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Abstract 

 
Job satisfaction (JS) must be considered in service companies, especially in life insurance. The main 

objective of this study is to determine: (1) the influence of proactive personality (PP) on JS; (2) the 

influence of intrinsic motivation (IM) against JS; (3) PP's influence on innovative work behavior (IWB); 

(4) IM's influence against IWB; and (5) the influence of IWB on JS. This model was tested on a sample 

of 160 life insurance company employees from PT. Asuransi Starinvestama and PT. Asuransi Jiwa 

Takaful. Partial Least Squares Structural Equation Modeling (PLS-SEM) was used to test the hypothesis. 

The results of the study showed that: (1) there was no influence of PP or IWB on JS; (2) there was an 

influence of IM on JS; and (3) there was an influence of PP and IM on IWB. This study concludes that 

companies need insurance employees with PP and IM characters to JS and IWB. 
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Resumen 

 

La satisfacción laboral (SL) debe ser considerada en las empresas de servicios, especialmente en las de 

seguros de vida. El objetivo principal de este estudio es determinar: (1) la influencia de la personalidad 

proactiva (PP) hacia el JS; (2) la influencia de la motivación intrínseca (IM) contra la JS; (3) Influencia 

del PP en el comportamiento laboral innovador (IWB); (4) Influencia del IM sobre el IWB; y (5) La 

influencia de la PDI en el JS. Este modelo se probó en una muestra de 160 empleados de compañías de 

seguros de vida de PT. Asuransi Starinvestama y PT. Asuransi Jiwa Takaful. Se utilizó el modelo de 

ecuaciones estructurales por mínimos cuadrados parciales (PLS-SEM) para probar la hipótesis. Los 

resultados del estudio mostraron que: (1) no hubo influencia de PP o IWB sobre JS; (2) hubo una 

influencia de IM en JS; y (3) hubo una influencia de PP e IM en IWB. Este estudio concluye que las 

empresas necesitan empleados de seguros con caracteres PP e IM para JS e IWB. 

 

Código JEL: J24, J24, J28, J29 
Palabras clave: personalidad proactiva; motivación intrínseca; satisfacción laboral; comportamiento laboral 

innovador 

 

Introduction 

 

Insurance is one of the sectors that provides financial services (Camino Mogro, 2019). Building long-term 

relationships with policyholders is key to the success and economic sustainability of the financial services 

industry (Crosby et al., 1990). Insurance provides financial compensation to consumers for losses from 

certain events (Pisoni, 2021). One of the financial risks is death for the insured. So life insurance products 

are designed to deal with economic conditions and financial losses due to death (Rejda & McNamara, 

2014). However, when mis-spelling occurs, there will be a lack of understanding of the policyholder's 

needs with the products offered. This results in a lack of trust, commitment, and satisfaction of 

policyholders (Shetty & Basri, 2018). 

Policyholder satisfaction is important for service companies; if employees are not satisfied, then 

employees cannot satisfy policyholders (George, 1986). The company plays an important role in job 

satisfaction (JS) of employees by giving attention, and the work environment with co-workers or 

supervisors is the key to JS (Chandrasekar, 2011). It is alleged that there are many problems in the 

relationship between employees and superiors, causing them to be uncomfortable and hesitant to share 

good and innovative ideas with supervisors or management because top management restricts them from 

performing their duties (Arnetz, 1999). So the importance of the work itself, working conditions, and 

career development paths will greatly influence employee perceptions in producing JS (Rahman et al., 

2017). 

Innovation is very important for companies to maintain excellence in a highly competitive 

environment and corporate success (Afsar et al., 2020). It takes employees who demonstrate innovative 
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work behavior (IWB) to take steps beyond standard operating procedures (Javed et al., 2017). By 

motivating employees to generate innovative ideas and implement them to improve their performance 

(Khan et al., 2020). Especially in customer service-oriented companies, where changing policyholder 

expectations requires employees with IWB tendencies (Afsar et al., 2019). With provide services and 

products that will help customers prevent and limit their risks. IWB carried out by life insurance 

companies is related to offering new products and services, and to continuously improving the efficiency 

of work processes and procedures. Research results show that the most common obstacles in life insurance 

companies are rules and regulations, information technology systems, organizational hierarchy, and 

inadequate facilities in terms of financial resources, time, and freedom (Holterman, 2020). 

