as a
socioemotional resource that can improve high-quality interaction between leaders and
subordinates in organizations. Finally, the current study also expects that this study findings
in the future can be a catalyst for academics to pay more attention to the relationship between
leader behavior and subordinates' extraordinary behavior and its process mechanism.
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