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ABSTRACT

The Mobile Brigade Corps of the Indonesian National Police carries strategic
responsibilities that require personnel to demonstrate strong organizational citi-
zenship behaviour supported by intrapreneurial attributes. Intrapreneurial fac-
tors within public security institutions are increasingly important to enhance
adaptability innovation and sustainable organizational performance in line with
the Sustainable Development Goals particularly SDGs 8 on decent work and
SDGs 16 on strong institutions. This study aims to examine the influence
of intrapreneurial related factors namely perceived organizational support em-
powering leadership and proactive personality on organizational citizenship be-
haviour with leader member exchange as a mediating variable. A quantitative
approach was employed using a survey of 8020 Mobile Brigade Corps per-
sonnel with 367 respondents selected through simple random sampling. Data
were analyzed using Structural Equation Modeling with AMOS version 24. The
results indicate that perceived organizational support empowering leadership
and proactive personality significantly influence organizational citizenship be-
haviour both directly and indirectly through leader member exchange. The me-
diating role of leader member exchange strengthens the relationship between
intrapreneurial factors and extra role behaviour. The findings highlight the im-
portance of fostering an intrapreneurial environment within public security or-
ganizations to promote voluntary and proactive employee behaviour. This study
contributes to organizational development strategies that support institutional ef-
fectiveness sustainability and the achievement of SDGs oriented governance.
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1. INTRODUCTION
Police institutions play a crucial role in maintaining public security and enforcing the rule of law,

which are essential foundations for social stability and sustainable national development. As a public service
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organization, the police are responsible not only for law enforcement but also for protecting, nurturing, and
serving the community. Public trust therefore becomes a vital asset for police institutions [1]. When the com-
munity perceives the police as credible and trustworthy, cooperation between citizens and law enforcement
increases, enabling more effective and legitimate policing outcomes. The Mobile Brigade Corps of the Indone-
sian National Police is a specialized unit entrusted with high risk and strategic assignments across Indonesia.
These duties require personnel who demonstrate strong commitment, loyalty, and readiness to perform be-
yond formal job descriptions. In such demanding environments, individual performance alone is insufficient
institutional effectiveness depends on voluntary behaviors that support teamwork, adaptability, and operational
resilience. Consequently, fostering organizational citizenship behaviour among Mobile Brigade Corps person-
nel is essential for sustaining organizational performance [2, 3].

Organizational citizenship behaviour refers to discretionary actions that are not formally required but
contribute to organizational effectiveness and efficiency. These behaviors include helping colleagues, showing
initiative, and willingly taking on additional responsibilities. In public security organizations, organizational
citizenship behaviour enhances coordination, reduces operational gaps, and strengthens collective responsibil-
ity during critical situations [4]. Therefore, understanding the factors that encourage such behavior among
police personnel is an important organizational concern. Recent developments in organizational and techno-
preneurship studies emphasize the importance of intrapreneurial orientations within established institutions,
including public sector organizations. Intrapreneurial factors encourage employees to be proactive, innovative,
and committed while remaining aligned with organizational objectives [5]. In the context of the Mobile Brigade
Corps, intrapreneurial behavior supports adaptability and continuous improvement without compromising in-
stitutional discipline or hierarchy.

Empirical data from the Administrative and Operational Planning Bureau indicate that a consider-
able number of Mobile Brigade Corps members have submitted transfer requests to leave their current units
[6]. This phenomenon reflects underlying challenges related to motivation, organizational commitment, and
perceived organizational support. Excessive transfer requests may disrupt operational continuity and weaken
institutional cohesion. Weak perceptions of organizational support, leadership styles that do not fully empower
subordinates, and limited space for proactive behavior may contribute to this condition, particularly within
bureaucratic government organizations [7]. Perceived organizational support plays a central role in shaping
employee attitudes and behaviors. Personnel who believe that their organization values their contributions and
cares about their well being are more likely to reciprocate through positive behaviors, including organizational
citizenship behaviour [8]. In high risk working environments, organizational support serves as a psychological
resource that strengthens morale, commitment, and willingness to contribute beyond formal obligations.