High-risk prospective policyholders intentionally conceal information from insurance 

companies to avoid paying high premiums and to obtain greater benefits (Cohen & Siegelman, 2010). 

Facing this, employees with a proactive personality (PP) can initiate change and identify and solve 

problems. Thus, PP is the main determinant of proactive behavior that influences creativity and innovation 

(Scott & Reginald, 1994; Seibert et al., 1999; Parker & Collins, 2010). Intrinsic motivation (IM) is 

considered to be the most productive force behind people's behavior. (Deci & Ryan, 2000). Employees 

with high IM will be enjoying work and being more productive is considered a success by the HR 

department  (Amabile et al., 1994). Relating to doing something inherent for pleasure (Ayalew et al., 

2021). Activities or actions done for pleasure, including advancement, recognition, responsibility of the 

job itself, and achievement, are IM factors for JS (Alshmemri et al., 2017). Because it is the main driver 

of work persistence (van Egmond et al., 2017). Insurance is a service company with a high risk of 

complaints against policyholders, so it requires employees who do their work in a way that they enjoy it. 

Therefore, this study aims to determine: (1) the influence of PP against JS; (2) IM influence on JS; (3) the 

influence of PP on IWB; (4) IM influence on IWB; and (5) the influence of IWB on JS. 

 

Literature review 

 

Job Satisfaction (JS) 

 

Furnham (2009) defines JS as how satisfied employees are with their jobs. This often happens where there 

are two concepts, namely, employees are satisfied at work because of factors and situations that motivate 

them. Satisfied employees will have high productivity (Saari & Judge, 2004). JS will improve employee 

performance because it makes them innovative and open to development, which will have an impact on 

relationships with coworkers (Mwesigwa et al., 2020). According to Ryu & Moon (2019), when job-

related needs, such as salary or job security, are met, it will increase job satisfaction. So job satisfaction 
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plays a role in job performance and efficiency in an organization (Huynh & Hua, 2020). Employee 

responses to work focus on job satisfaction; it is proven that job satisfaction is related to employees' 

thoughts of leaving work (Ashraf, 2020). 

 

Innovative Work Behavior (IWB) 

 

According to (M. West, 1990; De Jong & Den Hartog, 2007), IWB is the recognition of problems and the 

introduction of new and useful ideas, as well as a set of behaviors required to develop, launch, and 

implement ideas to improve personal and/or business performance. IWB is defined as the efforts and 

behaviors exerted by employees that are directed at the introduction, generation, and/or implementation 

of ideas, products, procedures, or processes that are intended to benefit the adopting unit that is significant 

and new to that unit (M. A. West & Farr, 1989).  

IWB has three dimensions, namely idea generation, idea promotion, and idea realization 

(Janssen, 2000). Idea generation is the phase where employees identify problems and generate useful ideas 

to address the problem in any domain (De Spiegelaere et al., 2014; Janssen, 2000). In the idea promotion 

phase, support and recognition from potential allies (friends, colleagues, and sponsors) are sought through 

the promotion of the ideas generated (Hanif & Bukhari, 2015). Finally, the idea realization phase refers 

to the phase in which newly developed ideas are prototyped and implemented within the work group role 

or the entire organization (Janssen, 2000). IWB aims to produce useful innovations such as the 

development of new products, ideas, or technologies. Changes in administrative procedures, or the 

application of new ideas and technologies to work processes, significantly increase their efficiency and 

effectiveness (Kleysen & Street, 2001). 

 

Proactive Personality (PP) 

 

PP is a behavior aimed at improving the current work situation or creating new opportunities in the work 

environment. Unlike passive workers, active workers strive to achieve goals and expectations. They do 

not wait for information to come to them (Crant, 2000). In addition, PP is an initiative action to make 

decisions that lead to better conditions, and adaptation to the current situation with efforts to change it. PP 

is an employee's action to be able to complete his work, meaning that the individual has the initiative to 

carry out the tasks assigned to him (Bateman & Crant, 1993). Next, employee initiatives lead to several 

thoughts, attitudes, and behaviors that identify new thinking to improve work processes, update skills, and 

seek the best understanding of company politics (Seibert et al., 2001). 
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PPs have three main characteristics: they have a propensity for change, start with themselves, 

and focus on the future (Parker et al., 2010). (Bateman & Crant, 1993) put forward the concept of PP for 

the first time when they discussed the active component of organizational behavior, namely the relatively 

stable personality or behavioral tendencies of individuals who take active behavior to influence their 

surrounding environment. 

