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Abstract 
 

Aim/purpose – Internal whistleblowing is the most desirable form of reporting about 

wrongdoings for all kinds of organizations. The aim of this paper is to identify factors 

influencing the occurrence of internal whistleblowing and to provide recommendations 

for practitioners on how to encourage employees to report wrongdoings to an organiza-

tion.  

Design/methodology/approach – The fundamental article database has been construct-

ed with the use of ProQuest, EBSCO and Taylor & Francis databases. The timespan for 

the research was from 1990 to 2022. The papers for the fundamental database were 

found within the utilization of two words “whistleblowing” in titles and “internal” in 

abstracts. Next, the database was broadened by snowball review.  

Findings – Identified factors important for the occurrence of internal whistleblowing  

in an organization were assigned to one of the following areas: ethics, leadership, poli-

cies and procedures, retaliations and safeguards, social climate, organizational justice, 

education and training, reporting channels, communication, additional motivation,  

organization’s size and structure, audit committee. 

Research implications/limitations – For researchers – the paper provides a picture of 

research on internal whistleblowing: identified factors influencing internal whistleblow-

ing, popularity of exploring problems, and utilizing research methods. For practitioners – 

the paper provides practical implications (based on current knowledge) important for 

implementing and managing organizational whistleblowing systems in the organization 

of private and public sectors.  
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Originality/value/contribution – The main contribution of this work states the frame-

work of factors affecting internal whistleblowing, which was constructed on the basis of 

a systematic review of the scientific literature. Moreover, the paper provides guidelines 

for practitioners. 

 

Keywords: internal whistleblowing, factors, effectiveness, systematic review. 

JEL Classification: K22, L50, M10, M12, M14. 

 

 

1. Introduction 

 

Internal whistleblowing represents one of the forms of the whistleblowing 

phenomenon. The body of research devoted to whistleblowing is steadily grow-

ing, as well as the importance of this phenomenon for society, the economy, and 

organizations (Mehrotra, Mishra, Srikanth, Tiwari, & Kumar, 2020). Although, 

generally act of reporting wrongdoing is perceived as a positive situation, an 

external form of whistleblowing could lead to negative effects on an organiza-

tion (Barnett, Cochran, & Taylor, 1993). Its opposite form, internal whistleblow-

ing, has a positive impact on organizational governance, promotion of ethical 

behaviors (Mehrotra et al., 2020), enhancing employees engagement (Miceli, 

Near, & Dworkin, 2008), detecting fraud (Butcher, 2020), counteracting indus-

trial espionage and personal data breach (Herman, 2021).  

Although the problem of whistleblowing has been explored by researchers 

over the past few decades, there are still many questions in this field (Culiberg  

& Mihelič, 2017). The main cause is the huge fragmentation of the research on 

whistleblowing (Mehrotra et al., 2020). This problem concerns also internal 

whistleblowing. Available studies point out that intention for internal reporting 

is determined by many different factors (Culiberg & Mihelič, 2017). Organiza-

tions influence some factors (e.g., implemented procedures), but not others (e.g., 

employees’ psychological features).  

Researchers try to integrate knowledge in internal reporting for organiza-

tions and establish a set of guidelines for practitioners. The existing sets of 

guidelines are based on unsuccessful whistleblowers cases (Peeples, Stokes,  

& Wingfield, 2009), literature review (Nurhidayat & Kusumasari, 2018; Vadera, 

Aguilera, & Caza, 2009), and semi evidence-based approach (Miceli, Near,  

& Dworkin, 2009). Some other studies try to integrate knowledge on whistle-

blowing, but only partially address the problem of factors affecting its internal 

form (Culiberg & Mihelič, 2017; Mehrotra et al., 2020).  
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There is no study based on a comprehensive review of the literature adopt-

ing the perspective of factors influencing internal whistleblowing in an organiza-

tion. Factors influencing internal whistleblowing in this paper are understood as 

factors that encourage organization members to report all kinds of wrongdoings 

and other organizational problems via internal channels – that is to the organiza-

tion. Factors affecting internal whistleblowing could have both organizational 

(e.g., implementation of whistleblowing channels in the organization) and man-

agerial character (e.g., leader attitude). To fulfill this gap systematically and 

update early sets of guidelines on how to encourage employees to blow the whis-

tle, a systematic review of the literature was adopted.  

