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ABSTRACT  

 

Whistleblowing is one of the best methods to rule out wrongdoing activities in an organization. Hence, this behavior should be 

made aware among professionals and personnel. This is a crucial behavior to be nurtured in the workforce as unethical acts are 

alarming in Malaysia. However, due to a lack of awareness on this subject, there seemed to be difficulties in employing this 

behavior. In addition to that, the inability of the Whistleblower Protection Act (WPA) to protect whistleblowers also leads to non-

practice among those with knowledge. Therefore, this study aims to identify the factors influencing whistleblowing behavior among 

employees in the public sector workplace. Theory of Planned Behavior has been applied to examine the relationship between 

attitude towards whistleblowing, subjective norm, and perceived behavioral control on whistleblowing intention towards 

whistleblowing behavior. The data collected are analyzed through Structural Equation Modeling (SEM) using the Partial Least 

Square approach (PLS). This study is expected to encourage employees to report the wrongdoing fearlessly within a safer 

environment. It is also to promote the government to improve the whistleblowing Whistleblowing further is one of the best methods 

to rule out wrongdoing activities in an organization. Hence, this behavior should be made aware among professionals and 

personnel. 
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INTRODUCTION 

 

In today's world, there are several wrongdoings such as fraud, corruption, and sexual harassment incidents. 

Whistleblowing concerns continue to be the most effective fraud detection technique for providing the initial impetus for increasing 

organisational efficiency and effectiveness to organisational challenges. As a result, whistleblowing is the act of sharing 

information about corruption and malpractices within a company or workplace. In most situations, the material is sensitive, which 

may endanger the whistleblower (The Star Online, 2012). Whistleblowing efficacy is determined by both the whistleblowers and 

the recipient organisation (Lai & Wong, 2015). However, according to the PricewaterhouseCoopers Global Economic Crime 

Survey (2016), Malaysia's whistleblower process is ineffective. According to the poll, corruption and bribery in Malaysia increased 

dramatically from 19 percent in 2014 to 30 percent in 2016. 

 

In between, the survey conducted by KPMG in 2013 showed that the number of people who reported wrongdoings was 

still low. Corruption erodes public confidence in the Government and other key institutions' ability to maintain a fair playing field 

for all participants and could dissuade private investment (Government Transformation Programme, 2018). This is due to 

insufficient exposure and a level of awareness of whistleblowing among employees (Ramlee, 2011). Not many were exposed, and 

only a few were mindful of the importance of whistleblowing and how it could help organizations. Besides, Leong (2017) opined 

the inability of the Whistleblower Protection Act (WPA) 2010 to protect whistleblowers is also a large contributor towards the 

non-practicing of whistleblowing.  

  

Whistleblowing is described as the disclosure to individuals or authority organisations by workers (former or present) of 

misconducts and fraudulent activities that are not under their employers' control (Near & Miceli, 1985). Whistleblowing conduct, 

on the other hand, is defined by intent and action when employees are confronted with organisational malfeasance (Bjorkelo, 

Einarsen & Matthiesen, 2010). Furthermore, the whistleblower, as described by the Oxford Dictionary, is a person who acts to 

warn those in power or the public that the company for which they work is doing anything unlawful or illegal. Furthermore, even 

if there is the possibility of reprisal or even restriction, employees should play their role in combating corruption by blowing the 

whistle as stated in the Whistleblower Protection Act (WPA) 2010. 

 

The participation of whistleblowers becomes highly important in an effective whistleblowing system because the 

whistleblowing system will depend on whistleblowers' willingness to use the reporting channels provided by the organization 

(Yuswono & Hartijasti, 2018). Monetary encouragement could be one of the strategies to trigger the intention to whistleblow 

among employees whenever they come across news about scandals of organizational illegal and unethical behaviors (Ahmad, 

Smith & Ismail, 2012; Razak, Noor & Zakaria, 2015). Among the scandals that whistleblowers successfully reported within the 

private sector were Enron and WorldCom (Ab Ghani, Galbreath & Evans, 2011). Insignificance to that, employees need to act as 

whistleblowers to prevent the number of corporate misconducts from increasing worryingly (Verschoor, 2010). 

  

Whistleblowing behavior can also be seen in the public sector. Recently, the chief commissioner of the Malaysian Anti-

Corruption Commission, Azam Baki sues the whistleblower for defamation. He argued the news from Independent News Service 

stated there is a conflict of interest between business interest and connection. Azam Baki claimed there is no wrongdoing of the 

years 2015 and 2016. However, the journalist mentioned Azam held nearly 3 million shares in a pair of companies and over 2 
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million warrants in another throughout 2015 and 2016, and breach of legal limits for public servants. This issue revealed the action 

of whistleblowers towards the wrongdoing activity among government servants in Malaysia (Peter, 2022). 

