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ABSTRACT 
This research aimed to assess the effects of Leader-Member Exchange (LMX) 
on Organizational Citizenship Behavior (OCB) which was directed to colleagues, and 
meditation of job satisfaction between those correlations. The respondents of this research 
were 300 employees who worked as salespersons riding on 2 wheeled vehicles or 
motorcycle in Jakarta. The assessment result used PLS-SEM. It showed that LMX had the 
significant effects to OCB directed to colleagues. LMX affected to job satisfaction. It affected 
to OCB which was directed to colleagues. Job satisfaction mediated the effects of LMX to 
OCB directed to colleagues. Based on the result of this research, the company needed to 
elevate the quality of correlation among supervisors, employees, and colleagues, 
for instance, conducting a training activity for them. 
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One of career fields which need the crucial role of company sales is a salesperson. 
The employee who works as a salesperson has a high job demand. (Darrat, Atinc, & Babin, 
2016) and has an excellent product knowledge (Y. Wang, Han, Xiang, & Hampson, 2019) to 
satisfy his costumer (Itani & Inyang, 2015). The high job demand can cause work stress 
(Geldart et al., 2018). Hence, salesperson may need a care, attention from the other 
salespersons and these will ease the hard situation of work among them. Eventough this is 
beyond of work description and voluntary behavior, the salesperson behavior to notice and 
give care for colleagues becomes essential. In behavioral study, the voluntary behavior and 
beyond of this work description have been analyzed as an Organzational Citizenship 
Behavior (OCB) construct. It is mainly directed to another individual at work (OCB-U/OCB-
Individual) (Williams & Anderson, 1991). OCB is a vital part of company performance 
(Mekpor & Dartey-Baah, 2019). Meanwhile, the research in accordance with OCB of 
salespersons directed to colleagues is still rare and the researchers do not pay attention to 
this. 

OCB is voluntary behavior of an individual to increase company performance 
(Podsakoff, Whiting, Podsakoff, & Blume, 2009). Social support comes from supervisors and 
colleagues having an important role on work behavior such as OCB (Chênevert, 
Vandenberghe, & Tremblay, 2015). Based on social exchange theory), that is the interaction 
between parties which depend to each other can show the reciprocal obligation (Cropanzano 
& Mitchell, 2005). Thus, it can be said that an individual who accepts supervisor’s kindness 
such as experiencing high quality relation with senior worker (leader-member 
exchange/LMX) and support from colleagues can possibly give reciprocal result by showing 
the OCB. 

Ilies et al. (2007) in meta-analytic research it shows the various researches which have 
assessed the correlation between LMX and OCB. However, there are few different results, 
for example, the case related to the connection power from both subjects Ilies et al. (2007). 
Other than that, few researches tend to use general OCB measurement which includes OCB 
with organization target and the other individuals in an organization. It refers to Ilies et al. 
(2007), on LMX and OCB assessment, the use of different OCB type may provide the 
different result in LMX and OCB correlation. 
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On its progress, few researches have assessed the correlation between LMX an OCB 
by considering mediator variables as the mechanism of LMX and OCB existence which 
probably occur. Those mediator variables, such as an employee’s envy (Kim et al., 2010), 
organizational fairness (Kim et al., 2010), and perceive insider (L. Wang et al., 2010), these 
researches show that mediator variables have powerful and significant role as the correlation 
mechanism between LMX and OCB. One of those factors used by few researches as 
mediator variable on the correlation between an antecendent and OCB is job satisfaction. It 
refers to Mallin et al. (2017), job satisfaction of salespersons is determined by positive 
correlation between colleagues and supervisors. For the mean time, Paillé et al. (2016) state 
that an individual who obtains support from his colleagues will be satisfied and he provides 
his reciprocation by helping the other employees. Nevertheless, there are merely few 
researches which investigate this mechanism (Paillé et al., 2016), it includes salespersons 
context. This research contributes to deliver the knowledge of correlation between LMX and 
OCB directed to colleagues, and between colleague supports and OCB directed to 
colleagues. Also, it analyzes the mechanism of correlations occurrence by considering job 
satisaftion as mediator variables on saleperson context. This research aims to analyze the 
effects of LMX and OCB to motorcycle salaesperson OCB in Jakarta directed to colleagues 
with job satisfaction mediation. 
 

LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT 
 

Organizational Citizenship Behavior (OCB) is voluntary behavior accomplished by an 
individual and to support task performance at work. However, it is not explicitly recognized as 
a formal company appreciation (Podsakoff et al., 2009). Furthermore, OCB is considered as 
an extra-role behavior to distinguish an appropiate behavior when an employee is tasked at 
work (in-role) (Williams & Anderson, 1991). OCB has few targets, one of these targets is the 
party which is an individual behavior destination, for instance, the other individuals namely 
colleagues (Podsakoff et al., 2009). OCB form directed to colleagues can be in various ways, 
for example, helping the colleagues in trouble, reducing interpersonal conflicts, giving 
support, information, and solution from the related to the problem (Salehzadeh et al., 2015), 
showing care and willing to listen to colleagues’ problem (Williams & Anderson, 1991). 

