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 In the era of industrial and digital transformation, organizations are 
required to remain adaptive and innovative to maintain competitiveness. 
The banking sector, including regional institutions such as Bank Nagari, 
faces increasing customer demands and service-related complaints, 
necessitating stronger employee involvement in continuous 
improvement efforts. This study examines the influence of job 
autonomy, person–organization fit, and work engagement on employee 
voice behavior at the Main Branch Office (KCU) of Bank Nagari, located 
on Jalan Pemuda No. 21, Padang. The research was conducted in 2025 
using a quantitative, cross-sectional design. Data were collected from 
108 employees through structured questionnaires and analyzed using 
multiple linear regression. The results indicate that person–organization 
fit has a significant positive effect on employee voice behavior (Coef = 
0.21; p = 0.000), whereas job autonomy (Coef = 0.06; p = 0.455) and 
work engagement (Coef = –0.007; p = 0.879) show no significant 
influence. These findings suggest that value alignment between 
individuals and the organization is more essential in fostering employee 
voice than structural or motivational aspects. Practically, the study 
highlights the importance of creating an open organizational climate, 
strengthening recruitment based on value congruence, internalizing 
organizational culture, and promoting leadership that encourages 
employee expression to enhance innovation and organizational 
development within the banking sector. 
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1. INTRODUCTION  
In the era of Industry 4.0 and Society 5.0, organizations are required to be adaptive, innovative, and 
responsive to the rapid changes in the business environment. Human resources are no longer 
considered merely as supporting factors but as strategic assets that determine the success of 
organizations (Lena, 2002). Particularly in the banking sector, competition has been driven by digital 
transformation, customer behavioral shifts, and the proliferation of financial institutions. Local banks 
such as Bank Nagari are not exempted from these challenges, facing a significant increase in 
customer complaints over the last three years (Bank Nagari, 2024). This situation indicates potential 
service quality issues that require continuous innovation and improvement, where employee voice 
behavior becomes an essential mechanism for problem-solving and organizational development 
(Knoll & Redman, 2016; Salsabila et al., 2023; Kao et al., 2022; Zhu et al., 2022); (Chiang & Chen, 
2021). 

https://creativecommons.org/licenses/by-nc/4.0/
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Previous studies show that voice behavior is a discretionary verbal communication of ideas, 
suggestions, or constructive criticism that aims to improve organizational functions (Morrison, 2011; 
Chen et al., 2020; Chan, 2014). Employees who engage in voice behavior contribute to 
organizational innovation, decision-making effectiveness, and problem-solving (Van Dyne & LePine, 
1998; Chen et al., 2018). However, voice behavior is highly influenced by several contextual and 
individual factors. Among them, three critical antecedents are job autonomy, person–organization fit, 
and work engagement. This study focuses on investigating how these variables shape employee 
voice behavior within the context of a regional development bank, which presents different dynamics 
compared to national or multinational banks. 

 First, job autonomy reflects the degree of freedom and discretion employees have in 
organizing their work tasks. Autonomy encourages individuals to take initiative, develop ideas, and 
actively participate in organizational improvement (Kao et al., 2022; Hackman & Oldham, 1976; 
Susanto, 2019). Research indicates that autonomy fosters responsibility, innovation, and proactive 
behaviors, including voice (Chiang & Chen, 2021; LePine & Van Dyne, 1998; Caso et al., 2015). In 
banking institutions, job autonomy can reduce rigid bureaucratic procedures and promote creative 
solutions to customer service challenges. Nevertheless, some studies reveal that autonomy alone 
may not always significantly drive employee voice, particularly in highly structured organizations 
(Chen, 2016). 