 

According to Razak, Noor, and Zakaria (2015), there is a lack of openness in Malaysia's public money, such as 1Malaysia 

Development Berhad (1MDB) funding, which allows for little or no analysis of structural issues. The research emphasised how 

whistleblowing may increase transparency in the aftermath of the 1MDB scandal. The study, however, lacks empirical support. 

Salleh and Yunus (2015) researched the Malaysian Rubber Board, a government agency in Malaysia (MRB). The agency is in 

charge of enforcing all rules and regulations imposed by the Federal Government of Malaysia to comply with the National Integrity 

Plan. It previously established an integrity section in 2014 to aid MRB in accepting, handling, and growing employee grievances 

or reports. The findings found relatively few characteristics that might alter whistleblowing intent. This is because just one agency 

was picked, which resulted in a low number of responses. As a result, our research focuses on employees in public sector 

organisations at random. Simultaneously, our study studied the mediation element of whistleblowing intention towards 

whistleblowing activity experimentally.  

 

Furthermore, a public servant will be employed in this study to explain and discuss the findings. A civil servant, often 

known as a public worker, works in the public sector for a government department or agency (Stanley, 2016). Understanding the 

attitudes of lower-level non-executive public workers regarding whistleblowing is also critical because personnel in the public 

sector have a particular ethical obligation to serve the country and the public interest. Lower-level workers are seen to have the 

most potential as whistleblowers in a business (Dalan, Kartar, Selvanathan & Harbindeer Jeet, 2019). Using the Theory of Planned 

Activity, this study tries to determine the determinants impacting whistleblowing behaviour among employees in public sector 

settings. This hypothesis is comprised of three components: attitude toward whistleblowing, subjective norm, and perceived 

behavioural control. Furthermore, the purpose of this study is to investigate the link between the independent factors and the 

mediating variable: whistleblowing intention toward whistleblowing activity as a dependent variable. This research backs with the 

Malaysian government's objective to improve ethics and integrity in the Malaysian WPA (2010). 

 

LITERATURE REVIEW 

 

Attitude towards Whistleblowing 

 

An attitude is a point of view that either approves or disapproves of something. Ajzen (1991) defined attitude as the 

degree to which a person evaluates or appraises the conduct in issue favourably or unfavourably. It is shown that when an individual 

believes that his or her action will result in a favourable consequence, he or she will have a positive attitude. When a person 

believes that his or her action will result in a poor consequence, he or she will have a negative attitude. As a result, Ajzen (1991) 

found that attitude has a major influence on intentions. A recent study discovered that workers' intentions to whistleblower had no 

significant influence on their attitude toward whistleblowing behaviour at the Indonesian Ministry of Finance. They demonstrated 

that a whistleblower in the government sector lacks complete trust in the security and reporting of fraud or existing infractions 

(Iskandar & Hartati, 2021). While Widagdo, Furqorina, and Payamta (2017) defined attitude as the process through which people 

weigh the benefits and drawbacks of blowing the whistle. Their study observed government workers' attitudes on whistleblowing 

intentions in two scenarios: fewer corruption instances and major corruption cases. They discovered that in both circumstances, 

the attitude toward whistleblowing influences the inclination to do actions. The outcome also demonstrated that individuals might 

have faith in their activities, which would benefit both themselves and the company.  

 

Furthermore, Urumsah, Syahputra, and Wicaksono (2018) highlighted that having a strong professional commitment 

(attitude) allows an individual to operate professionally, which involves adhering to professional, ethical rules. According to their 

findings, professional dedication (attitude) among government personnel has enhanced the likelihood of whistleblowing. They 

concluded that the higher an individual's level of professional dedication (attitude), the stronger the presumption that 

whistleblowing is relevant. According to Rustiarini and Sunarsih (2017), attitude is regarded to be an autonomous component that 

directly influences the aim of an individual's whistleblowing conduct. However, the findings of their study revealed that 

government auditors' attitudes regarding whistleblowing had little influence on whistleblowing activity since whistleblowing is 

not completely understood and appreciated by the government. 

