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The function of whistle-blowing as an effectiveamtal control mechanism has long been accepteddrou
the globe. Several individual factors have beensicamed as predictive variables of whistle-blowing
intention. However, findings are still inconclusivdsing the theory of planned behaviour as a fraonkw
this study examines the relationship between thexissl predictive variables (internal locus of cohtwork
experience and ethics training) and whistle-blowintention. Data were collected randomly from 311
supervisors within large manufacturing companiellataysia. Applying multiple regression analysesults
indicated that work experience and ethics trairang significantly related to whistle-blowing intemt. On
the other hand, there is no significant relatiopgbétween internal locus of control and whistlewihm
intention. Implications for theory and practicerfréhe findings are discussed.

Keywords: whistle-blowing intention, theory of planned belwar, internal locus of control, work
experience, ethics training, Malaysia

INTRODUCTION

Ethical breaches have constituted many accountagdals which have resulted in the collapse of soigie profile
corporations around the world, including Enron &idrld Com (MacNab and Worthley, 2008). These actiogn
scandals, generally referred to as corporate mikarin came to light due to whistle-blowing actia@fscompany
employees (both former and present employees) beieved that any misconduct occurring in theirpooation
should be dealt with correctively by the authosti@ulliam and Solomon, 2002). The actions of tbhecerned
employees in reporting corporate misconduct is kmaw whistle-blowing. They, themselves, are knog/mvhistle-
blowers (Saha 2008) and are sometimes consider@dnagdel employee to organizations” (Vinten 1999).
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Whistle-blowing has been defined as “the disclosiyrerganization members (former or current) @ghl, immoral,
or illegitimate practices under the control of theinployers, to persons or organizations who maghe to effect
action” (Near and Miceli, 1985, p. 4). Read and Ra{@003) suggest that whistle-blowing is an aspéathics
management. Thus, effective corporate governancanimrganization can be enhanced through whistieihb

practice. This is substantiated by Ponemon (199418), who states that “whistle-blowing can playessential role
as a perspective and defective control if orgaimaexplicitly incorporates reporting mechanismtthigscloses
incident of wrongdoing into its internal controfigtture”. In other words, whistle-blowing can play important role
in the internal control environment of an orgarmafRead and Rama, 2003).

At present, whistle-blowers in US corporations age be more courageous, compared to their Assanterparts,

in embracing whistle-blowing actions (Park, Rehg &ee, 2005). One of the possible reasons coulduleeto the
perception of the whistle-blowing action itself. rHastance, in countries such as China, Japan amdy H ong,
whistle-blowing can be regarded as unacceptablavielr (Bond 1996; Fukuyama 1995; Redding 1990). In
Malaysia, whistle-blowing action is not a populaeans of reporting wrong-doing in organizations (Ng005).
Pricewaterhouse Coopers Global Economic Crime Su2@85 reports that 23% of large Malaysian commaaie
subjected to misconduct in terms of unreporteddréRricewaterhouseCoopers 2006). Therefore, wHidteing
research in Malaysia is deemed significant, espgcdrainvestigating the possible factors which tbinfluence the
decision to whistle-blow and at the same time higttl the important function of whistle-blowing amti as an
internal control mechanism.

In Malaysia, the function of whistle-blowing as iaternal control mechanism has been considered realgntly by

statutory authorities (Anwar 2003). Specificallyaldysia introduced its first whistle-blowing law 2003 under the
Securities Industry (Amendment) Act 2003 (Wahab3)06lence, in moving towards a corruption free ¢oyrthe

government has urged major stakeholders to uphblstle-blowing law with the provision of protectigrnincentives
and non-monetary rewards for whistleblowers (Has8@©6). Further, accountants, auditors and advismuist

provide assurance on financial statements and matshold any tolerance for corporate misconduct. adidition,

investors and other users must be accountablen&ir decisions; thus, decisions must be made utgespirit of

transparency (Yakcob 2005).