Leadership is another key determinant of organizational citizenship behaviour. Empowering lead-
ership has gained attention for its ability to enhance psychological empowerment by promoting autonomy,
competence, and participation in decision making. Leaders who empower subordinates encourage initiative
and responsibility, which are essential for personnel operating in unpredictable and high pressure situations
[9]. Empowering leadership thus acts as a catalyst for intrapreneurial behavior and voluntary performance.
In addition to organizational and leadership factors, individual characteristics such as proactive personality
influence discretionary behavior. Individuals with proactive personalities tend to take initiative, anticipate chal-
lenges, and seek opportunities for improvement. However, proactive tendencies are more likely to translate
into positive organizational outcomes when supported by empowering leaders and supportive organizational
environments [10]. The quality of the relationship between leaders and subordinates, conceptualized as leader
member exchange, further explains how these factors influence organizational citizenship behaviour. High
quality leader member exchange relationships are characterized by trust, mutual respect, and open communi-
cation. Personnel who experience strong leader member exchange are more inclined to demonstrate extra role
behavior as a form of reciprocity.

This study integrates intrapreneurial factors and leader member exchange to explain organizational
citizenship behaviour within the Mobile Brigade Corps. By focusing on a specialized police unit with nation-
wide operational coverage, this research addresses a gap in the literature that has largely focused on corporate or
general public sector settings [11]. Moreover, this study aligns with the Sustainable Development Goals, partic-
ularly SDG 16 on strong and effective institutions and SDG 8 on decent work [12]. Enhancing organizational
citizenship behaviour through intrapreneurial and empowering practices supports institutional effectiveness,
employee well being, and sustainable governance in public security organizations.
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2. LITERATURE REVIEW
Individual behavior influenced by interpersonal beliefs is a synonym for Organizational Citizenship

Behavior (OCB). It facilitates organizational operations by performing tasks outside of the organization’s pre-
requisites that are not explicitly recognized by the formal reward system. Define organizational citizenship
behavior as the initiative of employees to do extra work beyond their primary responsibilities, which ulti-
mately contributes to the organization’s success [13]. It is independent individual behavior that is not directly
or explicitly rewarded by a formal reward system but promotes the overall efficiency and effectiveness of the
organization. Classify it as voluntary behavior directed at co-workers, known as Organizational Citizenship
Behavior Individual (OCBI), which includes behavior that has direct benefits for individuals and indirectly
benefits the organization, and voluntary behavior directed at an organization, known as Organizational Citizen-
ship Behavior Organization (OCBO), which includes punctuality and overtime [14].

LMX is a theory that concentrates on the relationship quality between leaders and subordinates to
explain how the leader’s role influences members, teams, or organizations. According [15] to the LMX theory,
a leader differentiates their relationships with subordinates. LMX, derived from leadership theory, cannot be
isolated from the leader’s position. The LMX demonstrates that in a positive leader-subordinate relationship,
subordinates feel obligated to behave similarly to how their leaders treat them. LMX is a high quality relation-
ship between leaders and subordinates in which highly creative leadership facilitates the formation of reciprocal
relationships that enhance the contextual performance of an organization.

Perceived Organizational Support (POS) is an employee’s conviction in the organization at work,
which reinforces employee perceptions that the organization values employee contributions and pays attention
to employee welfare [16]. According to [17] perceived organizational support is the belief that organizations
value employees contributions through their work and care about their welfare. Moreover, employees hold this
perception regarding organizational policies, fairness towards employees, and how the organization attends to
social-emotional needs [18]. Perceived organizational support is a strong encouragement from an organization
that inspires confidence in the organization’s concern for and appreciation of its members performance. Em-
powering leadership is a style of leadership that empowers its members. This leadership increases employees
self-efficacy by increasing their perceptions of the significance and confidence of their work [19]. Employees
with high efficacy and self-esteem may exhibit greater extra-role behavior. A leadership behavior that con-
centrates on empowering its members by providing motivation, understanding their behavior and will, and
involving them in decision-making is an example of empowering leadership.

A proactive personality is characterized by the tendency to take personal initiative to create a favorable
environment. Individuals with a proactive personality type identify opportunities for organizational change and
act to make these changes a reality. Therefore, a proactive personality is a proactive action that employees use
to influence themselves and their environment [18]. This personality encourages individuals to take action to
influence their environment. This character always takes the initiative to improve conditions, allowing them to
be more resilient in the face of organizational challenges and changes.

Figure 1. Research Model
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Figure 1 presents the proposed research model illustrating the direct and indirect relationships among
intrapreneurial factors, leader member exchange, and organizational citizenship behaviour. The model suggests
that organizational and individual antecedents jointly shape extra role behaviour, both directly and through the
quality of leader member relationships. Based on this conceptual framework and prior empirical evidence, a
set of hypotheses is formulated to examine the proposed relationships.