 

Subjective Norm 

 
Subjective norm refers to an individual's perspective of particular conduct that is influenced by the opinions of important 

others. The perceived social pressure to do or not execute the activity is characterised as a subjective norm (Ajzen, 1991). It may 

also be described by those who can influence one's decision, such as family members, friends, coworkers, neighbours, and the 

general public. According to Lee, Kand, and Kim (2021), the subjective norm has a considerable influence on whistleblowing 

intention. They did, however, investigate the link of subjective norms between two categories of whistleblowers in the United 

States, namely internal and external whistleblowers. They discovered that subjective norm has a positive and substantial 

relationship with whistleblowing intention in external whistleblowers but not with whistleblowing intention in internal 

whistleblowers. They examined a sample of government workers who had seen wrongdoing(s) in their organisations. 

 

According to Rustiarini and Sunarsih (2017), a lack of support from other people's decisions might lead to an individual's 

refusal to participate in whistleblowing. According to their findings, the subjective norm has no effect on whistleblowing behaviour 

since employees' intentions to blow the whistle are not simply influenced by the social pressure applied by individuals close to 

them. It demonstrated that making whistleblowing a regular practice required more than simply people in their community.  
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Furthermore, subjective norms define the socially set manner in which specific conduct is interpreted (Chudzicka-

Czupala et al., 2016). They investigated students' intentions toward academic cheating in their studies. The findings revealed that 

there is no significant association between perceived norm and whistleblowing intention. As a result, they discovered that the 

subjective standard of an employee's desire to be the whistleblower is dependent on their history or upbringing. As a result, the 

emotions of individuals around an individual will fuel his or her desire to become a whistleblower. Furthermore, Richardson, 

Wang, and Hall (2012) defined subjective norm as an individual's beliefs about how relevant others will consider a behaviour if it 

is performed by him/her. They investigated the goal of whistleblowing in the setting of Greek hazing. They stated, on the other 

hand, that subjective norm has been acknowledged as a powerful predictor of whistleblower intents. However, there is less need 

to rely on others' perceived opinions to make sense of the issue. 

 
Perceived Behavioral Control  

 

Perceived behavioural control is influenced by behavioural opportunities and constraints. Perceived behavioural control, 

according to Ajzen (1991), is people's assessment of the ease or difficulty of completing the activity of interest. People's conduct 

might be impacted by their confidence in their ability to do a specific action. According to Ajzen (1991), perceived behavioural 

control is a key component that influences intentions and behaviours. Individuals who want to inform on someone's misconduct 

must have a high level of confidence, according to Rustiarini and Sunarsih (2017). Their research looked into the personal variables 

that may lead government auditors to become whistleblowers. According to the findings, the more the perceived behavioural 

control, the greater the employee's inclination to blow the whistle. They indicated in their study that workers will act when they 

believe the activity is simple. As a result, they will intend to perform acts of whistleblowing. 

 

Aside from that, moral intensity might be classified as perceived behavioural control. Individuals with a high level of 

moral intensity are more likely to disclose wrongdoings for their own and other people's sake because they believe such 

wrongdoings are bad. According to Urumsah et al. (2018), any misbehaviour in the organisation must be disclosed. As a result, 

their research focused on the amount of intent to undertake whistleblowing among Indonesian government employees. According 

to the findings, the stronger an individual's moral intensity, the more likely they are to engage in whistleblowing. It demonstrated 

that moral intensity might be one of the criteria influencing whistleblowing intent. 

 

Furthermore, Dalan et al. (2019) noted that perceived behavioural control is dependent on how individuals perceive the 

difficulty of reporting unlawful or illegitimate actions by others in the company. They looked at lower-level non-executive staff as 

possible whistleblowers in the public sector. According to their findings, perceived behavioural control did not support the notion 

that it had a beneficial impact on whistleblowing behaviour. It differed from previous research because those lower-level non-

executive employees believed it was difficult to blow the whistle on transgressions committed by persons in the business. Similarly, 

Widagdo et al. (2017) denied perceived behavioural control on fewer corruption instances and significant corruption cases since 

government officials in Indonesia had a lower intention to do whistleblowing. It demonstrated that the consequences of 

whistleblowing might dissuade employees from doing so. 

 

Whistleblowing Intention and Whistleblowing Behavior 

 

Intention, according to Ajzen (1991), is the attempt to do a specific behaviour rather than the actual execution. He looked 

into the Theory of Planned Activity, which used intention to determine how much work people were willing to put in to complete 

a behaviour. He also alluded to the ability of whistleblowing to foretell an individual's final actions. Whistleblowing intention, 

according to Rustiarini and Sunarsih (2017), denotes the potential of an individual deciding to blow the whistle given the situation 

of things. They looked at the elements that influence the purpose and conduct of Indonesian government auditors when it comes 

to whistleblowing. As a consequence, they discovered a considerable link between intention and real conduct, with intention 

frequently leading to actual action. KPMG Malaysia, on the other hand, performed a fraud, bribery, and corruption survey in a 

local environment in 2013. It was discovered that those who took part in the survey intended to blow the whistle. 