The aim of this paper is to identify factors influencing the occurrence of in-

ternal whistleblowing and to provide recommendations for practitioners on how 

to encourage employees to report wrongdoings to an organization.  

The main body of the paper is divided into four essential parts. The first one 

presents the research approach. The second one reveals the results of the con-

ducted review. This part includes a general picture of research on factors influ-

encing internal whistleblowing, and pinpoints areas important for the research 

problem with identified factors consequential for the occurrence of internal 

whistleblowing. The next part discusses the results. The last part of the paper 

presents contributions and implications for researchers, guidelines for practition-

ers, as well as limitations of the research, and directions for future research.  

 

 

2. Research methodology  
 

To obtain a more reliable picture of the research on factors affecting inter-

nal whistleblowing, a systematic literature review has been adopted. This ap-

proach facilitates a rigorous framework for identifying, evaluating, and analyz-

ing papers in a given research field to explore a specific research question 

(Kitchenham, 2004). The adopted approach enables research reproducibility and 

is useful for the creation of a reliable platform of knowledge for practitioners 

(Tranfield, Denyer, & Smart, 2003). There are several types of literature review, 

but in each case research strategy should be determined by a specific purpose 

and other limitations (Snyder, 2019). Given the character of this study (simpli-

fied synthesis of knowledge about a rapidly evolving topic and formulation of 

guidelines for practitioners in the face of the implementation of whistleblowers 

protection law in UE) a rapid review was adopted. The rapid review is character-

ized by using simplified methods (in comparison to a traditional systematic re-
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view) and is utilized to update previously completed reviews or has practical 

application (e.g., for policy development) (Higgins et al., 2019). The rapid re-

view has the main features of a systematic review, but assumes a less rigorous 

orientation (e.g., no necessity to employ a second researcher), which generates  

a higher risk of mistakes (like the omission of important papers or risk of biased 

appraisal). Nevertheless, this research strategy is approved as a type of a litera-

ture systematic review, but it is important to report the limitations of this kind of 

a review (Ganann, Ciliska, & Thomas, 2010).  

The rapid review procedure could be divided into the following stages:  

(1) plan the review, (2) search for the literature, (3) analyze the results, (4) syn-

thesize findings from included sources, (5) write the review, and (6) publish the 

review (Rannard, 2022). 

This paper aims to overview and integrate knowledge in the field of factors 

influencing internal whistleblowing and to provide comprehensive recommenda-

tions for practitioners. The study addresses the following research question: what 

factors are important for the occurrence of internal whistleblowing in an organi-

zation?  

During the planning stage, the electronic bases chosen for this research 

were ProQuest, EBSCO, and Taylor & Francis. These databases were found as 

most representative of management science, but are not limited to this field. The 

research process has been conducted in March 2022.  

Table 1 pictures the course of literature searching (creating a base for  

research presented in this paper).  

 
Table 1. The course of formulating an article database for the study 
 

Search criteria ProQuest EBSCO Taylor & Francis 

„Whistleblowing”  – in the title 4 577 226 90 

„Internal” – in abstract   263 32 73* 

 Full-text peer-reviewed    96   18 63 

After verification of titles and 

abstracts  

   26  5 20 

Fundamental database  51 

Additional papers selected during 

the snowball stage 

 

61 

Total publications database  112 
 

* Another searching criterion – not in an abstract, but everywhere. 
 

Source: Author’s own elaboration. 
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A fundamental article database has been constructed with the utilization of 

the abovementioned electronic databases mainly from the business and man-

agement field, but not limited to this field of knowledge (because whistleblow-

ing nature is strongly interdisciplinary). The searching process included all 

available scientific papers with the English version of the title and abstract  

(papers with the main body in other languages were not excluded to broaden the 

perspective on research conducted in other cultures). The scope of the searching 

strategy included both empirical and conceptual research (including reviews) 

from the public and private sectors. The timespan for the research was from 

1990 to 2022. Such a broad timespan was chosen to identify a potentially com-

plete scope of papers (the earliest studies devoted to the problem of whistleblow-

ing were published in the 1980s, but the problem became more popular in the 

1990s ).  

During the initial search, the term “whistleblowing” has been used as a cri-

terion for search in titles, the next term “internal” in abstract (except for Taylor 

& Francis base where the term “internal” has been used not in an abstract but 

everywhere). The word “internal” was used to narrow results to studies devoted 

particularly to organizational whistleblowing systems. Nevertheless, it should be  

noted that some researchers do not differentiate the internal and external forms 

of whistleblowing, thus there is a risk of exclusion of important studies. The 

additional criterion was to include only full texts of peer review. 