Second, person–organization (P–O) fit emphasizes the alignment of employee values with 
organizational norms and culture. High congruence between personal and organizational values 
fosters commitment, satisfaction, and a stronger inclination to express constructive opinions (Kristof, 
1996; Lauver & Kristof-Brown, 2001; Kao et al., 2022). Employees who perceive strong value 
alignment are more motivated to contribute through voice behavior that supports organizational goals 
(Liang et al., 2012). Empirical evidence also demonstrates that P–O fit positively influences 
promotive voice behaviors, enabling employees to offer solutions and innovative suggestions rather 
than mere complaints (Reisa & Sudibjo, 2020; Sylvana et al., 2024). This study thus positions P–O 
fit as a crucial determinant of voice behavior in regional banks. 

Third, work engagement reflects the psychological state of vigor, dedication, and absorption 
in one’s work (Bakker, 2006; Osborne & Hammoud, 2017; Bhave, 2023). Engaged employees show 
enthusiasm, pride, and persistence in their jobs, which drives them to speak up for organizational 
improvements (Setiawan Maulana et al., 2023; Yaqoub et al., 2020). Studies suggest that employees 
with higher engagement levels are more likely to perceive voice as part of their core role rather than 
as an extra burden (LePine & Van Dyne, 1998; Cheng, 2009)(Cheng, 2009). Conversely, low 
engagement often leads to silence and disengagement, reducing opportunities for constructive 
feedback. In the banking context, engagement becomes particularly important in ensuring that 
employees remain proactive in addressing service quality issues and customer concerns. 

A review of the literature reveals extensive research on the antecedents of voice behavior, 
including job autonomy, P–O fit, and engagement (Morrison & Milliken, 2000; Chen et al., 2018; Knoll 
& Redman, 2016; Kalemci et al., 2019; Rubbab, 2020). However, most studies are concentrated in 
multinational corporations or manufacturing industries. Research on regional development banks, 
such as Bank Nagari, remains limited despite their unique organizational culture, bureaucratic 
structures, and customer service dynamics. As a regional bank that supports inclusive and 
sustainable economic development, Bank Nagari’s ability to respond to customer feedback and 
maintain service excellence relies heavily on employees’ willingness to engage in voice behavior. 
However, empirical studies examining the determinants of voice behavior in regional banking 
institutions remain limited 

Addressing this gap, the present study investigates the effects of job autonomy, person–
organization fit, and work engagement on employee voice behavior at the Main Branch Office (KCU) 
of Bank Nagari. This research contributes theoretically by enriching the literature on voice behavior 
in the regional banking sector, and practically by providing insights to strengthen organizational 
practices that enhance proactive employee participation. 
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Relationship between Job Autonomy and Voice Behavior 
Job autonomy refers to the degree of freedom and discretion employees have in scheduling their 
work and determining procedures to accomplish tasks (Hackman & Oldham, 1976). Higher autonomy 
fosters responsibility, initiative, and creativity, which in turn enhance employees’ willingness to 
express constructive suggestions (Morrison et al., 2011; Lepine & Van Dyne, 2001). Prior research 
has consistently shown that autonomy positively influences proactive behaviors, including voice, 
because employees feel empowered to act beyond formal roles (Chiang & Chen, 2021; Susanto, 
2019; Caso et al., 2015). Therefore, employees who experience greater autonomy are more likely to 
demonstrate higher levels of voice behavior.  
H1: Job autonomy has a positive effect on employee voice behavior. 
 
Relationship between Person–Organization Fit and Voice Behavior 
Person–organization (P–O) fit reflects the compatibility between individual values and organizational 
culture (Kristof, 1996). When employees perceive high congruence, they develop stronger affective 
commitment and higher satisfaction, which encourage them to engage in behaviors that support 
organizational goals (Lauver & Kristof-Brown, 2001; Alfes et al., 2016). Previous studies reveal that 
P–O fit is positively associated with discretionary behaviors such as organizational citizenship 
behavior and promotive voice, because employees are motivated to safeguard and improve the 
organization they identify with (Kao et al., 2022; Reisa & Sudibjo, 2020; Sylvana et al., 2024). Thus, 
P–O fit can be considered a key determinant of voice behavior in organizations. 
H2: Person–organization fit has a positive effect on employee voice behavior. 
 