Leader-Member Exchange (LMX) is a reciprocal correlation and share (it can be 
enjoyment or misfortune) between the supervisor and employee (Scandura et al., 1986). 
Referring to LMX theory, supervisor creates a diferrent relation with employee and there is a 
group of employees which experinces the high quality relation with their supervisors (called 
as in-group) and the other groups experience the low quality relation (called as out-group) 
(Yukl, 1989). The different quality of this relation happens among employees in a work unit 
with the same supervisor (Schriesheim et al., 1999). The difference is the employees who 
have high quality relation they acquire more sources, such as information, trust, chance from 
their supervisors than the employees having low quality relation (Shu & Lazatkhan, 2017). 
Furthermore, the employees who experience high quality relation with their supervisors will 
obtain luck and valuable source from their supervisors (Kim et al., 2010). 

Referring to social exchange theory, an individual who obtains good treatment from the 
supervisor or colleagues will give a positive reciprocation by doing OCB (Ilies et al., 2007). 
Wang et al. (2017) found that LMX has positive correlation with employees OCB in hospitality 
industry. The result of research Hackett et al. (2018) it shows that LMX has significantly 
positive correlation with OCB. Based on theory and the findings, it can be concluded that the 
more an individual experiences a positive relation with his supervisor, namely high LMX. An 
individual will accomplish more OCB directed to colleagues. This becomes a reciprocal form 
due to the good treatment. Based on the explanation above, the hypothesis is formulated as 
follows: 

H1: LMX has positive effects to OCB directed to colleagues. 
Job satisfaction is an evaluation result or individual affective reaction from his work 

(Wagner, 2017). This can be interpreted as a feeling due to the fulfillment of his need and 
desire (Arianti et al., 2020). An individual experiences a good treatment from supervisor and 
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he will be satisfied (Wnuk, 2017). Referring to Akdol & Arikboga (2017) research, it found 
that LMX has positive effects to job satisfaction. Thus, it can be concluded that the more an 
individual experiences a positive treatment, the more an individual will be satisfied. Based on 
the explanation above, hypothesis is formulated as follows: 

H2: LMX has positive effects to job satisfaction. 
An individual who is in a good mood he will help the other people more. For example, 

this individual does OCB to the other employees at work (Lee & Allen, 2002). Yu et al. (2018) 
stated that an individual who experiences job satisfaction will provide his source for an 
organization, such as an extra-role behavior involvemet. Empirically, job satisfaction has 
positive effects to OCB directed to colleagues (Yu et al., 2018). Hence, it can be concluded 
that the higher job satisfaction is a higher involvement on OCB. Based on the explanation 
above, the hypothesis is formulated as follows: 

H3: Job satisfaction has positive effects to OCB directed to colleagues. 
The correlation between colleagues support and job satisfaction can cause reciprocal 

responsibility from an individual. That is replying the other people help (Paillé et al., 2016). 
Similarly, an individual who experiences high quality relation from supervisor will be satisfied 
and the job satisfaction will drive an individual to finish OCB (Cropanzano & Mitchell, 2005; 
Dalal, 2005). Based on the theories and findings, it can be concluded that the more an 
individual experiences a positive relation with his supervisor namely high LMX, he will show 
more OCB directed to colleagues. This becomes a reciprocal form due to the good 
treatment. An individual experiencing a good treatment and he can fulfill his needs, for 
instance, obtaining the trust and support from supervisor and colleagues. He will be satisfied. 
Additionally, an individual who experiences more job satisfaction, he will be more optimal to 
accomplish OCB. It includes the subject directed to his colleagues. Based on the explanation 
above, the hypothesis is formulated as follows: 

H4: Job satisfaction mediates the effects of LMX to OCB directed to colleagues. 
The correlation among the hypothesized variables LMX, JS, and OCB, they can be 

shown on research model of Figure 1. 
 