The next stage was based on more precise verification of titles and abstracts 

of selected papers. It has been the most subjective stage of creating the base for 

further analysis. The criterion of accepting a particular paper has been potential-

ly useful in terms of looking for factors affecting internal whistleblowing (fac-

tors that correlate with an intention to  report internally or with the occurrence of 

whistleblowing in an organization). After some verification and selection of 

papers, a fundamental database was created and consisted of 51 articles pub-

lished in the period of 1993-2022 (Table 3 in the Appendix).  

During the analysis of quotations from the selected papers, the scope of the 

“research sample” was broadened. The first phase of verification focused on the 

title. In the next phase, abstracts were analyzed. The criterion of inclusion was 

similar to the above (potentially useful in terms of looking for factors affecting 

internal whistleblowing). Snowball reviews revealed 61 additional papers useful 

for exploring the research problem (Table 4 in the Appendix). At the end of the 

literature searching stage, the article database consisted of 112 papers published 

from 1990 to 2022.  
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In the next two steps (analysis of the results and synthesis of findings),  

a thematic analysis of titles and abstracts was conducted. Identified motives 

were grouped into larger categories (areas). Further, a simple bibliometric analy-

sis was performed (the occurrence of motives assigned to the particular areas, 

the popularity of research methods, and the number of publications in the respec-

tive years). During a more precise analysis of chosen papers, within the areas 

identified factors, which affect the occurrence of internal whistleblowing (the 

framework of factors influencing internal whistleblowing). This was the starting 

point to provide recommendations for practitioners. 
 

 

3. Research results  
 

3.1. Overview of research on internal whistleblowing  
 

A synthetic picture of the papers published in the respective years revealed 

that the popularity of internal whistleblowing is growing since the early twenti-

eth century and reached a peak in 2018 (Figure 1). Taking into consideration 

new legislation initiatives concerning whistleblowing as well as the growing 

popularity of the idea of compliance, the issue of internal whistleblowing seems 

to obtain significant attention in future research.  

 
Figure 1. Number of publications in the respective years  
 

 
 

Source: Author’s own elaboration with the use of ProQuest, EBSCO and Taylor & Francis databases. 
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Of the identified papers, only 15 had a conceptual character (including re-

views), others were based on empirical research. The most popular research 

method is a survey (62% of all empirical papers), which in most cases is used to 

examine the intention to blow the whistle in hypothetical situations. The less 

popular research methods were: experiment (20%), archival data analysis (7%), 

case studies (2%), interviews (2%), content analysis (1%), computer simulations 

(1%), and meta-analysis (1%). Some researchers employed mixed methods 

(4%): for instance legal acts examination and case study analysis (Yeoh, 2014). 

A survey appears as a relatively universal and useful scientific tool (especially in 

a quantitative approach). However, overrepresentation of this method (and  

a quantitative approach in general) could lead to the incompleteness of the re-

search problem picture.  

Both internal and external whistleblowing seem to be two different faces of 

the same phenomenon, but recent research suggested that their predictors differ. 

Generally, employees prefer reporting internally, that is to the organization 

(Mansbach & Bachner, 2010). Although external whistleblowers face a more 

extensive retaliation, which escalates the costs of that heroic act, but they tend to 

be more effective in reforming organizational practices (Dworkin & Baucus, 

1998). Regardless of the differences between internal and external forms – an act 

of whistleblowing is a relatively rare phenomenon. In most cases, whistleblow-

ing acts are psychologically, socially, and economically demanding for people 

(Bocchiaro, Zimbardo, & Van Lange, 2012; Gundlach, Douglas, & Martinko, 

2003).  

 

 

3.2. Factors influencing internal whistleblowing 
 

Over the last decades, researchers have been examining various factors af-

fecting internal whistleblowing. Based on the thematic analysis of the article 

database, a framework for the distinction of areas important for the occurrence 

of internal whistleblowing was provided. The framework tries to cover all identi-

fied areas and present them in a concise manner (Figure 2). Nevertheless, in the 

case of some papers, it was possible to identify areas and problems in a more 

precise way, e.g., institutional isomorphism (Pillay, Reddy, & Morgan, 2017), or 

in a more general one, e.g., culture (Berry, 2004; Lachman, 2008). Moreover, it 

should be mentioned that it was possible to assign some papers to more than one 

area as some researchers examined more than one category of variables in one of 

the studies (e.g., Alleyne, 2016). 
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Figure 2. Framework: Areas important for supporting internal whistleblowing  
 

 
Source: Author’s own elaboration. 