 

Intrinsic Motivation (IM)  

 

IM is technically related to the activities carried out" for their benefit", or for the sake of their enjoyment 

(Deci & Ryan, 2000). IM is defined as performing an activity for its inherent satisfaction rather than for 

some separable consequence (Ryan & Deci, 2000). IM is a form of autonomous motivation that is defined 

as experiencing interest and pleasure (Amabile et al., 1994; Elliot & McGregor, 2001; Gagné & Deci, 

2005; Grant, 2008; Van den Broeck et al., 2021; Vansteenkiste et al., 2006). IM has been studied 

extensively in organizational psychology (Heath, 1999; Herzberg, 1959; Lin, 2007; Vroom, 1964; 

Wrzesniewski et al., 2014). In addition, people who are intrinsically motivated pursue an activity for its 

own sake; that is, they engage in the activity for the intrinsic interest that comes from within themselves 

(Van den Broeck et al., 2021). Different types of motivation become important in the field of 

organizational psychology, where self-determination motivation shows a linear trend with employee 

outcomes, and shows that each type of motivation has incremental validity in predicting employee well-

being, existence, attitudes, and behavior. 

 

Hypothesis 

 

Proactive personality towards job satisfaction 

 

PP end to take active steps to actualize their ideal self, which further contributes to increased JS 

(Premchandran & Priyadarshi, 2019). Proactive employees can create favorable conditions for achieving 

work success (N. Li et al., 2010a), thereby making individuals more satisfied with their situation (Frese 

et al., 1997). This behavior is a positive thing that supports their desire to change themselves and their 

environment, which leads to job satisfaction. So the hypothesis is: 

H1: There is an influence of proactive personality on job satisfaction 
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Intrinsic motivation towards job satisfaction 

 

The impact of IM on JS highlights its role in enhancing employee well-being and organizational outcomes. 

IM, characterized by autonomy, competence, and relatedness, is a driving force behind employee 

satisfaction with their jobs (Aljumah, 2023). Research findings acknowledge the reciprocal nature of the 

relationship between IM and JS. Recent research suggests that employees who are satisfied with their jobs 

are more likely to experience increased intrinsic motivation, creating a mutually reinforcing cycle 

(Aljumah, 2023). Intrinsically motivated individuals are motivated by self-satisfaction according to 

organizational standards (Mahmoud et al., 2020). So the hypothesis is: 

H2: There is an influence of Intrinsic job satisfaction  

 

Proactive personality toward innovation work behavior 

 

A proactive personality is measured to adapt to changes and a person's ability to take action first according 

to environmental needs  (Kumar & Shukla, 2022). Being proactive is associated with constructive work 

outcomes, which is why PP shows proactive behavior (Lai et al., 2020). Employees who are not proactive 

fail to see threats and opportunities. On the other hand, individuals with a proactive approach are always 

looking for self-improvement and other views (Neneh, 2019). PP plays a central role in motivating 

employees in their workplace. Individuals with PP receive challenging tasks that give them opportunities 

for new ideas at work and other behaviors.(McCormick et al., 2019). So the hypothesis is: 

H3: There is an influence proactive Personality toward innovation Work Behavior 

 

Intrinsic motivation for innovation work behavior 

 

IM individuals need to produce creativity and innovation (Xu et al., 2022). An employee who is 

intrinsically interested in an activity will focus on trying and experimenting, which leads to more creative 

behavior (Jaussi & Dionne, 2003). IM is considered important for creativity (Amabile et al., 1996) because 

it is conducive to perseverance (Oldham & Cummings, 1996), positive influence (Silvia, 2008), and 

novelty (Zhou, 1998). In addition, intrinsically motivated employees tend to be more cognitively satisfied 

at work (Gillet et al., 2013), more involved in the workplace (Van den Broeck et al., 2013), and tend to 

be more flexible and persistent (Shin & Zhou, 2003). So the hypothesis is: 