Given the above, the interest of this study isst@xamine several individual variables of whistlewing intention in

the form of an introduction to an intercultural gective that may give a whole new interpretatmmeisearch on
whistle-blowing (Park, Blenkinsopp, Oktem and Onamglsen, 2008). Further, Vogel (1992) asserted wnastle-

blowing is particularly affected by cultural contexas perceptions of right versus wrong, justioerality and

loyalty may differ very much in different countriedloreover, human behaviour is believed to be alred one’s

cultural and social backgrounds (Chiu and Kosindld99). Hence, employees with different socio-ecaico
influences may have different views on what is agthior not (Chen 2001). Thus, this study expanésstiidy of
whistle-blowing by examining the relationship betmethe selected individual (personal) variables ahistle-

blowing intention in a cultural context previousigexplored. Selection of individual variables isé@d on Miceli and
Near’s (1992) model of whistle-blowing decision-rimak

To date, studies on individual variables of whidtlewing intention have become popular (Keil, Tivaasainsbury
and Sneha, 2010; Lih-Bin and Hock-Hai, 2010; Tayod Curtis, 2010; Zhang, Chiu and Li-Qun, 2009&gt,
findings on the relationships between some of tidévidual variables and whistle-blowing intentiore atill open for
discussion (Miceli, Near and Dworkin, 2008). Theliindual variables; namely, internal locus of cahtrwork
experience and ethics training, are predictedftaénce whistle-blowing intention. The relationskuigtween internal
locus of control and whistle-blowing intention ha®duced inconclusive empirical results rangingrfra positive
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relationship (Miceli and Near, 1992; Stead, Worgeeld Stead, 1990; Trevino 1986) to a mixed relatign (Wise
1995) to a moderated relationship (Chiu 2003) arehean insignificant relationship (Miceli et al99l; Starkey
1998). Similarly, results for work experience rarigem a positive relationship (Brewer and Seldes98; Dworkin
and Baucus, 1998; Goldman 2001; Miceli and Nea88)% a mixed relationship (Wise 1995) and toraignificant
relationship (Keenan and Sims, 1995; Lee, Heilmamh Near, 2004; Sims and Keenan, 1998).

The inclusion of ethics training is based on a psion from Jones, Massey and Thorne (2003) asngortant
factor to affect an individual’s intention to a¢hieally. Frisque and Kolb (2008) agree that ancstkraining program
could provide a huge impact on an individual’'s dexi to blow the whistle. Besides, Miceli, Near dbaorkin

(2008, p. 190) advise that there is “... no cofdblresearch demonstrating the effectiveness atstinaining
regarding whistle-blowing and such research is Igoneeded”. Hence, this study would like to considee

proposition by Jones, Massey and Thorne (2003)tHerdirect relationship between ethics training ardstle-
blowing intention. Thus, the empirical result fdretrelationship would add to the literature of lbidlowing

research.

Re-examining the relationship between internal $oaucontrol, work experience, ethics training avidstle-blowing
intention is deemed significant and differs frorhatprevious studies in several ways. First, thidyswould offer an
alternative explanation for the inconclusive engaifiresults obtained from previous studies on tinect effects
between the variables and whistle-blowing intentida evidenced, only limited studies have invesédawhistle-
blowing intention in a non-western context (Lih-Bind Hock-Hai, 2010; Park and Blenkinsopp, 2009ri¢h Chiu
and Li-Qun, 2009a), and thus, results of this staigyexpected to, at least, bridge the gap betwestern and non-
western differences. Therefore, re-examination bistle-blowing intention in the Malaysian envirormiewill
indirectly reveal cultural influences on whistlebling actions. New interpretations of whistle-blagribehaviour
and actions among Malaysians would add signifigaiotivhistle-blowing literature.

Secondly, following the calls from Malaysian auities, the impact of the first Malaysian whistleing law has
been studied very little and more knowledge is edaggarding how effective the law is in affectimge’s decision
to blow the whistle (Anwar 2003; Hassan 2006; Y&k2005). As argued by Patel (2003), whistle-blowiegearch
in Malaysia is virtually non-existent. Thus, thigidy would fill the gap by being one of the firgsearches on
whistle-blowing, providing empirical results whiakould benefit both theory and practice within thel®dsian

environment. Moreover, this study would offer a nesage of theory (Theory of Planned Behaviour) stigating

the direct relationships between the selected bimsaand whistle-blowing intention. Most theoriesed in whistle-
blowing intention studies are based on pro-soagdalviour (Dozier and Miceli, 1985; Miceli and Ne&885) and

motivational perspective (Miceli and Near, 1992hisTstudy considers the theory of planned behawegause the
theory clearly proposes the relationship betweemadividual’s intentions and his/her behaviour autions (Ajzen

1991).