 
 

Figure 1 – Research Framework 

 
METHODS OF RESEARCH 

 
This research used data collection by distributing convenience random sampling-based 

questionnaire. The distribution of questionnaire was accomplished by the research assistant 
who directly analyzed the non-managerial employees. They worked as motorcycle 
salespersons in Jakarta. The salespersons job had a high work demand since they were the 
most advanced company representatives for consumer. Therefore, the employees who work 
on this section were expected to perform positive attitude at work, such as being supportive 
among colleagues in order to achieve high performance. The data collection was conducted 
anonymously. As an effort to make the respondents give their responds to this survey, 
therefore they were asked to put their complete questionnaires to the return envelopes that 
were provided. Therefore, the envelopes were returned to the research assistant in a sealed 
form. The data that was collected and able to be analyzed for hypothesis test with 300 
respondents (with 75% responds). Based on the data, the major respondents were women 
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(57.7%), at the age of 18 – 25 years old (47.4%), employed for < 5 years (87.2%), unmarried 
(76.3%), and obtained bachelor degree (S1) (59%). 

LMX was measured with seven LMX indicator used in the research Wayne et al. 
(1997). Job satisfaction was measured with three indicators used in the research Randall et 
al. (1999). OCB that was directed to the colleagues was measured with four OCB-I indicators 
(OCB that was directed to an individual in organization) from Williams & Anderson (1991). 
Respondents were asked to respond to the likert scale of 5 point (1= strongly disagree – 5 
strongly agree). 

This study used PLS-SEM and assisted by SmartPLS 3.2.8 to analyze the data. The 
data analysis included measurement model tests, such as reliability and validity tests, and 
also structural model test to test the hypothesis. 
 

RESULTS OF STUDY 
 

The measurement and structural model tests were conducted by using PLS-SEM. The 
assessment included variability test that were reflected in composite reliability (CR) value, 
and convergent validity test; outer loading value and average variance extracted (AVE) 
value, and discriminant validity test. In validity and reliability tests process, there were 
indicators that had to be deducted and unapplied in the future analysis. The test result in 
Table 1 showed that all of outer loading in each indicator obtained more than 0.50 values, 
AVE obtained more than 0.50 values, and CR obtained more than 0.80 values. Additionally, 
the result of discriminant validity test used Fornell-Larcker Criterion method (Fornell & 
Larcker, 1981) indicate that all values of AVE square root were higher than correlation value 
between variables. Therefore, it can be said that the available data was fulfilled the validity 
and reliability requirements Hair et al. (2019). The result of discriminant validity test was 
shown in Table 2. 
 

Table 1 – Convergent Validity 
 

Variable Indicator Outer Loading Cα CR AVE 

LMX LMX1 
LMX2 
LMX4 
LMX5 
LMX6 
LMX7 

0.784 
0.773 
0.783 
0.775 
0.747 
0.733 

0.859 0.895 0.587 

JS JS1 
JS2 
JS3 

0.853 
0.866 
0.750 

0.767 0.864 0.68 

OCB OCB1 
OCB2 
OCB3 
OCB4 

0.724 
0.837 
0.849 
0.717 

0.791 0.864 0.615 

 

Note: n = 300; Cα = Cronbach’s alpha; CR = Composite Reliability; AVE = Average Variance Extracted. 

 
Table 2 – Discriminant Validity 

 

Variable JS LMX OCB 

JS 0.824   
LMX 0.436 0.766  
OCB 0.624 0.593 0.784 

 
The result of structural model test showed that 19% variants in job satisfaction were 

able to be explained by LMX. Besides, it was shown that 51.6% variants in job satisfaction 
were able to be explained by OCB. The result of structural model test was reflected in Figure 
2. Besides, the result of hypothesis in Table 3 showed that LMX significantly affected OCB 
directed to colleagues (ß = 0.396, p < 0.05). Thus, hypothesis 1 was supported. This 
research discovered that LMX significantly affected job satisfaction in a positive way (ß = 
0.436, p < 0.05). Thus, hypothesis 2 was supported. The test result was also shown that job 
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satisfaction significantly affected OCB in a positive way (ß = 0.451, p < 0.05). Thus, 
hypothesis 3 was supported. 

Additionally, this research conducted a further analysis on indirect correlation between 
LMX and OCB, namely mediation role on job satisfaction. The test result showed that job 
satisfaction significantly mediated the correlation between LMX and OCB directed to 
colleagues (ß = 0.197, p < 0.05). Thus, hypothesis 4 was supported. 
 

 
 

Figure 2 – Structural Model Result 

 
Table 3 – Hypothesis Test Result 

 

Hypotheses Relationship Beta t statistics p value Comment 

H1 LMX  OCB 0.396 5.494 0.000* Supported 
H2 LMX  JS 0.436 7.734 0.000* Supported 
H3 JS  OCB 0.451 6.177 0.000* Supported 
H4 LMX  JS  OCB 0.197 4.173 0.000* Supported 
 

Note: *p < 0.05. 