H4: There is an influence of Intrinsic Motivation to Innovation Work Behavior 
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Innovation work behavior to job satisfaction 

 

Widmann & Mulder (2018) state that IWB can grow in a person if the person has knowledge, a high 

learning ability, and can forget old ways of working. Employees who have IWB can change the situation 

for the better, even though at first the innovation shown by the employee is not supported by coworkers 

and management in general (De Spiegelaere Stan et al., 2014). IWB can be shown by the competence that 

a person has in completing the tasks assigned to them. When completing a task, he will pour out several 

innovative ideas, so that he will feel satisfied in working (Suryani, 2019). Research from (H. Ibrahim et 

al., 2015) found that IWB has a significant effect on JS. So the hypothesis is: 

H5: There is an influence of Innovation Work Behavior to Job Satisfaction 

 

 

Figure 1. Thinking framework 

 

Research methodology 

 

This study uses a quantitative approach with a survey method. Data were collected through a structured 

questionnaire to measure the main variables: Job Satisfaction, Innovative Work Behavior, Proactive 

Personality, and Intrinsic Motivation. The population in this study was a national life insurance company, 

represented by 2 companies, namely PT. Asuransi Jiwa Starinvestama and PT. Asuransi Jiwa Takaful. 

The sampling method used was probability sampling with a proportionate random sampling technique. 

The number of samples was determined based on the formula (Hair Jr et al., 2014), which recommends a 

minimum sample size of five times the number of indicators in the model, 32 x 5 = 160. The research 

instrument consisted of four main variables measured using a five-point Likert-type scale from 1 = 
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strongly disagree to 5 = strongly agree, with each scale adapted from previous literature. Job Satisfaction 

was measured using a ten-item scale (Spector, 1985). For example: "Those who do well on the job stand 

a fair chance of being promoted" and "My supervisor is quite competent in doing his/her job". Innovative 

work behavior is measured with a nine-item scale (Janssen, 2000). Examples are: “I generate new ideas 

to solve difficult problems” and “I introduce new ideas in the work environment in a systematic way.” 

Proactive Personality is measured with a ten-item scale (Bateman & Crant, 1993a; Seibert et al., 1999). 

Examples are: "I am constantly on the lookout for new ways to improve my life". and "No matter the 

odds, if I believe in something, I will make it happen". Intrinsic motivation is measured with a three-item 

scale (Ryan & Deci, 2000). Examples are "Because I enjoy this work very much" and "For the moments 

of pleasure that this job brings me". To ensure data reliability, Composite Reliability (CR) > 0.7, 

convergent validity of factor loading > 0.7, and Average Variance Extracted (AVE) > 0.5 (Fornell & 

Larcker, David, 1981; Hair et al., 2011). Data analysis was performed using the Partial Least Squares-

Structural Equation Modeling (PLS-SEM) method with SmartPLS. 

 

Results 

 

Table 1 

 Respondent characteristics 

Characteristics Category Frequency Percentage 

 

Gender Man 71 44% 

 Woman 89 56% 

Length of work < 5 years 57 36% 

 5 – 10 years 73 46% 

 11 – 15 years 12 8% 

 > 15 years 18 11% 

Education D3 17 11% 

 S1 136 85% 

 S2 7 4% 

Source: data processing (2024) 

 

Table 1 above shows that there were 71 male respondents, or 44%, and 89 female respondents, 

or 56%. The length of work of the respondents, < 5 years, was 57 people or 36%, 5-10 years of work were 

73 people or 46%, 11-15 years of work were 12 people or 8%, and > 15 years of work were 18 people or 

11%. Respondents' education was D3 as many as 17 people or 11%, S1 as many as 136 people or 85%, 

S2 as many as 7 people or 4%. 
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Figure 2. Convergent validity testing after elimination 

 

Based on Figure 2, the results of the factor loading value indicator are greater than 0.7, so it can 

be said to be valid. Furthermore, Table 2 shows that the Average Variance Extraction (AVE) value must 

be greater than 0.5 and the composite reliability is greater than 0.70, so it can be concluded that all 

variables are valid and reliable. (Chin, 1998; N. M. N. Ibrahim & Mahmood, 2016; Nunnally & Bernstein, 

1978; Salisu et al., 2017). 