Finally, from a methodological perspective, thisdst differs from other whistle-blowing intentiorusies in terms of
its respondents and samples. In highlighting theseh respondents of supervisors, this study imteally deviates
from normal samples of bank managers (Chiu 200Bj| servants (Starkey 1998), management accoumtant
(Shawver and Clements, 2008), internal auditorai¢ft and Ponemon, 1991) and MBA students (Chiu p0D2e
rationale for choosing supervisors is based oratgament that reports of wrongdoing are usually enag members
close to the inner workings of an organization (MesMagnus and Viswesvaran, 2005). Further, thislyst
considers a simple random sampling of listed mastufang companies in Malaysia. Manufacturing comesrare
posited as an adequate environment because sugbani@ms often report incidents of wrongdoing (Hodkaplan
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and Schultz, 1994). Both the chosen respondentssamples are recommended by the Malaysian authohn
investigating whistle-blowing research in Malay&shazali 2005; Khan 2003).

DEVELOPMENT OF HYPOTHESES
Whistle-blowing intention

Since the dependent construct of this study is tehidowing intention rather than actual whistledving action, the
issue of behavioural intention needs to be undedstéccording to Ajzen’'s (1991) theory of planneehhviour,
“behavioural intention is a good predictor of attbahaviour” (Chiu, 2003, p. 66). A behaviouraleintion is the
subjective probability that an individual assigoghe likelihood that a given behavioural altervatwill be chosen
(Ajzen 1991; Hunt and Vitell 1986). According to metriadou (2003), an individual’'s behavioural irtten is a
weighted additive function of three elements; ngmdhe individual's attitude, subjective norm andrgeived
behavioural control. Chiu (2003) defines all theneénts as such: the individual’s attitude is thdividual's

judgment of that behaviour, subjective norm isitiévidual’'s perceived acceptability of that belawi and, finally,
perceived behavioural control is the individualergeption of the difficulty level of performing thbehaviour. With
all these elements, the dependent variable ofstioidy, whistle-blowing intention, is referred to“#se individual's

probability of actually engaging in whistle-blowiibghaviour” (Chiu, 2002, p. 582).

The interest to study whistle-blowing intentionh@t than actual whistle-blowing action stems fréw@ impossibility
and difficulty of carrying out investigations of ehical conduct in the workplace by first hand etsagon (Victor,
Trevino and Shapiro, 1993). Yet, a study on restatuemployees in the fast food industry provideislence that
behavioural intention correlates with actual pesporting of unethical behaviour (Victor, TrevinodaShapiro,
1991). Therefore, whistle-blowing intention is desshappropriate in the context of this study.

Internal locus of control and whistle-blowing intention

Internal locus of control refers to the belief thatcomes are generally contingent upon the wodkedfort put into
them (Keller and Blomann, 2008). Unlike other vhlég, internal locus of control is the most likedyaffect whistle-
blowing decisions (Miceli and Near, 1992). The meass that a whistle-blower may be strongly moteaby the
degree to which the situation is potentially undither control (Chiu 2002). Previous studies hemecluded that
when individuals share in individual determinatit®y share in ethical disposition (Ford and Rickanj 1994; Loe,
Ferrell and Mansfield, 2000).

According to the theory of planned behaviour, adivildual may have the intention to perform behaviduhey
perceive that they are in control of the situatéom the likely outcome (Ajzen 1991). This meang tha variable
“internal locus of control” connects to the thirgment in the theory of planned behaviour (Chiu30h support,
Chiu (2003) argues that Rotter's (1966) study @& tbcus of control echoes the perceived behaviocwatrol
suggested by Ajzen (1991) in relation to one’srimak locus of control. Thus, linking with the thgoof planned
behaviour, this study’s predictive variable of &mal locus of control” falls within the element thfe perceived
behavioural control in suggesting an individuatigehtion to perform behaviour.