 

Based on the responses received, many seemed to have the whistleblowing intention, but only scarce had practiced the 

whistleblowing behavior. Besides that, Ahmad et al. (2014) explained the types and effects of the variety of fraud that triggers 

whistleblowing intention among employees, directing them to whistleblowing behavior. They also stated that employees in an 

organization might react differently to different types of wrongdoing depending on its perceived severity. Therefore, their study 

explored the types of wrongdoing in examining individuals’ whistleblowing behavior. The result showed the potential implication 

to promote internal whistleblowing mechanism within Malaysian organizations, which will stimulate the intention into 

whistleblowing behavior.  

 

In addition, Dalan et al. (2019) mentioned that whistleblowing was acted by an individual in the public sector workplace 

to report the offenses committed by people in the organization to either internal or external parties for which action can be taken 

of the offenses. In their study, they concluded that whistleblowing behavior is driven by people’s responsibility to report 

wrongdoing by public servants. Hence, the organization should inculcate employees with a positive attitude towards 

whistleblowing so people in the organization will agree if they report someone’s illegal or illegitimate act. However, they still 

argued that some employees who report the offenses will feel fear from the consequences of whistleblowing. 

 

Theory of Planned Behavior  

 

In light of the above prior studies on factors that influence an individual to become a whistleblower, this study adopts 

the Theory of Planned Behavior (TPB) to investigate the influence of attitude towards whistleblowing, subjective norm, and 
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perceived behavioral control on whistleblowing intention as a mediating variable towards whistleblowing behavior. According to 

Ajzen (1991), TPB extends the Theory of Reasoned Action (TRA) that deals with individual behaviors that have incomplete 

volitional control. It is when an individual decides on and commits to a certain course of action. Besides that, Ajzen and Fishbein 

(1980) stated that behavioral intention is the most significant predictor of human behavior.  

 

In addition, Ajzen (1988) emphasizes that TPB is the best prediction of behavior is given by asking people if they intend 

to behave in a certain way because intention will not express itself in behavior. According to Rustiarini and Sunarsih (2017), an 

individual's attitude predicts the intention to engage in whistleblowing behavior. They believe in all consequences of behavior and 

the referent subjective norms that make them whistleblowing. Therefore, TPB was adopted to measure the factors: attitude towards 

whistleblowing, subjective norm, and perceived behavioral control. These are used to investigate whether contributing factors 

influence whistleblowing intention as a mediating variable towards whistleblowing behavior among employees in the public sector 

workplace. 

 

CONCEPTUAL FRAMEWORK AND HYPOTHESES DEVELOPMENT 

 

Figure 1: Conceptual Framework 

 
Adopted from: Icek Ajzen (1991). The Theory of Planned Behavior. Organizational Behavior and human Decision Processes, 50, 

179 – 211.  

 

Three independent variables consist of attitude towards whistleblowing, subjective norm and perceived behavioral 

control, and one mediating variable that is whistleblowing intention. To examine whether there is the relationship between these 

three independent variables and one mediating variable towards whistleblowing behavior, the following hypotheses are developed: 

 

H1: Attitude towards whistleblowing has a significant relationship with whistleblowing intention.  

H2: Subjective norm has a significant relationship with whistleblowing intention.  

H3: Perceived behavioral control has a significant relationship with whistleblowing intention.  

H4: Whistleblowing intention has a significant relationship with whistleblowing behavior 

 

RESEARCH METHODOLOGY 

 

Data collection method 

 

Quantitative data was used to examine the objectives of the study by collecting information using a survey method that 

is a self-administered questionnaire based on a 5 Likert-scale model. According to previous studies, questionnaire instruments 

were developed specifically for government auditors and government employees in the Directorate General of Taxation. Thus, this 

study customized the items of the questionnaire to suit our targeted respondents, namely civil servants in any government agency. 