 

Table 2 

Construct reliability and validity 

Variables Indicator Loading 

 

Cronbach's 

Alpha 

rho_A Composite 

Reliability 

 

Average 

Variance 

Extracted 

(AVE) 

 

Proactive Personality 

PP1 

PP2 

PP3 

PP4 

PP5 

PP7 

PP8 

0.780 

0.794 

0.754 

0.718 

0.763 

0.718 

0.779 

0.878 0.886 0.905 0.575 
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Intrinsic Motivation 

IM1 

IM2 

IM3 

0.932 

0.967 

0.947 

0.944 0.948 0.964 0.900 

Innovation Work 

Behavior 

IWB1 

IWB3 

IWB6 

IWB7 

IWB8 

IWB9 

0.747 

0.758 

0.784 

0.706 

0.776 

0.775 

0.852 0.854 0.890 0.575 

Job Satisfaction 

JS3 

JS4 

JS7 

JS8 

JS9 

JS10 

0.817 

0.787 

0.785 

0.817 

0.855 

0.822 

0.899 0.912 0.922 0.663 

Data processed by researchers in 2024 

 

Table 3 

R Square 

 R Square R Square Adjusted 

 

Innovation Work Behavior 

 
0.269 0.260 

Job Satisfaction 0.268 0.254 

Data processed by researchers in 2024 

 

Based on Table 3, the R Square value of IWB is 0.269 or 26.9%, so it can be concluded that the 

PP, IM, and JS variables contribute to the IWB variable by 26.9%, while the rest is influenced by other 

variables. The R Square value of Job Satisfaction is 0.268 or 26.8%, so it can be concluded that PP, IM, 

and IWB contribute 26.8% while the rest is influenced by other variables. 

 

Table 4 

Path coefficients for hypothesis testing 

 Original 

Sample (O) 

 

Sample Mean 

(M 

 

Standard 

Deviation 

 

T Statistics 

 

P Values 

 

PP -> JS 

 
0.161 0.159 0.082 1,951 0.053 

IM -> JS 

 
0.332 0.317 0.083 3,986 0,000 

PP -> IWB 

 
0.281 0.271 0.097 2,911 0.004 

IM -> IWB 

 
0.351 0.336 0.064 5,520 0,000 

IWB -> JS 

 
0.162 0.168 0.086 1,894 0.060 

Data processed by researchers in 2024 
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Discussion 

 

The influence of proactive personality on job satisfaction 

 

The results of the path coefficient are 0.161, t-count 1.951 < 1.96, and p-value 0.053 > 0.05, so it is 

concluded that there is no influence of PP on JS. The results of the study showed that employees who are 

proactive when planning and then taking action, but are not given freedom, will become dissatisfied with 

doing their work. Employees tend to see opportunities and not passively wait for information; they always 

have a desire to improve their lives and tend to take advantage of every opportunity to exceed expectations 

for the results of their work. Companies need to provide life insurance employees with the opportunity 

for social support and a sense of having a higher stake in the company. Proactive employees tend to create 

conditions that are more conducive to their success in the workplace (N. Li et al., 2010b). 

 

The influence of intrinsic motivation on job satisfaction 

 

The results of the path coefficient are 0.332, t-count 3.986 > 1.96, and p-value 0.053 < 0.05so it can be 

concluded that there is an influence against JS. The results of the study showed that employees are 

motivated not because of the pay they receive, but because the work is enjoyable and makes them happy. 

IM  will affect performance and satisfaction (Gheitani et al., 2019). Employees who are satisfied with 

their jobs show motivation in their organization and are more likely to stay in the organization (De Sousa 

Sabbagha et al., 2018). Employee satisfaction and work motivation will result in productivity (Bordoloi 

et al., 2019) and ultimately result in increased growth and profitability (Bordoloi et al., 2019). 