Miceli and Near (1992) discovered that the locusaitrol is one of the characteristics that affedsstle-blowing

decisions. The researchers believe this is becabstleblowers may be strongly motivated by therdego which
conditions suggest that the situation is potentiafider their control. They argue that individuadgh an internal
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locus of control may have more propensities to losvwhistle. In agreement, the relationship betwagernal locus
of control and whistle-blowing intention can be dedld based on the idea that “individuals who hatermal locus
of control may blow the whistle when their exterf@dus of control counterparts would not” (Chiu,020 p. 67).
Therefore, the following hypothesis is proposed.

Hypothesis 1: Internal locus of control is positivassociated with whistle-blowing intention

Work experience and whistle-blowing intention

Work experience means the individual's length afetiemployed by his/her current organization (Ch&@96).
Adequate work experience is essential in influegpane’s decision to whistle-blow (Miceli and Ne&B88; Sims
and Keenan, 1998). Experienced individuals genevéill be expected to have more knowledge abouawizational
operations, stronger commitment and more loyalt$hé&xr organizations than inexperienced individydsrrow and
McElroy, 1987; Sims and Keenan, 1998).

Linking with the theory of planned behaviour, wakperience is one of the antecedent variables rieadieto the
theory. These variables ‘external’ to the theowyariables that influence an individual in relatio each element of
his/her attitude, subjective norm and perceivedaleiural control when forming an intention to penfobehaviour
(Demetriadou 2003). According to Ajzen (1988), aetdent variables ‘external’ to the theory includdividual
characteristics such as self-esteem and persagnatityvell as other demographic or background vkesabuch as
work experience and ethics training. These hava pestulated in previous literatures to influenddstie-blowing
behaviour (Miceli, Van Scotter, Near and Rehg, 2001

According to Miceli, Van Scotter, Near and Rehg(®0) demographic variables have effects on theeperd
efficacy of whistle-blowing behaviour, apart fronther factors. A review on the relationship betwegark
experience and whistle-blowing suggests that engasywith work experience are more likely to blow thhistle
(Trevino, Weaver and Reynolds, 2006). Following ey Massey and Maghan (2003), investigation of the
relationship between work experience and whisttevlg is needed when dealing with whistle-blowitigerefore,
the following hypothesis is proposed.

Hypothesis 2: Work experience is positively asgediavith whistle-blowing intention

Ethics training and whistle-blowing intention

Ethics training is defined as the curriculum or ggeon which provides thoughts and applications diicst in
decision-making processes (Frisque and Kolb, 2088)ording to Jones, Massey and Thorne (2003)¢etinaining
could be regarded as an important factor regardimgndividual’'s intention to act ethically. Resdaralso has
indicated the influence of ethics training in déegdwhich action to take when faced with ethicahlidnges (Kolb,
Frisque and Lin, 2004; Trevino 2007; Weaver, Trevamd Agle, 2005). Further, scholars posit thaicsttraining
must be provided to solidify employees’ duty to agpwrongdoing or encourage whistle-blowing (Aplam,
Grewal and Mousseau, 2006; Baker 2008; Near andlMi994).

Similarly, when linking with the theory of plannéghaviour, ethics training also is one of the \@es ‘external’ to

the theory. Again, by referring to Ajzen’s (1988pael of planned behaviour, antecedent variablesreat to the
model include demographics, personality charadiesisand situational variables. Thus, these vagmbhre
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considered as variables ‘external’ to the theoryogting Miceli, Van Scotter, Near and Rehg (20@i¢se variables
‘external’ to the theory have influenced whistleing behaviour in previous studies.

Literatures have proven that ethics training camdase the likelihood of the disclosure of wrongddiSheler 1981).
For example, Miceli and Near (1985) suggest thabrganization can prevent demoralization and, atsdime time,
can increase employees’ awareness of wrongdoingin@mting further, the researchers agreed that, etitics
training, employees’ intentions to blow the whigtle wrongdoing may be enhanced and fulfilled byeganization.
Proven in studies by Applebaum, Grewal, and Mousg@806) and Baker (2008), the scholars believe tha
existence of ethics training in organizations magnmte employees’ decisions to whistle-blow. Theref the
following hypothesis is proposed.