Relationship between Work Engagement and Voice Behavior 
Work engagement is a positive psychological state characterized by vigor, dedication, and absorption 
in work  (Bakker, 2006). Engaged employees are more likely to go beyond formal job requirements 
and show proactive behaviors, including speaking up about issues and opportunities for improvement 
(Osborne & Hammoud, 2017; Setiawan Maulana et al., 2023). Research demonstrates that 
engagement fosters psychological safety and intrinsic motivation, which enhance employees’ 
tendency to voice constructive opinions (LePine, 1998; Yaqoub et al., 2020; Cheng, 2009; Bhave, 
2023). Conversely, low engagement is often linked with silence and withdrawal. Therefore, 
employees with higher engagement are expected to be more vocal in supporting organizational 
development. 
H3: Work engagement has a positive effect on employee voice behavior. 
Based on the background above, the research problems are formulated as follows: 

1. How does job autonomy influence employee voice behavior at KCU Bank Nagari? 
2. How does person–organization fit influence employee voice behavior at KCU Bank Nagari? 
3. How does work engagement influence employee voice behavior at KCU Bank Nagari? 

 

2. RESEARCH METHOD  
This study employed a cross-sectional quantitative descriptive method. The cross-sectional design 
was chosen because the data were collected at a single point in time using the same instrument, 
allowing the researcher to examine the causal relationship between independent variables and the 
dependent variable simultaneously. The research was conducted at the Main Branch Office (KCU) 
of Bank Nagari, Padang.  

Data collection was carried out in 2025 through direct distribution of questionnaires to 
employees at the branch. The population in this study consisted of 292 employees working at the 
KCU Bank Nagari. The sample size was determined using the Slovin formula with a margin of error 
of 5%, resulting in a sample of 169 employees. After data collection, 108 valid and usable 
questionnaires were obtained for analysis. The sampling technique used was simple random 
sampling. Dependent Variabel in this study is Employee Voice Behavior (Y) – measured through 
three dimensions: self-oriented voice, other-oriented voice, and change-oriented voice. Independent 
Variabels is Job Autonomy (X1) – measured through three dimensions: work method autonomy, work 
scheduling autonomy, and work criteria autonomy. Person–Organization Fit (X2) – measured 
through four dimensions: value congruence, needs–supplies fit, personality–organization fit, and 
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demand–abilities fit and Work Engagement (X3) – measured through three indicators: vigor, 
dedication, and absorption. The data were collected using a questionnaire with a five-point Likert 
scale ranging from 1 = strongly disagree to 5 = strongly agree.  

The questionnaire was distributed directly to employees. Before data analysis, the 
instrument was tested for validity and reliability. Validity Test: Confirmatory Factor Analysis (CFA) 
was used, and items with a factor loading greater than 0.50 were considered valid and Reliability 
Test: Cronbach’s Alpha was applied, with values greater than 0.60 indicating acceptable reliability. 

The data were analyzed using descriptive statistics and multiple linear regression. 
Descriptive analysis was used to summarize respondents’ demographic characteristics and 
variables. Multiple linear regression was employed to test the effect of Job Autonomy (X1), Person–
Organization Fit (X2), and Work Engagement (X3) on Employee Voice Behavior (Y).  

First, Descriptive analysis aims to describe the characteristics of each research variable by 
presenting the data in distribution tables. This analysis does not relate one variable to another. 
However, obtain the score of each indicator and the questionnaire items, the following formula was 
used: 

(5.Fsa) + (4.Fa) +(3.Fn)+(2.Fds)+(1.Fsds) 

(Fsa+Fa+Fn+Fds+Fsds) 
……………………………………………… (1) 

Where:  
FSA = Strongly Agree,  
F A = Agree,  
FN  = Neutral, 
FDS = Disagree,  
FSDS= Strongly Disagree. 