 
DISCUSSION OF RESULTS 

 
In connection with the principle of social exchange theory, the findings of this research 

supported hypothesis 1 where LMX has positive effects to OCB that is directed to 
colleagues. Furthermore, this research discovers that individuals have high quality relation 
with their supervisorss (high LMX) will get better job satisfaction and show citizenship 
behavior that are directed to their colleagues. This finding also supports hypothesis 2 where 
LMX has positive effects to job satisfaction. It also supports hypothesis 3 where job 
satisfaction has positive effects to OCB that are directed to colleagues. Moreover, it supports 
hypothesis 4 where job satisfaction mediates the effects of LMX to OCB that are directed to 
colleagues. These findings show that individuals with high LMX will reflect their OCB, but 
they need to get their job satisfaction before conducting OCB. The problem is, even though 
LMX referred to the relationship between individuals/employees and their supervisorss. It is 
clear that they use the important benefits and sources from their supervisors, they will 
voluntarily concern and assist their colleagues. In the workplace, individuals/employees 
usually have social network with everyone from various work units (Sparrowe & Liden, 1997) 
and be bond with them (Omilion-Hodges & Baker, 2013). Individuals with high LMX will find it 
easier to obtain important information and resources from their supervisorss. Thus, the 
individuals will provide better assistance to their colleagues in organizational social networks. 
Additionally, if employees have higher quality relation with their supervisorss, the employees 
will obtain better work opportunity, flexibility, and autonomy (Hackett et al., 2018). These 
benefits can fulfill individuals’ need or desire (Sparrowe & Liden, 1997) that satisfy them. As 
a consequence, individuals will be eager to voluntarily assist other people at work. 
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OCB is a behavior that conducted whether voluntarily or not and has no sanction 
elements in it (Mekpor & Dartey-Baah, 2019). Therefore, there are few employees who do 
not need to reassist the other employees with OCB. Even though they have received support 
at work from their colleagues. Furthermore, individuals will probably experience a condition 
where the support of supervisors can increase their work completion better than other 
colleagues (Vera et al., 2016), therefore the assistance of colleagues is not an important 
matter that need to re-assist with OCB. Besides, few employees who do not receive any 
assistance at work, they are able to conduct OCB to their colleagues if they are willing to do 
it (voluntarily). Additionally, employees need to fulfill and satisfy their expectation of their 
colleagues’ assistance. Therefore, it will help them to reassist with OCB, as shown in other 
findings concerning the mediation role on job satisfaction. 

Referring to Wagner (2017), job satisfaction includes cognitive or faith elements, and 
affection or emotion concerning the work factors. Individuals that experiences job satisfaction 
with emotion/affection elements will be eager to conduct OCB directed to other individuals at 
work (Wagner, 2017). In conclusion, it can be said that individuals who experiences social 
support from their colleagues will conduct assessment for a support. If they are satisfied with 
affection, for example, the support of their colleagues make them feel less anxious or scared 
to face problems at work, therefore they will reassist it with OCB that is directed to their 
colleagues. 
 

CONCLUSION AND LIMITATIONS 
 

The current research aims to analyze the effects of LMX to OCB of motorcycle 
salespersons that are directed to colleagues with job satisfaction mediation. The findings of 
this research show that in order to increase the OCB of motorcycle salespersons to 
colleagues, it needs job satisfaction, support from colleagues, and high quality relation 
between employees and supervisors. This finding is consistent with the principle of social 
exchange theory having positive treatment of one party to another party will drive another 
party to provide positive feedback as well. This research enriches the understanding that 
supervisors play an important role in increasing willingness of employees, in order to 
voluntarily assist their colleagues. The higher LMX, the more it drives individuals to be 
involved in OCB that is directed to colleagues. Besides, job satisfaction also plays an 
important role as a communication mechanism on the effects of LMX to OCB that is directed 
to colleagues. 

In relation with these research findings, there are several practical suggestions for 
company and manager. First, company should conduct activities that can improve the 
relation quality among employees, and between supervisors and employees. Second, 
manager is required to comprehend the importance of providing support to motorcycle 
salespersons, for example, by providing clear information and simple access to be contacted 
by employees. Bearing in mind that motorcycle salespersons are demanded to frequently 
interact with customers, including handling complaints and creating quick decision to satisfy 
customers. Third, providing the role understanding and training to motorcycle salespersons 
to give the understanding that each salesperson needs to support each other, specifically 
when they work in a team. 

Besides the interesting findings, this research can not be separated with any limitations 
that need to be concerned in future research. First, the data used in this research are the 
results of respondents’ self-report. However, the variables of this research, namely LMX and 
job satisfaction are perception regarding personal experience and feeling as the result of 
personal assessment. Therefore, the use of self-report can be an alternative way to collect 
this data. Second, this research uses cross-sectional data, therefore the future research 
needs to consider the use of longitudinal study design. Third, the research model is tested by 
using a sample that is limited to one work field, namely salesperson. Thus, the future 
research may consider different samples which are unique and they can be generalized. 
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