Hypothesis 3: Ethics training is positively assoethwith whistle-blowing intention

METHODS
Sample

This study uses large manufacturing companiesdlisteder Bursa Malaysia Berhad (BMB), the stock-brgk
company in Malaysia (BMB 2009). Large manufacturimgnpanies refers to manufacturing companies hawioig

than 1,000 employees and market capitalization BEE0 million (BMB 2009; FMM 2008). The rationale rfo
choosing such companies is based on the provisioder the Malaysian whistle-blowing law of 2003dduarther,

such companies are more likely to run investigatitor whistle-blowing behaviour (Ghazali 2005; HepKaplan

and Schultz, 1994).

To collect data, the role of supervisor was chdsenespondents in this study. The rationale favaging supervisors
is based on the argument that reports of wrongdaémg usually made by members close to the inngtings of an
organization (Mesmer-Magnus and Viswesvaran, 2@0%), moreover, supervisors who intend to disclder t
organization’s malpractice will be protected fronctimization and retaliation under Malaysia’s whsblowing
provisions i.e., the Securities Industry (Amendméat 2003 (Khan 2003).

Using the BMB 2009 directory, five companies froacke of three sectors (consumer product, indugirzduct and
technology) were randomly selected to form the dangp this study. A total of 600 surveys were disited to

supervisors in all 15 companies. Of the 600 surv@46 were returned, representing a 57.7% respatseHowever,
after a data screening process, a total of 311 Egetpquestionnaires were used in this study, semteng a 51.8%
response rate. The response rate is deemed apedpeicause Babbie (1986) suggests that a resgaiasa at least
50% is adequate for analysis and reporting, wtils %o 60% is good for research on a sensitive topic
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Table 1: Profiles of Respondents

Demographic profile Number of respondents (N = 311) Valid percentage (%)
Gender:
Male 156 50.2
Female 155 49.8
Marital status:
Single 113 36.3
Married 198 63.7
Race:
Malay 196 63.0
Chinese 68 21.9
Indian a7 15.1
Age:
<30 18 5.8
30-40 213 68.5
>40 80 25.7
Educational level:
Diploma 87 28.0
Degree 135 43.4
Master degree 19 6.1
Other qualification 70 22.5
Size of organization:
1000 - 1999 207 66.5
2000 - 2999 82 26.4
3000 - 3999 22 7.1
Working experience:
<5 years 94 30.2
5—10 years 102 32.8
>10 years 115 37.0

Table 1 displays the profiles of respondents. éfibimation is presented in actual figures and peeges to facilitate
interpretation. The proportion of males to femaleas 50.2% males and 49.8% females, with 63.7% ef th
respondents being married and 36.3% single. Theoneents were mainly Malay (63.0%), Chinese (21.9%4)
Indian (15.1%) with 68.5% of them aged betweenddQ years. In total, 43.4% of the respondentsahadiversity
degree and a total of 33.5% worked in large congsahaving more than 2,000 employees. More than®@i8%) of
the respondents had a working experience of fieesyand above.

MEASURES

This study considers the fact that the respondar@dMalaysians and little research has been coaeducting the
chosen measures outside of western countries. folherea back-translation process was utilized taimize any
possible variance due to cultural and linguistftetiences.

Internal locus of control
Internal locus of control was measured using Spac(®988) Work Locus of Control Scale (WLCS). Retstudies

employing work locus of control suggest that thenstouct is an important and useful personality alsla for
explaining behaviour in a work setting (Oliver, d@nd Brough, 2006). Using Spector’s (1988) WLE&Spondents
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were asked to indicate their beliefs by answeriggtatems designed to tap internal locus of cdnthm example of
an internal locus of control item is “A job is whaiu make of it". As recommended by Spector, a Bipakert-type
response format was used (1 = strongly disagrée=tstrongly agree). The reliability of the scalesa = 0.882.

Work experience

Work experience was measured by asking respondentsidicate the length of their employment in their
organization. The respondents stated the numbewearfs for their length of employment (Mesmer-Magiausi
Viswesvaran, 2005; Sims and Keenan, 1998).

Ethicstraining

Ethics training was measured by asking respondenislicate ‘yes’ or ‘no’ answers to four questipfs example, “
Does your school/university/other institutions that have attended offer ethics courses?” and “yoes company
offer training on ethics?”. The measurement metlvad modified from Daniels’ (2009) original version.