 

Second, Multiple linear regression was applied to determine the effect of the independent 
variables on the dependent variable. The regression model was expressed as: 

Y = a + b1X1 + b2X2 + b3X3 + e ……………………………………………… (2) 

where:  

Y = Employee Voice Behavior,  

X1 = Job Autonomy,  

X2 = Person–Organization Fit,  

X3 = Work Engagement,  

a = constant,  

b1, b2, b3 = regression coefficients,  

e = error term 

3. RESULTS AND DISCUSSIONS  
The demographic profile of respondents in this study was categorized by gender, marital status, 
educational background, job position, age, and years of service. Based on data from 108 
respondents, the majority were male (63 respondents or 58.3%), while female respondents 
accounted for 45 respondents (41.7%). In terms of marital status, most respondents were married 
(96 respondents or 88.9%), while 12 respondents (11.1%) were single. 

Regarding educational background, the majority of respondents held a bachelor’s degree 
(95 respondents or 87.9%), followed by master’s degree holders (9.3%). Only a small proportion had 
a senior high school education (0.93%), a diploma (0.93%), or a doctoral degree (0.93%). In terms 
of job position, most respondents were staff (98 respondents or 90.7%), while 10 respondents (9.3%) 
worked as managers. 
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The respondents’ age ranged from 26 to 55 years, with an average of 39.24 years. Their 
length of service ranged from 2 to 35 years, with an average of 14.58 years. 
The testing in this section was conducted to ensure the accuracy and reliability of each questionnaire 
item supporting the variables in this study. Construct validity testing was employed to determine 
whether or not a questionnaire item is valid. According to Dachlan in Dharma, (2022) construct 
validity serves as a benchmark to ensure that measurement items represent the hypothesized 
construct, which is reflected through a set of elements or questionnaire items. 
This validity test was conducted using Confirmatory Factor Analysis (CFA). The results of the data 
processing are summarized in the table below. 

 
Table 1. Result Validity and Realibility Test 

Variable Valid item Factor 
Loading  

       CR 

Job Autonomy 9 0,66-0,90 0,83 
PO-Fit 13 0,66-0,99 0,84 

Work Engagement 
Voice Behavior 

17 
7 

0,65-0,84 
0,72-0,90 

0,88 
0,63 

The results of the instrument testing demonstrated that all constructs in this study met the 
required validity and reliability standards. The Job Autonomy construct showed 9 valid items, with 
factor loadings ranging from 0.66 to 0.90, all of which exceeded the recommended threshold of 0.50. 
Its Composite Reliability (CR) was 0.83, indicating that the instrument was reliable and internally 
consistent. Similarly, the Person–Organization Fit (P–O Fit) construct contained 13 valid items, with 
factor loadings between 0.66 and 0.99. The CR value of 0.84 further confirmed the high internal 
consistency of this construct. For the Work Engagement variable, the analysis revealed 17 valid 
items with factor loadings ranging from 0.65 to 0.84, surpassing the minimum standard for validity. 
Its CR value of 0.88 indicated very strong reliability. Lastly, the Voice Behavior construct was 
measured with 7 valid items, showing factor loadings between 0.72 and 0.90, which confirmed the 
validity of all items. However, the CR value obtained was 0.63, slightly below the generally accepted 
threshold of 0.70, suggesting that while the instrument remains acceptable for research purposes, 
its internal consistency is relatively lower compared to the other constructs. 

The descriptive analysis was conducted to describe the characteristics of each research 
variable. Data were presented in the form of frequency distribution tables mean scores. The results 
show that the indicators of Job Autonomy, Person–Organization Fit, Work Engagement, and 
Employee Voice Behavior were all in the high category based on mean score interpretation. 