• H1: Perceived Organizational Support (POS) has a positive impact on OCBI-OCBO

• H2: Leadership Empowerment has a positive impact on OCBI-OCBO

• H3: Proactive Personality has a positive impact on OCBI-OCBO

• H4: Perceived Organizational Support (POS) has a positive impact on LMX

• H5: Empowering Leadership (EL) has a positive impact on LMX

3. RESEARCH METHOD
Preparation of the questionnaire was based on indicators of Organizational Citizenship Behavior vari-

ables, which were then measured using measurements from Williams and Anderson, which divide the Organi-
zational Citizenship Behavior dimension into two dimensions including OCBI and OCBO. The LMX variable
is then measured using [20, 21]. The variable Perceived Organizational Support is subsequently measured using
item. The variable Empowering Leadership is then measured using data. The Proactive Personality variables
are then measured using a Likert scale from 1 to 5.

This research is a positivist paradigm study employing a quantitative deductive methodology. The
participants in this study were all members of the Mobile Brigade Corps, which had 8,020 personnel assigned
throughout Indonesia. This investigation employed probability sampling with simple random sampling as its
sampling technique. Using the formula from [22, 23], a total sample of 367 respondents was obtained after
determining the number of samples for this study. This research uses library methods to collect data and a
theoretical foundation to establish the research variables. In addition, this study employs the questionnaire
method by providing respondents with a list of questions from which select answers from the alternatives
supplied. The technique employed for data analysis is Structural Equation Modeling (SEM) with AMOS V.24
software. SEM is a method of multivariate analysis that incorporates factor analysis and regression, allowing
for a more complex examination of the relationships between variables. This study employs SEM to examine
the effect of the independent variable on the dependent variable and investigate the mediation mechanisms
between the two variables.

4. RESULT AND DISCUSSION
The descriptive analysis revealed that male Mobile Brigade Corps members dominated the sample

population. The majority of members are also married. In terms of age, most members are between 41 and 50
years old. The majority of members have over ten years of service. The majority of members have completed
secondary school or its equivalent. Moreover, the majority of members reside in the dormitory.

4.1. SEM Assumption Testing
The Maximum Likelihood Estimation (MLE) estimation technique in SEM is efficient and unbiased,

regardless of whether the assumption of multivariate normality is met or not, and has proven to be robust in the
event of a violation of the assumption of normality [24].

Table 1. Multivariate Normality Test Results
Test Kurtosis c.r multivariate Results
Multivariate
normality

788,08 107,36 c.r. is outside the range of ±1.96, so the mul-
tivariate data is not normally distributed

Based on Table 1 the normality test results indicated a multivariate c.r of 107.36, outside the range of
–1.96 to +1.06 at a significance level of 5%. Therefore, it can be concluded that the multivariate data is not
normally distributed. The results of the univariate outlier test utilizing the Z-score indicate that the minimum
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Z-score value is -2.996 and the maximum Z-score value is 0.883, so all indicators have Z-score values within
the range of 3. From the research data, it can be concluded that there are no univariate outliers.

4.2. Measurement Model Analysis Results
The measurement model analysis was conducted to evaluate the validity and reliability of the con-

structs. The results indicate that all indicators exhibit satisfactory factor loadings and meet the criteria for
convergent validity, while the average variance extracted values confirm adequate shared variance between
constructs and their indicators [25]. Reliability testing using Cronbach’s alpha and composite reliability demon-
strates acceptable internal consistency across all constructs. In addition, discriminant validity is established,
indicating that each construct is empirically distinct. Overall, these findings confirm that the measurement
model is valid and reliable, supporting further structural model analysis.

Figure 2. Evaluation of the Measurement Model

Based on Figure 3 testing model fit in a measurement model requires at least one absolute fit index and
one other index (incremental fit index). Because these two indices are not sensitive to the impact of the model’s
complexity, the absolute index most commonly employed is the GFI, while the incremental index is the CFI.
In addition, parsimony fit indices cannot be used to evaluate the fit of a single model; This is a applicable when
comparing the fit of two or more models. Table 2 displays the results of the measurement model fit test.