Whistle-blowing intention

Whistle-blowing intention was measured using a shignette adapted from Demetriadou (2003). A vigmes a
“short description of a person or social situatidmich contains precise reference to what are thiotghe the most
important factors in decision-making or the judgtaeraking process of respondents” (Alexander anck8ecl 978,
p. 94). The vignette approach was utilized in gtigly because the vignette provides a more reatistitext for the
respondents, i.e., they, themselves, are placdfieimposition of a character portrayed in a hypathetsituation

(Reidenbach and Robin, 1990; Weber 1992; Patel)2@08ng with the vignette, a four-item semantidfeliential

scale of behavioural intention has been adapted Barnett, Bass and Brown (1996) and used to meashistle-

blowing intention. This scale was utilized becaiisdisplays respondents’ intentions in a consistaanhner for the
given vignette (Barnett, Bass and Brown, 1996; ghathiu and Wei, 2009b). The respondents were akkeead

the vignette and assess the probability of blowimegwhistle in terms of both “given the hypothetisiguation above,
indicate your likelihood to report the observedlaiimn to the next higher level” and “given the biipetical situation
above, indicate your colleagues’/peers’ likelihaodreport the observed violation to the next higleel”. The

purpose of asking the respondents to imagine todieagues’/peers’ behavioural intention was tatihg any social

desirability response bias that might be preserthénresponses (Watkins and Cheung, 1995). A sint zzale

ranging from 6 (definitely would) to 1 (definitelyould not) was used. The reliability of the scalesw = 0.965.

Control variables

Gender, educational level and firm size were inetlcds control variables. Gender was a dichotomeunshble
represented by male = 1 and female = 2. Educatlemal was measured using a nominal scale and w@sdcas a
four-level variable: 1 (Diploma), 2 (Degree), 3 (8ter’s degree) and 4 (other qualification). Firmesivas measured
with a single item: number of full-time equivalerhployees. The control variables had been propogadiceli and
Near (1992) to be potential influences on whist®aling decisions (Barnett, Bass and Brown, 1996itda1995;
Miceli, Near and Dworkin, 2008).
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ANALYSISAND RESULTS

Table 2: Mean (M), standard deviation (SD) and correlation between the study variables

Variables M SD 1 2 3 4 5 6 7
1. Internal locus of control 2.50 0.88 1.00 - - - - - -
2. Work experience 8.42 4.99 0.00 1.00 - - - - -
3. Ethics training 1.47 0.46 0.09 -0.24* 0a. - - - -

4. Whistle-blowing intention 3.85 1.79 0.02 0.18** 0.25** 1.00 - - -

5.  Gender -0.03 -0.09 0.13* 0.02 1.00 -
6. Educational level 0.01 0.17** -0.08 0.03 0-12* 1.00 -
7.  Firm size 1855 -0.09 -0.05 -0.07 -0.06 - 0.050.08 1.00

*p < 0.05; *p < 0.01

Means, standard deviations and correlations arsepted in Table 2. The correlations between thiabias were in
the predicted direction and significantpak 0.01 except for internal locus of control. Imgeal, there was a small
tendency to whistle-blow and the internal locuscohtrol appeared not to be strongly manifested @i
respondents, as indicated by the meain8.8 and 2.5, respectively, assessed in a 6 poile. The average work
experience of the respondents was 8 years. Iniaddinost of the respondents were not well expdsedthics
training. All control variables were found not te borrelated with the dependent variable indicatirag there is no
confounding effect on the hypothesized relatiorshifhus, the decision is to exclude all controiatales for further
analysis.

All hypotheses were tested using multiple regresaimalysis. Prior to hypothesis testing, multicahrity was tested
via variance inflation factors (VIF) and tolerariegels. Because the highest VIF is 1.610 and the$b tolerance
value is 0.621, multi-collinearity among the indegent variables does not seem to be a problem,(Aaderson,

Tatham and Black, 1998).