 
Table 2. Descriptive Statistic of Research Variabel 

Variable Mean Std.Deviation         Category 

Job Autonomy 33,81 4,43 High 
PO-Fit 49,46 7,71 High 

Work Engagement 
Voice Behavior 

64,69 
28,16 

8,73 
3,55 

High 
High 

The descriptive statistics presented in Table 2 show that all research variables fall into the high 
category. Job Autonomy obtained a mean score of 33.81 with a standard deviation of 4.43, indicating 
that employees perceive a relatively high level of autonomy in their work. Person–Organization Fit 
recorded an average of 49.46 with a standard deviation of 7.71, which suggests that respondents 
generally experienced a strong alignment between their personal values and those of the 
organization. Work Engagement showed the highest mean score among the variables at 64.69 with 
a standard deviation of 8.73, reflecting that employes demonstrated a high level of enthusiasm, 
dedication, and absorption in their work. Meanwhile, Voice Behavior obtained a mean score of 28.16 
with a standard deviation of 3.55, signifying that employes also tend to actively express constructive 
opinions and suggestions in their workplace. Overall, these results indicate that all constructs 
measured in this study are perceived positively and at a high level by the respondents. 
To empirically examine the effect of Job Autonomy, Person–Organization Fit, and Work Engagement 
on Employee Voice Behavior, a multiple linear regression analysis was conducted. The summary of 
the results is presented in the table below: 
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Table 3. Hypothesis Testing 
Variable Coef     P>[t]        Notes 

Job Autonomy 0,06 0,455 Not 
Support 

PO-Fit 0,21 0,000 Support 
Work 

Engagement 
-0,007 

 
0,879 Not 

Support 

From Table 3, it can be observed that Job Autonomy has a regression coefficient of 0.06 with a 
significance value of 0.455, which is greater than the alpha level of 0.05. This indicates that there is 
insufficient evidence to conclude that Job Autonomy positively influences Employee Voice Behavior. 
Therefore, the first hypothesis (H1) is not supported. This result contradicts the findings of LePine, 
(1998). However, within the banking sector, this phenomenon can be attributed to several structural, 
cultural, and psychological factors that are inherent to the industry. Banking institutions are 
characterized by high levels of bureaucracy and rigid hierarchical structures. As a result, even though 
employees may possess technical autonomy in determining work methods, schedules, and 
performance standards, the space available for expressing opinions remains limited. This aligns with 
Morrison (2011), who explains that bureaucratic and hierarchical organizations tend to discourage 
employees from speaking up due to strict rules and standardized procedures. 
Similarly, the findings of Dedahanov et al. (2019) indicate that job autonomy does not directly 
influence voice behavior. Svendsen (2018) also highlights that job autonomy does not have a direct 
effect on voice behavior; instead, it serves as a moderating factor that strengthens the relationship 
between leadership and employee voice. This is consistent with conditions commonly found in 
banking institutions, where voice behavior is more likely to be accepted when expressed at 
managerial levels rather than by staff-level employees. 

Furthermore, the statistical testing results show that Person–Organization Fit has a 
regression coefficient of 0.21 with a significance value of 0.00, which is below the alpha level of 0.05. 
This provides sufficient evidence to conclude that Person–Organization Fit has a positive influence 
on Employee Voice Behavior. Thus, the second hypothesis (H2) is supported. This finding is 
consistent with and reinforced by the study of Kao et al., (2022). These findings indicate that person–
organization fit reflects the extent to which employees share similar characteristics or values with the 
organization, as well as the degree to which both parties mutually fulfill each other’s needs. 
Employees who experience strong person–organization fit tend to develop a sense of belonging and 
heightened responsibility toward their work, which subsequently enhances their motivation and 
willingness to participate actively in the organization. This sense of alignment encourages employees 
to voice their ideas, suggestions, or concerns for organizational improvement. Accordingly, the 
second hypothesis (H2) is supported. In banking institutions with formal and structured work 
environments, such alignment becomes particularly critical. Employees whose values match the 
organization’s culture are more likely to feel attached to the institution and to trust its systems, thereby 
increasing their willingness to contribute constructively—whether by expressing ideas, offering 
suggestions, or providing critical feedback for organizational growth. These results are consistent 
with Kao et al. (2022), who found a positive relationship between person–organization fit and 
employee voice behavior. Similarly, Morrison (2011) explains that employees who perceive strong 
alignment with organizational values are more inclined to protect and improve the organization, which 
becomes a key internal motivation for engaging in voice behavior. 