216 ❒ E-ISSN: 2656-8888 | P-ISSN: 2655-8807

Table 2. Fit Measure on the Measurement Model

Fit Measure Critical Value Original Model (n=367) Revised Model (n=314)
Index Value Result Index Value Result

Absolute Fit

Prob. χ2 ≤ 0.05 0.000 Even good fit 0.060 Even good fit
Cmin/DF ≤ 3.00 3.159 Poor fit 1.642 Good fit

GFI ≥ 0.90 0.696 Poor fit 0.827 Marginal fit
RMSEA ≤ 0.08 0.077 Good fit 0.045 Good fit
SRMR ≤ 0.08 0.067 Good fit 0.041 Good fit

Incremental Fit

CFI ≥ 0.95 0.842 Marginal fit 0.954 Good fit
TLI ≥ 0.95 0.832 Marginal fit 0.950 Good fit
NFI ≥ 0.90 0.786 Poor fit 0.892 Marginal fit
RFI ≥ 0.90 0.771 Poor fit 0.881 Marginal fit

Parsimony Fit AGFI ≥ 0.90 0.650 Poor fit 0.801 Marginal fit

The multivariate outlier detection was conducted using the Mahalanobis distance criterion to ensure
the robustness of the data prior to model estimation. The results indicate that 53 observations exhibit a Maha-
lanobis d-squared value exceeding the chi square table threshold of 80.08. Accordingly [26], these respondents
were identified as multivariate outliers and excluded from further analysis to prevent potential bias in the estima-
tion results. Following the elimination of outliers, the Structural Equation Modeling analysis was re estimated
using the remaining 314 valid observations derived from the initial sample of 367 respondents. This procedure
enhances the accuracy and stability of the model estimation. Subsequently, construct validity was assessed
through convergent validity, applying the recommended criteria that standardized regression weights or factor
loadings should exceed 0.50 and preferably reach 0.70. The analysis confirms that all indicators measuring
perceived organizational support, empowering leadership, proactive personality, leader member exchange, and
organizational citizenship behaviour meet these criteria, indicating satisfactory convergent validity.

Construct reliability was further evaluated using construct reliability and average variance extracted
values to assess the internal consistency and explanatory power of each construct. According to established
guidelines, a construct reliability value greater than 0.70 indicates adequate reliability, although values above
0.60 may still be considered acceptable provided that convergent validity is achieved [27]. In the initial mea-
surement model, all constructs demonstrate construct reliability values exceeding 0.70. However, two con-
structs exhibit average variance extracted values below the recommended threshold of 0.50, indicating that the
measurement model has not yet achieved optimal fit. After revising the measurement model through the re-
moval of outliers, the goodness of fit indices show a substantial improvement, as presented in Table 2. Most
fit indices meet the recommended criteria, while several others fall within the marginal fit category. Overall,
these results indicate that the revised measurement model demonstrates satisfactory reliability and validity and
is adequate for subsequent structural model analysis.

4.3. Structural Model Analysis
The structural model analysis was conducted to test the hypothesized relationships among the con-

structs and to evaluate the predictive capability of the proposed research framework. Using Structural Equation
Modeling, the significance of the path coefficients was assessed to determine the strength and direction of the
relationships between perceived organizational support, empowering leadership, proactive personality, leader
member exchange, and organizational citizenship behaviour [28]. The results indicate that the majority of the
proposed paths are statistically significant, providing empirical support for the theoretical assumptions under-
lying the model. These findings suggest that both organizational and individual factors play a meaningful role
in shaping organizational citizenship behaviour.

In addition, the coefficient of determination demonstrates that the exogenous variables explain a
substantial proportion of variance in the endogenous constructs, indicating satisfactory explanatory power
of the model. The mediating role of leader member exchange further enhances the understanding of how
intrapreneurial factors influence discretionary behavior through the quality of leader member relationships.
Overall, the structural model analysis confirms that the proposed framework is robust and appropriate for ex-
plaining organizational citizenship behaviour within the Mobile Brigade Corps, thereby supporting subsequent
discussion and managerial implications.
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Figure 3. Measurement Model Estimation Results

After completing the measurement model analysis from Figure 3, the study proceeds to the struc-
tural model analysis phase, which is conducted to examine the hypothesized relationships among the latent
constructs in the proposed research framework. This phase begins with an evaluation of the overall structural
model fit through goodness of fit or model feasibility testing to ensure that the specified model is adequately
supported by the empirical data. Assessing model fit is a critical step in Structural Equation Modeling, as it
indicates whether the theoretical relationships among constructs are consistent with the observed data. A satis-
factory level of model fit suggests that the structural paths can be meaningfully interpreted and that subsequent
hypothesis testing can be conducted with confidence. The results of the goodness of fit indices generated from
the structural model analysis are presented in the following section as the basis for evaluating the proposed
structural relationships.