Table 3: Multiple regression analysis results for the relationships between the predictive variables and
whistle-blowing intention
Predictor Coefficients
Beta t Sig.
Internal locus of control -0.04 -0.69 0.490
Work experience 0.53*** 8.40 0.000
Ethics training 0.57*** 9.07 0.000
Note: ***p < 0.001
R square 0.24
F value 31.83

56



Annual Summit on Business and Entrepreneurial Studies (ASBES 2011) Proceeding

Table 3 indicates that the three independent vi@sadiccounted for 24% of the variance in whist@ahg intention
among supervisors. Work experienfe=(0.53, t = 8.40, p < 0.001) and ethics trainifigr(0.57, t = 9.07, p < 0.001)
were found to be significantly and positively asatedd with whistle-blowing intention. Thus, hyposies 2 and 3 are
confirmed. Yet, internal locus of control was foumat to be significantly associated with whistlewing intention
(B=-0.04,t=-0.69, p = 0.49). Hypothesis 1a$ supported.

DISCUSSION

This study investigates direct relationships betwedernal locus of control, work experience, ethiraining and
whistle-blowing intention, using a sample of Maliayssupervisors in manufacturing companies. Hypghe is not
supported: internal locus of control has no retadfop with whistle-blowing intention. This resudt ¢consistent with
prior studies in a western context (Miceli, Dozérd Near, 1991; Starkey 1998). In the study by Mi&mozier and
Near (1991), internal locus of control had no dffen students’ propensity to report wrongdoing byeaearch
assistant to their university’s research commiteg@esentative. Using a different sample, Stark®@8) found that
when scenarios describing wrongdoing were presetatdtbspital employees, no relationship was fouativben
employees’ internal locus of control and whistlevaing intention.

Miceli, Near and Dworkin (2008) justify the non-sificant relationship between internal locus of ohand
whistle-blowing intention using two previous stuglid-irst, Wise (1995) concluded that one’s decidgmnvhistle-
blow may vary according to that individual's betiefsituations and surroundings. Secondly, havingilasi
arguments, Chiu (2002) suggests that whistle-blgviiehaviour among Chinese people is influenceddnjitional
Chinese cultural values and teachings. In the chghe current study, the non-significant relatiipsbetween
internal locus of control and whistle-blowing intem among supervisors may be influenced by théectvistic
culture in Malaysia.

According to Spector, Sanchez, Siu, Saldago and2@@4), people in collectivist cultures view thess in terms
of social connections and group harmony. In othems, people are integrated into in-groups, fomgXda, family or

business associates or society as a whole. Fu@pagtor et al. (2004) argue that, in order to thectve in a

collectivist society, a person must cultivate fielaships with colleagues at all levels and mustesp a high level of
sensitivity. Thus, referring to the result in tlsimidy, supervisors in large manufacturing companiayg prefer to
apply social standards in their intention to wieidilow by behaving in ways that seem socially appabe for the

situation (Snyder 1987) and thus, demonstrate éwel$ of self-directedness (Bandura 1991).

Moreover, collectivist cultures reflect the suboation of personal goals to group goals, a sendeaohony and
independence, and concern for others (Hofstede)18®dlaysia has three major ethnic groups: Malayin€se and
Indian. However, Abdullah (1996) states that, altjio Malaysian society is a multi-cultural mix, Mgdéan workers
share common and distinct workplace values. In shusly, Malays form the majority of the respondgiiable 1).
Previous studies have indicated that Malays repteaecollectivist community with collectivist mindg\bdullah
1996; Hofstede 1980; House, Hanges, Javidan, Dorfina Gupta, 2004). Thus, it could be concludedtti@non-
significant relationship between internal locuscontrol and whistle-blowing intention provides tbellectivistic
view on the issue of whistle-blowing intention.

Hypothesis 2 is confirmed. Work experience has gnificant and positive relationship with whistlestaling
intention. This result is consistent with priordis in a western context (Brewer and Selden, 18@8&iman 2001).
The result shows that adequate work experiencesisngial in determining an individual's decisionvibistle-blow
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(Mesmer-Magnus and Viswesvaran, 2005; Miceli ancdarNd988; Sims and Keenan, 1998). An experienced
individual generally will be expected to have marewledge about organizational operations, as alstronger
commitment and more loyalty to their organizatibart an inexperienced individual (Morrow and McE|ra@87;
Sims and Keenan, 1998). Hence, the positive relship between work experience and whistle-blowimgntion
proved that Malaysian supervisors with more workéxgerience are likely to have an intention to wigiblow on
wrongdoing. Previously, work experience is beliegedld elevate the morality of individuals (GuptadeSulaiman,
1996)

Finally, ethics training is confirmed to have angiigant and positive relationship with whistle-blmg intention.