 

Of the identified areas, ethics is distinctly the most popular (24% of all pa-

pers). Other relatively popular areas also seem to be the following: leadership 

(14%), policies and procedures (13%), retaliation and safeguards (10%). Studies 

devoted to the issues of communication (5%), rewards and penalties (4%), and 

audit (3%) are relatively rare. The popularity of some areas could be explained 

by the complexity of a particular area (e.g., ethics-related issues are more sophis-

ticated and multidimensional than those related to audit); the promise of effects 

(some factors intuitively seem to be more influential than  others); based on pre-

vious studies (using the same or similar concept, variables).  

All the distinguished areas are characterized in the light of the research 

problem in the following sections.  
 

 

3.2.1. Ethics  
 

In general, ethical values and ethical culture are perceived as powerful tools 

for promoting internal whistleblowing (Berry, 2004; Mayer, Nurmohamed, Tre-

viño, Shapiro, & Schminke, 2013;  Dalton & Radtke, 2013; Lachman, 2008; 

Zhang, Chiu, & Wei, 2009b). Corporate ethical values perceived as strong in-

crease the intentions of internal whistleblowing among non-public accountants, 

and similarly, decrease an intention for external reporting (Alleyne, 2016).  

One of the most popular conceptualizations of ethics in the selected papers 

is ethical climate. The ethical climate of an organization is the prevailing percep-

tion that organization’s actions are consistent with organization’s values (Ray, 
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2006). Of the analyzed article databases, pieces of evidence on the association be-

tween this conceptualization of organizational ethics and internal whistleblowing 

intentions were identified. Those pieces of evidence point to such associations in 

three ways: a strong direct (Kaptein, 2011; Zhou, Liu, Chen, & Zhao, 2018), partial 

(Rothwell & Baldwin, 2007), and indirect, moderating one (Liu et al., 2018).  

In the area of ethics, there is a variety of different variables which are more 

or less useful for encouraging internal whistleblowing. The following variables 

are identified: moral intensity (Bhal & Dadhich, 2011), ethical awareness and 

ethical judgment (Latan, Chiappetta Jabbour, & Lopes de Sousa Jabbour, 2019), 

moral reasoning (Liyanarachchi & Newdick, 2009), fallacious silence rationali-

zations (MacGregor & Stuebs, 2014), emotions associated with moral actions 

(Fredin, Venkatesh, Riley, & Eldridge, 2019). 

What is important, the organizational ethics environment shapes all mem-

bers of an organization, especially managers from all levels of structure (Mayer 

et al., 2013).  
 

 

3.2.2. Leadership  
 

The perception of the leader by employees is one of the most important fac-

tors influencing the occurrence of internal whistleblowing in organizations of the 

public and private sectors (Cheng, Bai, & Yang, 2019; Exmeyer, 2020; Lavena, 

2016; Malik & Nawaz, 2018; Mayer et al., 2013; Zeng, Kelly, & Goke, 2020).  

One stream in examining the role of a leader in a whistleblowing process 

focuses on a role of transformational leadership. The set of all three papers de-

voted to this subject provides pieces of evidence from a public sector organiza-

tion on the positive influence of this leadership style on internal whistleblowing 

(Caillier, 2013, 2015; Caillier & Sa, 2017).  

Authentic leadership is another concept keenly examined. It is defined as an 

approach to leadership oriented on building legitimacy by nursing interpersonal 

relationships and acting in an ethical way. Bay and Yeniavci (2020) found  

a significant relationship between internal whistleblowing and the balanced, 

unbiased evaluation of the dimension of authentic leadership. Additionally, they 

determined the relationship between self-awareness, the sub-dimension of au-

thentic leadership, and internal reporting. More precisely, this association ex-

plains the psychological safe-building role of this style of leadership, which 

consequently increases internal whistleblowing intentions (Anugerah, Abdillah, 

& Anita, 2019; Liu, Liao, & Wei, 2015).  
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Another explanation of the positive effect of an “ethical leader” (those con-

ceptualizations differ) on internal reporting promotion points to the role of em-

ployees’ identification with this kind of a supervisor, ethical climate (Zhang, 

Liao, & Yuan, 2016), and interpersonal justice (Potipiroon & Faerman, 2016) 

which they co-create.  