 

Influence proactive personality toward innovative work behavior 

 

The results of the path coefficient are 0.281, t-count 2.911 > 1.96, and p-value 0.004 < 0.05. So it can be 

concluded that there is an influence of PP on IWB. The results of the study showed that PP can encourage 

innovative behavior in various ways, including developing social networks, having positive emotions, 

high levels of autonomy, and being actively involved in their work. Superiors greatly determine the work 

results of subordinates, such as assignments, promotions, and performance appraisals (Liao, 2015). This 

is in line with (Giebels et al., 2016) states that innovation in the workplace shows that proactive employees 

are considered successful in carrying out innovation. Innovative outputs can range from the expansion 

and renewal of products, services, procedures, and processes to the evolution of new production methods 

and new management systems (Crossan & Apaydin, 2010). Leaders need to stimulate employees' 
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intellectual abilities and inspire them to create opportunities that will significantly impact their work, 

leading to higher levels of IWB (Afsar & Masood, 2018), which encourages employees to display IWB 

in the work environment. 

 

The influence of intrinsic motivation on innovation work behavior 

 

The results of the path coefficient are 0.351, t-count 5.520 > 1.96, and p-value 0.000 < 0.05, so it is 

concluded that there is an influence of IM on IWB. The results of the study show that employees who 

have intrinsic motivation do work because they like it, which creates innovation in doing their work. 

Especially when the demands of the job are high, requiring employees to work overtime. To support and 

protect employees who have to work non-standard hours (Giurge & Woolley, 2022). In addition, leaders 

need to encourage employees to greater creativity and innovation. By providing inspirational motivation 

to employees to change existing systems and plan and focus on new ways to solve problems (Afsar & 

Masood, 2018), the importance of the awards given by the company will have a significant impact on 

creativity and innovation (Fischer et al., 2019). Without appreciation from the company, creative and 

innovative performance would not be possible (Malik et al., 2015). 

 

The influence of innovation work behavior on job satisfaction 

 

The results of the path coefficient are 0.162, t-count 1.894 > 1.96, and p-value 0.060 < 0.05, so it can be 

concluded that there is no influence of IWB on JS.  The research results show that employees who have 

lots of ideas and energy for their organization by providing the best innovation for the company, but are 

limited by standard rules and a less-than-good organizational culture, will impact the absence of JS for 

employees at work. A study (Alshebami, 2021) stated that satisfied employees tend to have better 

productivity and performance than dissatisfied employees. So employees need to be supported by the 

environment and the necessary innovative infrastructure, which can provide higher levels of employee 

satisfaction and help guide their innovative attitudes and behaviors. The importance of Leaders becomes 

role models for their employees so that employees will feel comfortable working and feel free to innovate 

(Srirahayu et al., 2023). 

 

Discussion 
 

JS is very important for life insurance employees; research results show that JS does not affect PP and 

also does not affect the IWB of life insurance employees. This means that when employees who have PP 
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have provided ideas and solved problems in their work but are limited by rules, policies, and culture, it 

has an impact on the absence of JS in the workplace. Apart from that, innovation embedded in work is a 

prerequisite for improving JS (Høyrup, 2010). However, what happens is that employee innovation is 

limited, resulting in the absence of JS. Policies can also affect employee IWB, such as job autonomy, job 

complexity, feedback, information sharing, and organizational support (Bos-Nehles et al., 2017). To 

enhance IWB, leaders need to support employees through implementing policies and effectively involve 

them in their work by providing trust, which can help them participate in creative activities. This is a key 

study to stimulate innovative behavior through trust in leaders and work engagement (H. Li et al., n.d.). 

 

Conclusions 

 

PP tends to build conditions in the workplace more conducive that it is useful for personal achievement 

so that the atmosphere leads to JS. To maintain proactive actions in the workplace, JS is needed as a 

resource that allows employees to continue their work. Important employees with PP are allowed to 

collaborate and solve problems within organizational teams and across functional lines, in doing their job. 

So that the support provided by the company to employees with PP in the work environment encourages 

the creation of IWB. In the end, this will drive performance jobs for life insurance employees so that 

generate, promote, and implement ideas that are considered beneficial to the organization, which will 

create JS. 

 

Suggestion 

 

Further research should be on international life insurance companies because the organizational culture 

and management structure of international life insurance companies are certainly different from national 

life insurance companies. Apart from that, it is important to carry out research related to policyholder 

satisfaction, especially regarding service, so that it will reduce complaints from policyholders. Creating 

satisfaction for policyholders will increase employee job satisfaction. Apart from that, leaders need to 

give autonomy to employees to complete work according to the ideas they have. 
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