Therefore, TPB was applied in this study to examine factors such as attitude towards whistleblowing, subjective norm, and 

perceived behavioral control on whistleblowing intention towards whistleblowing behavior. In addition, a self-administered 

questionnaire was constructed with two sections (Section A and Section B). Section A was demographic data such as gender, age, 

and length of employment. While Section B was psychometric data consisting of three independent variables: attitude towards 

whistleblowing, subjective norm, and perceived behavioral control, one is mediating variable, which is whistleblowing intention, 

and one dependent variable, which is whistleblowing behavior. The psychometric data were measured by four statements for each 

of the variables. A total of 200 sets of questionnaires were prepared where 100 sets of questionnaires were distributed randomly 

online and another 100 sets of questionnaires were distributed by hand to civil servants from various government agencies in 

peninsular Malaysia. Based on the survey conducted online and by hand, a total of 151 sets of questionnaires were successfully 

collected. Nevertheless, only 145 sets of questionnaires were useable to conduct this study because some parts of the questionnaire 

form were incomplete. 

 

Population and sampling method 

 

The targeted respondents were civil servants that are working in any government agency. This study focused on civil 

servants because they tend to have a better understanding of and address the antecedent factors that trigger whistleblowing intention 

(Zakaria, Razak & Yusoff, 2016). Besides that, this study focused on civil servants because they might be exposed to any 

wrongdoing activities and might have the intention to tell or not to talk about it. Hence, the targeted respondents were selected 
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from government agencies. This study was employed nonprobability sampling because the population cannot be well defined. 

According to Etikan, Musa, and Alkassim (2016), nonprobability sampling is a sampling technique where the samples are gathered 

in a process that does not give all the participants in the population equal chances of being included. Therefore, convenience 

sampling is used since this type of sampling refers to selected samples that are not randomly been chosen because they happen to 

be at the right place and time (Awang, 2012). In addition, to test the conceptual framework and developed hypotheses, Structural 

Equation Modeling (SEM) with the Partial Least Square approach (PLS) has been employed in this study. 

 

DATA ANALYSIS 

 

The demographic profile of respondents indicated that age, 18 – 25 years old were 0.07%; 26 – 35 years old were 49.0%; 

36 – 45 years old were 34.5% and above 45 years old were 15.9%. Next, the gender of the respondents was almost equally 

distributed between males (48.3%) and females (51.7%). Meanwhile, the length of employment showed that the majority of the 

respondents were working more than 10 years (47.6%) in the government agencies and there was 23.4% for those working less 

than 5 years and 29.0% between 5 to 10 years. In addition, the R2 results show 0.776, which means there is 77.60% of the 

independent variables can explain the relationships of whistleblowing intention in this study. Meanwhile, there is 0.477 for 

whistleblowing behavior’s R2. This means that 47.70% of the independent variables can explain the relationship between 

whistleblowing behavior. Table 1 showed the frequencies of respondents’ demographic profiles. 

 

Table 1: Demographic Information of Respondents (n=333) 

 

 Frequency Percentage (%) 

Gender   

Male 70 48.3 

Female 75 51.7 

Age   

18 to 25 years old 1 0.07 

26 to 35 years old 71 49.0 

36 to 45 years old 50 34.5 

45 and above 23 15.9 

Length of employment   

Less than 5 years 34 23.4 

5 to 10 years 42 29.0 

More than 10 years 69 47.6 

 

Table 2 below highlights the reliability analysis results which state that attitude towards whistleblowing has a value of 

74.5% followed by subjective norm is 85.7% then perceived behavioral control 72.8%, whistleblowing behavior is 59.7% and 

whistleblowing intention 89.9%. Cronbach’s alpha value for each construct was generated. From this test, the alpha level that more 

than 0.9 is considered as excellent reliability, from 0.8 until 0.9 is very good reliability, from 0.7 until 0.8 is considered as good 

reliability, from 0.6 until 0.7 is considered as moderate reliability, less than 0.6 will be considered as poor reliability (George & 

Mallery, 2003). 

 

Table 2: Reliability Analysis Result 

 

 Cronbach’s Alpha 

Attitude towards whistleblowing 0.745 

Subjective norm 0.857 

Perceived behavior control 0.728 

Whistleblowing Behaviour 0.597 

Whistleblowing Intention 0.899 

 

Table 3 shows the results of the relationship between three independent variables on mediating variables. The attitude 

towards whistleblowing (p < 0.05) and perceived behavior control (p < 0.05) has a significant relationship on an individual’s 

whistleblowing intention then whistleblowing intention (p < 0.05) has a significant relationship on whistleblowing behavior. 