 

 

3.2.3. Policies and procedures  

 

Whistleblowing policies ensuring fair mechanisms (supporting organiza-

tional justice) increase the likelihood of the occurrence of internal reporting (Sei-

fert, Stammerjohan, & Martin, 2014). Moreover, Barnett et al. (1993) deter-

mined that after the implementation of internal disclosure policies/procedures, 

the examined companies reported a significant decrease in the number of exter-

nal disclosures.  

An effective policy towards whistleblowing is not limited to some proce-

dural arrangement. Research findings suggest that one of the important factors 

seems to be the responsiveness of management to a reported problem (Barnett  

et al., 1993; Mesmer-Magnus & Viswesvaran, 2005; Miceli, Near, Rehg, & Van 

Scotter, 2012; Rauwolf & Jones, 2019).  

People who decide to blow the whistle are characterized by a variety of mo-

tivations. However, to define a particular act of reporting as whistleblowing and 

provide protection for the whistleblower, the person should act in so-called 

“good faith” (Heumann, Friedes, Cassak, Wright, & Joshi, 2013). This condition 

should be one of the essential elements of whistleblowing policy besides inter 

alia: characteristic of wrongdoings which should be reported, description of re-

porting channels, technical specifications, and explanations of a process stage 

(Stan, 2016).  

 

 

3.2.4. Retaliations and safeguards  

 

The threat of retaliation is one of the most important factors demotivating 

potential whistleblowers (Cassematis & Wortley, 2013; Dhamija & Rai, 2018; 

Khan et al., 2022). To encourage employees to report wrongdoings not only 

legal (state) protection is necessary, but also protection guaranteed by an organi-

zation (Near & Miceli, 1995). That kind of protection is especially important in 

the case of female whistleblowers (Rehg, Miceli, Near, & Van Scotter, 2008). 
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It is not surprising that the issue of retaliation and safeguards (protection) is 

widespread in scientific papers (Chordiya, Sabharwal, Relly, & Berman, 2020; 

Lee & Xiao, 2018). Nevertheless, recent findings in this area appear to be coun-

terintuitive. According to research, managerial procedural safeguards (strong  

vs. weak) do not influence whistleblowing intentions (Kaplan, Pope, & Samuels, 

2015), or even intentions to blow the whistle are greater in the conditions of 

weaker procedural safeguards (Kaplan, Pany, Samuels, & Zhang, 2009). An 

interesting experiment conducted by Wainberg and Perreault (2016) suggested 

that explicit protection included in hotline policies could be even demotivating 

for possible whistleblowers.  
 

 

3.2.5. Commitment, trust, and social relation 
 

A social climate has a significant effect on the behavior of all members of 

an organization. In line with this reasoning, researchers have been trying to es-

tablish the effects of such variables as organizational commitment, trust, and 

social relations on internal reporting about wrongdoings.  

Research suggests that a moderate level of organizational commitment sup-

ports internal whistleblowing, but its high and low level is counterproductive. 

What is worth highlighting is the fact that organizational commitment has am-

biguous association with external whistleblowing: some findings suggest the 

lack of those relations (Somers & Casal, 1994), others point out that a low level 

of organizational commitment is characteristic of some external whistleblowers 

(Chen & Lai, 2014).  

A perceived organizational support moderates the relationship between the 

attitude towards whistleblowing and whistleblowing intentions (both internal 

and external) as well as the relationships of personal cost with whistleblowing 

internal and external intentions (Latan, Ringle, & Chiappetta Jabbour, 2018). 

More promising findings were provided by Alleyne, Hudaib, and Haniffa 

(2018). According to this study, perceived organizational support promotes in-

ternal and inhibits external whistleblowing intentions.  

The relation between whistleblowing intention and relationship is curviline-

ar (Wang, Fu, & Yang, 2018). A close relationship with wrongdoers (a supervi-

sor or colleagues) reduces the chances of reporting their improper activities 

(Hwang, Staley, Chen, & Lan, 2008, as cited in Lee & Xiao, 2018, p. 27). An 

important role, associated with social relations, have also social norms in the 

workplace, which seem to be more influential factors in the whistleblowing pro-

cess than attitudes (Zakaria, Rosnidah, Sari, & Nawi, 2020).  
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The last factor – trust – plays a positive role in promoting internal whistle-

blowing. Trust in the organization and the supervisor increases the intention to 

blow the whistle internally (Seifert et al., 2014). Moreover, trust moderates the 

threat of retaliation and internal reporting intention (Guthrie & Taylor, 2017). 