Table 3. Fit Measure in Structural Models

Fit Measure Critical Value Model Structural
Index Value Result

Absolute Fit Indices

Prob. χ2 (a) ≤ 0.05 0.000 Even good fit
Cmin/DF ≤ 2.00 1.642 Good fit
GFI ≥ 0.90 0.827 Marginal fit
RMSEA ≤ 0.08 0.045 Good fit
SRMR ≤ 0.08 0.041 Good fit

Incremental Fit Indices

CFI ≥ 0.95 0.954 Good fit
TLI ≥ 0.95 0.950 Good fit
NFI ≥ 0.90 0.892 Good fit
RFI ≥ 0.90 0.881 Marginal fit

Parsimony Fit Indices (b) AGFI ≥ 0.90 0.801 Marginal fit
(a) In models with several samples (n > 250) or many indicators (m > 30),
the model may still be considered fit even if the probability value is below 0.05.
(b) Parsimony fit indices are not used to test the goodness-of-fit of a single model.
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Based on Table 3 the structural model fit test results indicated that all criteria for the absolute, incre-
mental, and parsimony fit indices met the requirements (good fit and marginal fit), indicating that the structural
model was acceptable. According to [29], the coefficient of determination assesses the proportion of the depen-
dent variable’s diversity that the independent variables can explain. Table 4 presents the results of calculating
the coefficient of determination (R2) and the influence between variables in this study.

Table 4. Coefficient of Determination (R2)
Influence Between Variables R2 (Squared Multiple Correlations)
POS, EL, PP → LMX R2

LMX = 0.865
POS, EL, PP, LMX → OCB R2

OCB = 0.882

R2
total = 1−

√
(1−R2

LMX)(1−R2
OCB)

= 1−
√
(1− 0.865)(1− 0.882)

= 1− 0.126 = 0.874

Note:
POS: Perceived Organizational Support
EL: Empowering Leadership
PP: Proactive Personality
LMX: Leader Member Exchange
OCB: Organizational Citizenship Behaviour

Table 4 displays the R2
LMX value of 0.865, indicating that members of the Mobile Brigade Corps of

the National Police perceive 86.5 % organizational support, empowering leadership, and proactive personality.
Other variables influence the remaining 12.5% of the variance. The R2

OCB value is 0.882, which indicates
that the impact of perceived organizational support, empowering leadership, proactive personality, and LMX
on organizational citizenship behavior among Mobile Brigade Corps members is 88%. Comparatively, the
remaining 11.8% is affected by other variables.

The total determination coefficient (R2) is 0.874%. This suggests that the model devised in this study
can explain approximately 87.4% of the data variance. Through perceived organizational support, empowering
leadership, proactive personality, and LMX, the model in this study has excellent predictive relevance or is very
relevant when used to predict organizational citizenship behavior in members of the Police Mobile Brigade
Corps.

4.4. Hypothesis test
Hypothesis testing in this study is conducted using the Critical Ratio (CR) and probability value (p-

value) as the primary statistical criteria to evaluate the significance of relationships among variables within
the structural model [30]. The CR value reflects the standardized estimate obtained by dividing the parameter
estimate by its standard error, thereby indicating the extent to which the estimated relationship deviates from
zero. This approach enables a rigorous assessment of whether the hypothesized direct effects are statistically
supported by the empirical data. A direct effect is considered statistically significant when the CR value exceeds
the critical threshold of 1.96, which corresponds to a confidence level of 95%, or when the associated p-value
is lower than the predetermined significance level of 5% (α = 0.05). If these conditions are not satisfied,
the direct relationship between the variables is deemed statistically insignificant, suggesting that the proposed
hypothesis lacks sufficient empirical support within the tested model.

After evaluating the direct effects, the analysis proceeds to examine the significance of indirect effects
in order to provide a more comprehensive validation of the hypothesized causal mechanisms, particularly those
involving mediating variables. In Structural Equation Modeling (SEM), indirect effect testing is essential for
understanding the process through which an independent variable influences a dependent variable via one or
more mediators. The significance of these indirect paths is assessed using the bias-corrected percentile method,
which is an enhanced adaptation of the Sobel Test and is widely recognized for its superior accuracy, especially
in handling non-normal sampling distributions of indirect effects. This method employs a resampling-based
procedure to generate more reliable confidence intervals, thereby increasing the robustness of the mediation
analysis.
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Similar to the evaluation of direct effects, the significance of indirect effects is determined using the
CR value and the corresponding p-value. An indirect effect is regarded as statistically significant when the CR
value exceeds 1.96 or when the p-value falls below the 5% significance level. When these criteria are met, it can
be concluded that the mediating variable plays a statistically meaningful role in transmitting the influence of the
independent variable to the dependent variable. Conversely, if the CR and p-value thresholds are not achieved,
the indirect relationship is considered insignificant, indicating the absence of a mediation effect within the
proposed structural framework. Through this sequential assessment of both direct and indirect effects, the
study ensures a thorough and systematic evaluation of all hypothesized relationships in the structural model.