Therefore, H1, H3, and H4 are supported in this study.  
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These results were consistent with the past studies (Widagdo et al., 2017; Urumsah et al., 2018) for attitude towards 

whistleblowing and (Rustiarini & Sunarsih, 2017; Urumsah et al., 2018) for perceived behavioral control and Ahmad et al. (2014) 

for whistleblowing intention towards whistleblowing behavior. Meanwhile, subjective norm (p > 0.05) has an insignificant 

relationship with an individual’s whistleblowing intention. Therefore, H2 is not supported in this study. This result is consistent 

with the past studies (Rustiarini & Sunarsih, 2017; Chudzicka-Czupala et al., 2016). 

 

Table 3: Result of the Structural Model 

 

 

CONCLUSION 

 

Based on the result obtained, only the subjective norm has no significant relationship with whistleblowing intention 

towards whistleblowing behavior among employees (civil servants) (p>0.05). This finding shows civil servants chose to work in a 

safer environment by not reporting such illegal or unethical behaviour among their colleagues. It is consistent with Rustiarini and 

Sunarsih (2017); Chudzicka-Czupala et al. (2016), which subjective norm has a negative significant relation relationship 

concerning whistleblowing. Furthermore, whistleblowing is not a natural culture of creating trust among civil workers, especially 

when it involves superior and senior management due to job security and safety concerns. According to Lau and Liden (2008), 

interpersonal trust is especially vital for public employees since the interdependence of job activities in the public sector requires 

employees to trust one another at work. Employees may characterise what they have witnessed as not being unlawful if they believe 

trustworthy coworkers disapprove of whistleblowing and have opted to keep silent (Taylor, 2018). 

 

Meanwhile, attitude and perceived behaviour control have a substantial influence on whistleblowing intention, indicating 

that the Whistleblowing Act 2010 in Malaysia has encouraged many employees to whistleblow on unethical and unlawful activity 

in both the public and private sectors. By raising public awareness and educating the public about whistleblowing methods, it is 

possible to ensure a secure atmosphere for employees' safety and welfare once they have reported such instances to the appropriate 

authorities. Lastly, there is a significant result identified between whistleblowing intention towards whistleblowing behaviour. This 

is due to the government initiatives and support in mitigating corruption and bribery by providing strict regulations and 

imprisonment. Furthermore, through the implementation of the Whistleblowing Act 2010, employees would be more confident 

and protected by the law. According to Taylor (2019), a culture that emphasises rules and processes is more likely to encourage 

observers of a corruption case to blow the whistle in line with their organization's rules and procedures for reporting workplace 

misbehaviour. At the same time, such a culture is likely to discourage whistleblowing if the rules and processes for reporting are 

regarded to be vague and/or difficult.  

 

Thus, this study contributed reliable information regarding the extent of understanding the relationship between 

independent variables of attitude towards whistleblowing, subjective norm, and perceived behavior control on whistleblowing 

intention towards whistleblowing behavior of government servants. This study also can contribute to the important factors that 

could influence people or civil servants specifically to whistle the blow in the government agencies. Therefore, this is a good 

mechanism to enhance and create a new act or procedure to reduce the number of briberies, corruption, and other wrongdoings 

activities in the government agencies. Besides, this study could provide some evidence that whistleblowing is not an unethical 

activity but could be used to deter and protect wrongdoings activities towards engaging good governance (Zakaria et al., 2016). 

For future research, rather than having a random sampling of civil servants, data collection should be focused on the specific 

government agencies that are involved with highly risky operations and higher budget allocation. Furthermore, additional variables 

such as motivation and personality traits should be included to enhance the existing framework to identify other factors influencing 

the civil servant's whistleblowing behavior in Malaysia. 

 

 

 
Sample 

Mean (M) 

Standard 

Deviation 

T 

Statistics 
P Values Hypotheses 

Attitude towards whistleblowing 

intention towards whistleblowing 

behavior 

0.22 0.043 5.101 0 H1 accepted 

Subjective norm on whistleblowing 

intention towards whistleblowing 

behavior. 

0.05 0.052 0.84 0.401 H2 rejected 

Perceived behavior control on 

whistleblowing intention towards 

whistleblowing behavior. 

0.416 0.066 6.254 0 H3 accepted 

Whistleblowing intention towards 

whistleblowing behavior. 
0.699 0.056 12.357 0 H4 accepted 



South East Asia Journal of Contemporary Business, Economics and Law, Vol. 26, Issue 1 (April)                                                                                               

ISSN 2289-1560 
 2022 

 

 67 

 

 

REFERENCES 

 

Ab Ghani, N., Galbreath, J., & Evans, R. (2011). Predicting Whistle-Blowing Intention among Supervisors in Malaysia. Journal 

of Global Management, 3(1), 1 – 18 

Ahmad, S., Smith, G., & Ismail, Z. (2012). Internal Whistle-Blowing Intentions: A Study of Demographic and Individual Factors. 