During decision-making about blowing the whistle an important circumstance 

remains “to whom I will report?” and “whether I trust a recipient of my report?” 

(Binikos, 2008).  

 

 

3.2.6. Organizational justice 

 

An organizational justice perspective provides clear guidelines for organiza-

tional policy-makers. Treating employees fairly increases the intention to blow 

the whistle internally both in the public (Jeon, 2017) and private sector (Seifert, 

Sweeney, Joireman, & Thornton, 2010). Organizational justice affects formal 

and informal whistleblowing behavior as well as reduces anonymous whistle-

blowing behavior (Atalay & Acuner, 2019). Additionally, the importance of 

justice appears as a culture-independent factor (Curtis, Conover, & Chui, 2012).  

According to the findings of the papers, to promote internal whistleblowing 

via nurturing organizational justice organizations should support procedural 

justice (e.g., fair whistleblowing procedures), distributive justice (e.g., fair ef-

fects of solving a reported problem), and interactional justice (e.g., fair treatment 

of subordinates by managers) (Seifert et al., 2010). 

The important dimension of organizational justice associated with internal 

whistleblowing states human resource practices, like merit recruitment, equal 

promotion opportunities, merit-based rewards, and tenure protection (Cooper, 

2021; Park & Jeon, 2021).  

 

 

3.2.7. Education and training 

 

Education and training are potentially great tools for shaping desired atti-

tudes toward whistleblowing. Nevertheless, until recently there was a lack of 

clear evidence on the positive impact of training and education on promoting 

internal whistleblowing (Miceli et al., 2009).  

Recent research provided a set of evidence on the usefulness of training and 

education. Caillier (2017) determined that education on whistleblowing enhances 

internal whistleblowing and is negatively associated with retaliation. Higher 
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chances of internal whistleblowing exist when organizational education about 

internal whistleblowing is provided (Jeon, 2017; Kwon, Jeon, & Ting, 2021). 

Another study supported the thesis that training increases the confidence of audi-

tors in internal reporting structures, but this effect does not exist in external re-

porting structures (Brennan & Kelly, 2007). 

An alternative method for teaching to speak up is proposed by Law & Chan 

(2015). According to their proposal, based on research conducted in the nurses’ 

community, mentoring could be applied as a method to report a problem and 

support internal communication.   

 

 

3.2.8. Reporting channels  

 

Formal and clear reporting channels are crucial elements of an effective in-

ternal whistleblowing system (Seifert et al., 2010). The active use of internal 

whistleblowing systems is negatively associated with the occurrence of the 

amount and level of government fines. Moreover, the active use of those systems 

reduces the risks of material lawsuits against the firm (Stubben & Welch, 2020). 

What should be highlighted is the fact that the implementation of a sophisticated 

technological platform dedicated to internal reporting is not sufficient and de-

mands broader actions addressing many other social issues (Lowry, Moody, 

Galletta, & Vance, 2013). 

Two issues linked to reporting channels remain unclear. The first one is 

whether a hotline for internal reporting should be administrated internally or 

externally (by third parties, e.g., a consulting or legal firm). For instance, Gao, 

Greenberg, and Wong-On-Wing (2015) suggested that a reporting channel ad-

ministered by a third party may increase whistleblowing intentions in compari-

son with those administered internally. Simultaneously, they pointed out the 

previous findings (Kaplan, Pany, Samuels, & Zhang, 2009), which suggest 

something to the contrary.  

The second issue includes the question of whether there should be an anon-

ymous or non-anonymous reporting system. As Lee and Xiao (2018) pointed 

out, based on the review of the broad scope of papers devoted to this question – 

there is no strong evidence supporting a thesis that anonymous reporting systems 

promote internal whistleblowing. However, anonymous channels often are per-

ceived as less credible (Guthrie, Norman, & Rose, 2012). It should be mentioned 

that, in some cases (when the perceived cost of reporting is high), the use of 

anonymous channels could motivate a hesitant employee.  
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3.2.9. Communication 

 

There is no doubt that whistleblowing is the communication phenomenon. 