This result supports suggestions from western schabout the function of ethics training in relatito ethical
intention or behaviour such as whistle-blowing imien (Jones, Massey and Thorne, 2003; FrisqueKatia, 2008;

Miceli, Near and Dworkin, 2008). Individuals witlthé&cs training have the advantage of applying reagpto a
dilemma in an appropriate way (Trevino, Weaver Regnolds, 2006). Supported by Rossouw (2002), tigaitive

competence, or the acquisition of the mental kndgdeand skills, can be developed through trainimdyrmaay form
bridges toward ethical decision-making (Ritter 2006 this study, result indicated that Malaysgupervisors who
attend ethics training courses may have the attityesolve dilemmas ethically. In short, adequetecs training
may enhance the ethical values among supervisdisiliaysia.

Implication for theory

This study makes three major contributions to the6irst, as a preliminary study involving whistéswing in
Malaysia, this study provides new literature onstleiblowing research in a non-western context.sT the results of
this study may additionally provide a comparisorwtfistle-blowing behaviour between western and western
countries (Keenan 2007). Secondly, this study piewifurther insight on the direct relationship kesw internal
locus of control, work experience, ethics trainiagd whistle-blowing intention. For instance, diffieces in
application of theory, respondents and samplekighstudy are beneficial in advancing the knowlegee field of
whistle-blowing. Lastly, this study considers thigygestion made by Jones, Masey and Thorne (20@atmine the
relationship between ethics training and whisti@abhg intention. This effort brings a new avenuegedearch in the
field of whistle-blowing.

Practical implications

This study offers two major managerial contribusiofrirst, apart from relying wholly on educatiordabel in
exercising promotion to the supervisory level, wakperience should be an additional factor thatukhde
considered. Based on the results, experience wodmpear to have tendency to become good superviBoey are
more willing to whistle-blow. If organisation is rs@us about implementing whistle-blowing as onettad internal
control mechanism, supervisors’ willingness to wbiblow plays an important role in ensuring thecass of this
approach. Secondly, organization should considsrgdang and providing a well structured and comprefive
ethics training program among their employees,i@addarly, supervisors. Previously, scholars pokiattethics
training must be provided to solidify employees’'tydito report wrongdoing or encourage whistle-blagvin
(Applebaum, Grewel and Mousseau, 2006; Baker 2R@8r and Miceli, 1994). In addition, the currergui further
confirmed on the assertion that ethics trainingphiabividuals to make ethical decision when facdthvethical
challenges (Kolb, Frisque and Lin 2004; Trevino 200/eaver, Trevino and Agle 2005).
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Limitations and directions for future research

Using a hypothetical vignette to evaluate whisti@aling intention may be subjected to social dedlitsgbbias.

However, several preventive steps, such as guacr@ieonymity and confidentiality of individual resyzes, were
taken to ensure that social desirability bias wasmized (Podsakoff, P.M., MacKenzie, Lee and P&dffaN.P.,

2003). It is also worth to note that, generalisgbif the findings may be limited to supervisorerking in the listed
manufacturing companies. Future research shoutitpocate other individual and contextual varialttest influence
whistle-blowing intention. A mixed-method approacbuld be applied to strengthen the results and baiter
understanding of the hypothesized relationshipsrdss-cultural study would also provide comparatiesults on
whistle-blowing intention among employees in wast@nd non-western countries.

CONCLUSION

This study has contributed to an understandingha$tie-blowing intention. Specifically, work experice and ethics
training are positively associated with whistlesbiliog intention. Interestingly, internal locus of ntml is not
significantly related to whistle-blowing intentioA. plausible explanation to the non-significanat&nship might be
due to the collectivistic culture of Malaysia. Taktgether, the findings of this study pave the i@y further
investigation on predictive factors of whistle-biog intention especially in the non-western context
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