Journal of Modern Accounting and Auditing, 8(11), 1632 – 1645. 

Ahmad, S. A., Yunos, R. M., Ahmad, R. A. R., & Sanusi, Z. M. (2014). Whistleblowing Behaviour: The Influence of Ethical 

Climates Theory. Procedia-Social and Behavioral Sciences, 164, 445 – 450. 

Ajzen, I. (1988). Attitudes, Personality, and Behavior. Chicago: Dorsey Press.  

Ajzen, I. (1991). The Theory of Planned Behavior. Organizational Behavior and Human Decision Processes, 50, 179 – 211.  

Ajzen, I., & Fishbein, M. (1980). Understanding Attitudes and Predicting Social Behavior. Englewood Cliffs, NJ: Prentice-Hall. 

Awang, Z. (2012). Research Methodology and Data Analysis. (2nd ed.). Malaysia: UiTM Press.  

Bjorkelo, B., Einarsen, S., & Matthiesen, S. B. (2010). Predicting Proactive Behaviour at Work: Exploring the Role of Personality 

as an Antecedent of Whistleblowing Behaviour. Journal of Occupational and Organizational Psychology, 83(2), 371 – 394.  

Chudzicka-Czupała, A., Grabowski, D., Mello, A. L., Kuntz, J., Zaharia, D. V., Hapon, N., Lupina-Wegener, A., & Boru, D. 

(2016). Application of the Theory of Planned Behavior in Academic Cheating Research–Cross-Cultural Comparison. Ethics 

and Behavior, 26(8), 638 – 659. 

C. Leong (2017), A Critical Look into the Whistleblower Protection Act 2010, Institute for Democracy and Economic Affairs 

(IDEAS), Policy no. 36. 

Dalan, S. N. A. B., Singh, J. S. K., Selvanathan, M., & Singh, J. K. H. J. (2019). Whistleblowing behaviour at work: a study among 

non-executive public servants in Malaysia. Amazonia Investiga, 8(18), 337 – 350. 

Etikan, I., Musa, S. A., & Alkassim, R. S. (2016). Comparison of Convenience Sampling and Purposive Sampling. American 

Journal of Theoretical and Applied Statistics, 5(1), 1 – 4. 

George, D., & Mallery, P. (2003). SPSS for Windows Step by Step: A Simple Guide and Reference. 11.0 Update. (4th ed.). 

Bostoon: Allyn & Bacon. 

Government Transformation Programme (2018). (Online) Available from: http://gtp.pemandu.gov.my/gtp/Fighting_Corruption-

@-Fighting_Corruption_Overview (Accessed May 20, 2018). 

Iskandar, A., & Hartati, I. (2021). The Role of Organizational Supporting in Moderating the Whistleblowing Behavior 

Intention. Equilibrium: Jurnal Ekonomi-Manajemen-Akuntansi, 17(1), 10 – 20. 

KPMG (2013) KPMG Malaysia Fraud, Bribery and Corruption Survey Report 2015. Retrieved from 

http://www.kpmg.com/MY/en/IssuesAndInsights/ArticlesPublications/Documents/2015/fraud-survey-report.pdf 

Lai, L., & Wong, J. (2015). Flight Graft by Making Whistleblowing Easier. Malaysia insider. Retrieved August 30, 2015, from 

http://www.themalaysianinsider.com/sideviews/article/fight-graftby-making-whistleblowing-easier-lawrance-lai-jack-

wong 

Lau, D. C., & Liden, R. C. (2008). Antecedents of Coworker Trust: Leaders’ Blessings. Journal of Applied Psychology, 93(5), 

1130 – 1138. 

Lee, E. (2005). Whistleblowers: Heroes or Villains. Accountants Today, August, 14 – 17. 

Lee, H., Kang, M. M., & Kim, S. Y. (2021). A Psychological Process of Bureaucratic Whistleblowing: Applying the Theory of 

Planned Behavior. The American Review of Public Administration, 51(5), 374 – 392. 

Near, J. P., & Miceli, M. P. (1985). Organizational dissidence: The Case of Whistle-Blowing. Journal of Business Ethics, 4(1), 1 

– 16. 

PricewaterhouseCoopers, L. L. P. (2006). Global Economic Crime Survey of 2005. 

Ramlee, J. (2011). Promising Future for Creative Content Industry. Business Times. 