Blowing the whistle itself is an act of communication, but also some communi-

cation processes occurring in an organization have some influence on a whistle-

blower activity.  

Communication satisfaction positively correlates with internal whistleblow-

ing and negatively with external one (Basol & Karatuna, 2015). According to 

Lavena (2016), respect and openness increase the chances of blowing the whis-

tle. Oppositely, so-called mushroom management (management style in which 

most of the information is not shared with employees) affected internal whistle-

blowing significantly in a negative way (Çeti̇nkaya & Altintaş, 2021).   

Within the area of communication, there exist some barriers destroying internal 

reporting about wrongdoings. Those barriers could be characterized under a silenc-

ing name. This is a wide range of strategies that are a hidden exercise of power. 

Silencing embraces, inter alia, communication hierarchies as well as informal rules 

to control channels of communication and information flow (Tiitinen, 2020). 

 

 

3.2.10. Rewards and penalties 

 

Rewards and penalties are strong motivators and could play an important 

role in a whistleblowing decision-making process. Generally speaking, both 

perceived benefits from whistleblowing and perceived costs of failing this duty 

increase the likelihood of internal whistleblowing. Specifically, in a lab experi-

ment, Chen, Nichol, and Zhou (2017) established that penalties are more effec-

tive in promoting internal whistleblowing intention than rewards (when there are 

in place strong descriptive norms supporting whistleblowing).  

In another experimental study, the moderate role of monetary rewards was 

established. Those kinds of incentives moderate the relationship between retalia-

tion, threat, and trust, which leads to greater whistleblowing intentions. However,  

in the case when the retaliation threat is high, monetary rewards do not affect 

internal whistleblowing significantly (Guthrie & Taylor, 2017).  

Researchers also tried to establish the influence of internal rewards on  

external whistleblowing intention (Brink, Lowe, & Victoravich, 2013). They 

found that the existence of internal rewards could demotivate employees to  

report to the Securities and Exchange Commission when the evidence of wrong-

doings is weak.  
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3.2.11. Organizations’ size and structure, power relations 

 

Generally, bigger organizations more often implement a formal reporting 

system which reflects  the number of reports (Brennan & Kelly, 2007; Previtali 

& Cerchiello, 2018).  

Interesting findings came from a study based on nearly two million internal 

reports from authentic whistleblowing systems. According to this study, enter-

prises with more active use of reporting systems (i.e., more employees reporting, 

more information is provided in reports) are typically more geographically dis-

persed and have fewer employees (Stubben & Welch, 2020).  

King (1999) suggested that an organizational structure might increase or 

decrease the likelihood of speaking up and that hierarchic, authoritarian, and 

more bureaucratic organizations could create a more demotivating environment 

for all forms of rebellion, also whistleblowing. Similarly, a negative effect of 

bureaucracy on internal whistleblowing was pointed out by Pillay et al. (2017).  

More clearly is presented the likelihood of the occurrence of whistleblow-

ing regarding the position in organization’s structure of a whistleblower. Upper-

level managers are more likely to report wrongdoings than their colleagues from 

lower levels (Keenan, 1990, 2002; Lee, 2020), which would be explained by 

power relations (Miceli & Near, 2002; Near & Miceli, 1995).   

In a conceptual study, Kalyanasundram (2018) suggested that factors such 

as the size of the board of directors, the high independence of the member re-

sponsible for the whistleblowing system, and more gender-diverse boards might 

promote effective internal whistleblowing in an organization.  

A vital point of an organizational structure in the context of whistleblowing 

is the person responsible for receiving and examining reports about wrongdo-

ings. Recent studies suggested that a position of a confidential adviser informs 

the employees about the internal reporting system, supports employees in the 

reporting process, and can advise the organization in the field of whistleblowing 

(Hoekstra & Talsma, 2021). According to De Graaf (2019), a confidential advi-

sor should be supported by managers, have clear descriptions of their duties and 

tasks, receive support from a supervisor as well as have the essential level of 

space and trust.  
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3.2.12. Audit committee  

 

The presence of auditors with a high level of professional identity in an or-

ganization increases auditors’ internal whistleblowing intentions (Taylor & Cur-

tis, 2010, as cited in Lee & Xiao, 2018, p. 31). According to Lee & Fargher 

(2017), a high-quality audit committee lowers the likelihood of external report-

ing, the likelihood of retaliation, and enables the implementation of a stronger 

internal whistleblowing system. It is worth mentioning that Kaplan & Schultz 

(2007) pointed out  that the quality of internal audit does not affect reporting 

intentions.  