Table 5. Direct Effect Analysis
Testing for Specific Direct Effect

(Bias-corrected percentile methods)
Hip. Direct Effect Std. Estimate S.E. C.R. P-Value Result
H1 POS → OCB 0.172 0.069 2.449 0.007∗∗ H1 accepted
H2 EL → OCB 0.201 0.069 2.536 0.009∗∗ H2 accepted
H3 PP → OCB 0.414 0.093 6.290 0.005∗∗ H3 accepted
H4 POS → LMX 0.472 0.049 8.633 0.004∗∗ H4 accepted
H5 EL → LMX 0.403 0.047 6.830 0.003∗∗ H5 accepted
H6 PP → LMX 0.248 0.061 5.246 0.003∗∗ H6 accepted
H7 LMX → OCB 0.319 0.140 2.493 0.016∗ H7 accepted
∗ Significant at the 0.05 level; n.s. Not significant
∗∗ Significant at the 0.01 level
S.E., C.R., and p-value based on bootstrapping bias-corrected percentile method

Based on Table 5 the mediation’s nature must be determined after finding the significance. The effect
of mediation can be used to determine the nature of mediation. If the direct effect of exogenous variables on
endogenous variables is significant and the indirect effect through mediating variables also follows a significant
path, it is said to be partially mediated otherwise, it is said to be fully mediated or perfect mediation.

Table 6. Indirect Effect Analysis
Testing for Specific Indirect Effect
(Bias-corrected percentile methods)

Hip. Indirect Ef-
fect

Estimate Std. Estimate S.E. C.R. P-Value Result

H8 POS → LMX
→ OCB

0.148 0.150 0.062 2.387 0.014∗ Significant (H8 ac-
cepted), Partial medi-
ation

H9 EL → LMX
→ OCB

0.112 0.128 0.046 2.435 0.013∗ Significant (H9 ac-
cepted), Partial medi-
ation

H10 PP → LMX
→ OCB

0.112 0.079 0.054 2.074 0.017∗ Significant (H10 ac-
cepted), Partial medi-
ation

Based on Table 6 the results of the indirect effect analysis indicate that LMX plays a significant
mediating role in the relationship between POS, EL, and PP on OCB. The bias-corrected percentile method
shows that all indirect paths have CR values exceeding 1.96 and p-values below the 5% significance level,
confirming the statistical significance of the mediating effects. Specifically, POS, EL, and PP each exert a
positive and significant indirect influence on OCB through LMX, suggesting that higher quality leader member
relationships strengthen the translation of organizational support, leadership empowerment, and individual
proactivity into discretionary citizenship behaviours. These findings support partial mediation, indicating that
while LMX significantly enhances these relationships, direct effects may still coexist alongside the indirect
pathways.
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Table 7. Analysis Total Effect

Total Effect on OCB Analysis Total Effect
Total Effect C.R. P-value Rank

POS 0.323 5.283 0.002∗∗ 3
EL 0.329 5.415 0.006∗∗ 2
PP 0.493 7.744 0.005∗∗ 1

LMX 0.319 2.493 0.014∗ 4

The Table 7 is results of the total effect analysis indicate that perceived organizational support, empow-
ering leadership, proactive personality, and LMX all significantly influence organizational citizenship behavior,
as the total effect probability value is less than 0.05. The cumulative effect coefficient equals the addition of
the direct and indirect effects. Additionally, the cumulative effect value can be entered into Figure 4 below.

Figure 4. Total Effect on LMX and OCBI-OCBO

Figure 4 demonstrates that LMX is driven primarily by POS and EL, with a total coefficient compara-
ble to PP’s, accounting for roughly half the influence. Conditions vary; PP influences OCBI-OCBO more than
POS, EL, and LMX, which have a comparable cumulative effect. The significant implications of these findings
are that the proactive personality of members strongly promotes their OCBI-OCBO behavior. In contrast, the
perception of organizational support and commanders capacity to empower their leadership encourage LMX
quality more strongly, influencing OCBI-OCBO behavior.

To enhance OCBI-OCBO behavior among Police Mobile Brigade Corps members, the organization
should ideally design improvement programs for all of its exogenous variables, considering the priority scale.
According to the results of the total effect analysis, the highest priorities are strengthening the proactive per-
sonality of members, increasing the frequency of commanders empowering their leadership, increasing organi-
zational support, and increasing the quality of commander-member exchanges.