Razak, S. N. A. A., Noor, W. N. B. W. M., & Zakaria, M. (2015). Breaking the Silence: The Efficacy of Whistleblowing in 

Improving Transparency. Scientific Research Journal, 3(4), 35 – 39.  

Richardson, B. K., Wang, Z., & Hall, C. A. (2012). Blowing the Whistle Against Greek Hazing: The Theory of Reasoned Action 

as a Framework for Reporting Intentions. Communication Studies, 63(2), 172 – 193.  

Rustiarini, N. W., & Sunarsih, N. M. (2017). Factors Influencing the Whistleblowing Behaviour: A Perspective from the Theory 

of Planned Behaviour. Asian Journal of Business and Accounting, 10(2), 187 – 214.  

Salleh, K., & Yunus, N. S. (2015). Encouraging Factors for Whistleblowing in Public Sector: Malaysian Case Evidence. 

International Conference on Accounting Studies (ICAS). Johor Bahru, Johor, Malaysia.  

Stanley, M. (2016). How to be a Civil Servant. Biteback Publishing.  

Taylor, J. (2018). Internal Whistleblowing in the Public Service: A Matter of Trust. Public Administration Review, 78(5), 717 – 

726. 

Taylor, J. (2019). What causes employees to whistle while they work? Factors affecting internal whistleblowing in the Australian 

Public Service. Australian Journal of Public Administration, 78, 497 – 515. 

Urumsah, D., Syahputra, B. E., & Wicaksono, A. P. (2018). Whistle-blowing Intention: The Effects of Moral Intensity, 

Organizational Commitment, and Professional Commitment. Jurnal Akuntansi, 23(3), 354 – 367. 

Verschoor, C. C. (2010). Increased Motivation for Whistleblowing. Strategic Finance, 92(5), 16 – 61.  

“Whistleblowing: Doing things the right way” (2012, 4 October). Whistleblowing: Doing things the right way. Retrieved from: 

https://www.thestar.com.my/news/nation/2012/10/04/ whistleblowing--doing-the-right-thing-the-right-way/ (Accessed 

March 11 2018). 

Widagdo, A. K., Furqorina, R., & Payamta (2017). Determinants of Internal Whistleblowing Intention in Public Sector: Evidence 

from Indonesia. SHS Web of Conferences 34.  

Yuswono, T. A., & Hartijasti, Y. (2018). Employees’ Whistleblowing Intention in Public Sector: The Role of Perceived 

Organizational Support as Moderating Variable. Journal of Accounting and Investment, 19(2), 121 – 136. 

http://www.kpmg.com/MY/en/IssuesAndInsights/ArticlesPublications/Documents/2015/fraud-survey-report.pdf
http://www.themalaysianinsider.com/sideviews/article/fight-graftby-making-whistleblowing-easier-lawrance-lai-jack-wong
http://www.themalaysianinsider.com/sideviews/article/fight-graftby-making-whistleblowing-easier-lawrance-lai-jack-wong


South East Asia Journal of Contemporary Business, Economics and Law, Vol. 26, Issue 1 (April)                                                                                               

ISSN 2289-1560 
 2022 

 

 68 

 

 

Zakaria, M., Razak, S. N. A. A., & Yusoff, M. S. A. (2016). The Theory of Planned Behaviour as a Framework for Whistle-

Blowing Intentions. Review of European Studies, 8(3), 221 – 236. 

Peter, Z (2022). Malaysia’s Top Anti-Corruption Cop Sues Whistleblower for Defamation. Retrieved from: 
https://www.voanews.com/a/malaysia-s-top-anti-corruption-cop-sues-whistleblower-for-defamation-
/6408784.html 

 

 

 

 

 

 

 

 

 

 

Che Siti Lazrina Md Lazim 

Department of Commerce and Accountancy 

Faculty of Business and Finance 

Universiti Tunku Abdul Rahman, 31900 Kampar, Perak, Malaysia 

Email: lazrina@utar.edu.my 

 

Nur Diyana Binti Ismail 

Department of Commerce and Accountancy 

Faculty of Business and Finance 

Universiti Tunku Abdul Rahman, 31900 Kampar, Perak, Malaysia 

Email: diyana@utar.edu.my 

 

Mohd Danial Afiq Khamar Tazilah 

Department of Commerce and Accountancy 

Faculty of Business and Finance 

Universiti Tunku Abdul Rahman, 31900 Kampar, Perak, Malaysia 

Email: afiqk@utar.edu.my 