Finally, the analysis also reveals that Work Engagement has a negative regression 
coefficient of -0.007 with a significance value of 0.879, which is higher than the alpha level of 0.05. 
This clearly indicates that there is insufficient evidence to conclude that Work Engagement has a 
positive influence on Employee Voice Behavior. Consequently, the third hypothesis (H3) is not 
supported. This result also contrasts with the findings of Cheng, (2009). These findings suggest that 
work engagement does not serve as a driving factor for employee voice behavior at KCU Bank 
Nagari. The results indicate that the presumed positive relationship between work engagement and 
voice behavior is not supported. Consequently, the third hypothesis (H3) is rejected. This outcome 
may be explained by the organizational characteristics of the banking sector, which are typically 
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hierarchical, bureaucratic, and compliance-oriented. In such environments, even highly engaged 
employees may feel socially unsafe or reluctant to express their opinions due to perceived risks and 
rigid organizational norms. This finding contrasts with Cheng (2009), who reported that work 
engagement positively influences employee voice behavior. However, it aligns with the study by 
Ibrahim et al. (2021), conducted in financial institutions in Malaysia, which found that work 
engagement does not significantly affect employees’ willingness to speak up. Employees with high 
work engagement may demonstrate strong commitment to their tasks, yet this commitment does not 
necessarily translate into the courage to take risks by voicing their ideas or concerns. 

4. CONCLUSION  
This study provides empirical evidence on the influence of job autonomy, person–organization fit, 
and work engagement on employee voice behavior among 108 employees of KCU Bank Nagari. The 
findings reveal that job autonomy does not significantly affect employee voice behavior, indicating 
that the level of freedom employees possess in organizing their tasks does not necessarily 
encourage them to express their ideas or concerns. In contrast, person–organization fit demonstrates 
a positive and significant effect, suggesting that when employees perceive a strong alignment 
between their personal values and those of the organization, they are more likely to speak up for the 
benefit of the organization. Meanwhile, work engagement is found to have no effect on voice 
behavior, implying that even highly engaged employees may refrain from expressing their views in 
environments perceived as hierarchical or restrictive. These findings carry several implications for 
organizational management at KCU Bank Nagari. The absence of a significant effect of job autonomy 
on voice behavior highlights the need for the organization to foster a more open and psychologically 
safe climate. Despite having technical autonomy in performing their tasks, employees may still feel 
constrained by strict procedures, hierarchical structures, and concerns about potential social risks 
when voicing their opinions. Therefore, strengthening formal communication channels and cultivating 
trust and psychological safety becomes essential. The positive influence of person–organization fit 
underscores the importance of value alignment between employees and the organization. Enhancing 
this alignment requires not only recruitment processes that assess value compatibility but also 
ongoing cultural internalization efforts, such as core value training and reinforcement of the 
organizational vision and mission. When employees experience strong value congruence, they 
develop a deeper sense of belonging, responsibility, and motivation, which naturally encourages 
constructive voice behavior. Lastly, the lack of a significant relationship between work engagement 
and voice behavior suggests that engaged employees may be committed to their tasks but still 
hesitant to take interpersonal risks associated with speaking up. This finding indicates the need for 
leadership practices that explicitly encourage open dialogue and empower employees to contribute 
ideas without fear of negative consequences. By promoting open communication and supportive 
leadership, the organization can enhance innovation and foster continuous organizational 
improvement. 
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