4.5. Discussion
The parameter estimation results of the effect of perceived organizational support on organizational

citizenship behavior (OCBI-OCBO) indicate a significant effect, which means that the greater the perceived
organizational support, the greater the organizational citizenship behavior of members. The empirical findings
of this study indicate that members of the Police Mobile Brigade Corps have a high perception of organizational
support, so their organizational citizenship behavior is also increasing. All members’ perceptions that the
organization [31]. When members perceive that their work is valued and cared for by the organization, this
will encourage members of the Mobile Brigade Corps Corps to incorporate membership as an organization
into their identity, which, in the end, will result in members carrying out their duties voluntarily in accordance
with their primary duties and outside of their primary duties to contribute to themselves. Additionally, other
individuals are beneficial to the Police Mobile Brigade Corps institution.
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The parameter estimation results of the influence of empowering leadership on organizational cit-
izenship behavior (OCBI-OCBO) also demonstrate a significant effect, indicating that the more frequently
commanders empower their leadership, the greater the organizational citizenship behavior of members. The
findings of this study are supported by empirical evidence demonstrating that an empowering leader can in-
fluence organizational citizenship behavior in a way that is beneficial to the individual and the organization.
Previous studies have developed the concept of empowering leadership, demonstrating that empowering leaders
positively affect OCB [32, 33].

The parameter estimation results of the effect of proactive personality on organizational citizenship
behavior (OCBI-OCBO) also indicate a significant effect, which indicates that the higher the proactive person-
ality of the members, the higher the organizational citizenship behavior. In research that examines organiza-
tional citizenship behavior (OCB) as mediation in the positive relationship between proactive personality and
job satisfaction, the results of this study corroborate previous findings that proactive personality has a positive
and statistically significant effect on OCB [34, 35]. With the results showing a significant correlation between
proactive personality, performance, and OCB, the findings of this study provide strong evidence that high lev-
els of proactive personality have a significant and important influence on OCB and performance among sports
coaches.

The parameter estimation results of perceived organizational support on the LMX indicate a significant
effect, indicating that the quality of exchanges between commanders and their members increases as perceived
organizational support increases. Previous research demonstrates that perceived organizational support substan-
tially affects LMX in organizations/agencies [36, 37]. states that organizational support perceived by members
will foster better superior-subordinate relationships. Individuals who feel supported by the organization will
perceive their superiors as organizations’ representatives and provide feedback with a positive attitude and re-
spect for their superiors. The parameter estimation results of the effect of empowering leadership on LMX
also indicate a significant effect, indicating that the higher the quality of exchanges between commanders and
their members, the more frequently commanders empower their leadership. The findings of this study are sup-
ported by prior research indicating that empowering leadership has a considerable positive impact on LMX.
The studies from [38, 39], both concluded that their research demonstrated that EL had a direct, positive effect
on LMX, which is the same thing. The research of [40] demonstrated that EL had a significant direct effect on
LMX. This study revealed that employees benefit from empowered leadership. Moreover, the implications of
empowering leadership enable employees to manage relationships within the organization effectively.

The parameter estimation results for the effect of proactive personality on LMX also indicate a sig-
nificant effect, indicating that the higher the proactive personality of members, the higher the exchange quality
between commanders and members. Previous research confirms that proactive personality significantly impacts
LMX. Consistent with social exchange theory, proactive employees can evoke favorable responses from other
parties, such as superiors, who show appreciation for actions by responding in kind. Employees with more
proactive personalities can also cultivate high-quality LMX relationships.

The results of the parameter estimation of the influence of LMX on organizational citizenship behavior
(OCBI-OCBO) indicate a significant effect, which indicates that the higher the quality of the exchange between
commanders and their members, the greater the organizational citizenship behavior of the members. Previous
research confirms that LMX has a positive effect on organizational citizenship behavior (OCBI-OCBO) [39,
41, 42]. The positive relationship between the LMX and OCB dimensions suggests that subordinates view the
development of high LMX toward high OCB behavior and positive job evaluation as a positive resource.

The significance test results for the indirect path POS→LMX→OCBI-OCBO indicated a significant
effect. The mediator is partially a mediator, so members can only increase OCBI-OCBO by increasing POS
to other members. However, if LMX quality increases, member organizations’ citizenship behavior can be
enhanced further. This demonstrates that perceived organizational support is with strong encouragement and
creates confidence and respects the performance of its members so that members of the Mobile Brigade Corps
voluntarily perform extra roles as OCB to overcome poor conditions for the organization, which in turn in-
creases OCBI-OCBO aimed at the individual himself and other people and is beneficial for the organization of
the Mobile Brigade Corps Corps, but only if an increase in hi-lo relationships accompanies it.

The EL→LMX→OCBI-OCBO indirect path significance test also revealed a significant effect. The
mediator is a partial mediator, meaning members can only increase OCBI-OCBO by increasing the frequency
of EL. However, if LMX quality improves, member organizations citizenship behavior can be enhanced. This
demonstrates leaders with an Empowering Leadership style, which allows members to interpret each task,
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convey confidence in improved member performance, and provide authority in deciding unit constraints on their
members so that subordinates feel accountable for organizational situations. As a result, members voluntarily
take on an additional role as OCB to overcome poor conditions for the organization, which increases OCBI-
OCBO, which is beneficial for the Mobile Brigade Corps organization. However, if an increase in high-quality
LMX accompanies it, the number of OCBI-OCBO members will increase even more.

According to significance test results, the indirect path PP→LMX→OCBI-OCBO also substantially
affected value. The mediator is partially a mediator, so increasing the OCBI-OCBO of the members can only
be accomplished by increasing the members’ PP. Nevertheless, if it is accompanied by an improvement in the
grade of LMX, the OCBI-OCBO of the members can increase even further. This demonstrates that Proactive
Mobile Brigade Corps members always take the initiative and are open to organizational change challenges.
OCBI-OCBO members will increase even more with a rise in high-quality LMX.

5. MANAGERIAL IMPLICATIONS
The results of this study can be used as recommendations for other organizations, especially public

service organizations. The results of this study can provide recommendations by providing an overview and
knowledge of the conditions of members of the Mobile Brigade Corps Corps throughout Indonesia regarding
the role of perceived organizational support, empowering leadership, and proactive personality towards organi-
zational citizenship behavior with LMX as mediation. The role of perceived organizational support is important
for the organization. Management must pay special attention to perceived organizational support factors by en-
suring that members feel supported, valued, and listened to by the organization. Leaders and managers must
always show concern for and support their members and create a pleasant and supportive work environment.
In addition, this research also emphasizes the importance of empowering leadership. Management must train
and develop a leadership style that empowers the organization’s leaders. Leaders must provide autonomy and
opportunities for members to participate in decision-making and carry out their duties actively. Organizations
can improve members performance, innovation, and motivation by empowering members.

Recognizing and encouraging the initiative shown by the role of a proactive personality is a positive
thing for the organization. Management should recognize members with a more proactive personality and
provide support for developing a proactive personality. Active members are more creative and proactive and
contribute more to achieving organizational goals. In addition, increasing the LMX can also be the right
support. Leaders must support the formation of good relations between leaders and members based on mutual
benefit and mutual trust. Leaders must be able to build positive relationships with members and provide the
necessary support to increase the performance and motivation of members. Then, this research shows that
management must encourage organizational citizenship behavior from members in promoting organizational
citizenship behavior. This can be done by recognizing and rewarding member contributions beyond their
usual duties. Supporting and strengthening organizational citizenship behavior can actively increase members
motivation to contribute more toward achieving organizational goals.

6. CONCLUSION
This study investigates and analyzes the influence of perceived organizational support, empowering

leadership, and proactive personality on organizational citizenship behavior, using LMX as a mediator. This
study concludes that perceived organizational support, empowering leadership, and proactive personality are
significant factors that influence the quality of good relationships between leaders and members (LMX) to
achieve better organizational goals by voluntarily implementing extra behavior or organizational citizenship
behavior. According to this study, LMX significantly and positively affected organizational citizenship behav-
ior. This study suggests that the leadership provides a perception of organizational support by paying more
attention, so it is not perceived that the Mobile Brigade Corps is exploiting its members. Commanders at the
Danru level and above are more competent, communicate well with their members to determine their ability or
competence, and provide opportunities for them to work with their ideas while still adhering to standard pro-
cedures. The Police Mobile Brigade Corps also encourages members to be more proactive by allowing them to
compete to increase their ideas and abilities.

First, the independent variables (POS and EL) and the mediator (LMX) are measured in the same
group, so common method bias cannot be completely ruled out. Future researchers can measure different
groups or respondents. Second, this research examines only leadership variables with empowering leader-
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ship styles, so it is insufficient to cover the entire spectrum of leadership styles. Future researchers to apply
different types of leadership, for example, can replace it with a charismatic, delegation, serving leadership
style, etc. Third, the data collected came from one organization, and thus, the results of this study may not
be generalized to other organizations. Further research can use this research model but with different units of
analysis/respondents. The mediating variable can also be replaced with the perceived organizational support.
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