 

 

3.3. The framework of factors influencing internal whistleblowing 
 

The list of the summarized and complemented areas and factors important 

for the occurrence of internal whistleblowing identified within the literature is 

presented in Table 2. This table can be treated as the final version of the frame-

work of factors influencing internal whistleblowing, the creation of which was 

the aim of this work.  

It should be emphasized that, according to the reviewed literature, all the fac-

tors listed have a direct or indirect influence on internal whistleblowing intentions or 

real whistleblowing behaviors. What is important, those factors should not be treated 

as causes of internal whistleblowing, but rather as elements creating a friendly envi-

ronment for reporting about wrongdoings to an organization. Moreover, some of the 

mentioned factors have a greater impact on whistleblowing intentions or behavior 

than others. Some others seem to be effective only in particular situations but in 

others could be even counterproductive (e.g., financial rewards in some cultures 

could lead to stigmatization of the whistleblower and consequently will be rather 

some kind of obstacle in the whistleblowing process).  

 
Table 2. The framework of factors influencing internal whistleblowing  
 

Area Factors Literature 

1 2 3 

Ethics ethical culture 

 

(Lachman, 2008) 

(Zakaria et al., 2021) 

deontological and teleological evaluations  (Zakaria et al., 2021) 

ethical values (Alleyne, 2016) 

ethical climate (Ray, 2006) 

(Zhou et al., 2018) 
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Table 2 cont. 
 

1 2 3 

 moral intensity (Bhal & Dadhich, 2011) 

ethical awareness and ethical judgment (Latan et al., 2019) 

developed moral reasoning (Liyanarachchi & Newdick, 2009) 

limitation of fallacious silence rationalizations (MacGregor & Stuebs, 2014) 

proper emotions associated with moral actions (Fredin et al., 2019) 

ethical environment (Dalton & Radtke, 2013) 

Leadership psychological safety created by a leader  (Anvari, Wenzel, Woodyatt,  

& Haslam, 2019) 

(Lee, Ramamoorti, & Zelazny, 

2021) 

transformational leadership (Caillier, 2015) 

(Caillier, 2013) 

(Caillier & Sa, 2017) 

authentic leadership (Bay & Yeniavci, 2020) 

(Anugerah et al., 2019) 

(Liu et al., 2015) 

ethical climate created by leaders at multiple 

organizational levels  

(Zhang et al., 2016) 

(Mayer et al., 2013) 

interpersonal justice created by a leader (Potipiroon & Faerman, 2016) 

protection whistleblowers from retaliation (Kaptein, 2022) 

ethical leadership (Cheng et al., 2019) 

(Malik & Nawaz, 2018) 

(Zhang et al., 2016) 

(Bhal & Dadhich, 2011) 

leader integrity (Zeng et al., 2020) 

Policies  

and procedures 

confidentiality of dealing with reports received from 

whistleblowers  

(Kaptein, 2022) 

implemented policies ensure fair mechanisms (Seifert et al., 2010) 

implementation of formal internal disclosure policies/ 

procedures 

(Barnett et al., 1993) 

(Previtali & Cerchiello, 2018) 

(Brennan & Kelly, 2007) 

responsiveness to reported problems (Rauwolf & Jones, 2019) 

(Miceli et al., 2012) 

(Mesmer-Magnus  

& Viswesvaran, 2005) 

(Barnett et al., 1993) 

(Kaptein, 2022) 

whistleblowing policy includes essential elements (Stan, 2016) 

(Lewis, 1997) 

promoting knowledge on how to report wrongdoings  (Alinaghian, Isfahani, & Safari, 

2018) 

 whistleblowing policies and systems are not too 

sophisticated 

(Pillay et al., 2017) 

 ensure adequate protection and privacy for 

whistleblowers 

(Mecca et al., 2014) 



Factors influencing internal whistleblowing… 

 

159 

Table 2 cont. 
 

1 2 3 

Retaliations  

and safeguards 

low risk of retaliation  (Khan et al., 2022) 

(Dhamija & Rai, 2018) 

(Cassematis & Wortley, 2013) 

organizational protection  (Chordiya et al., 2020) 

(Rehg et al., 2008) 

(Near & Miceli, 1995) 

safeguards that build psychological safety  (Lee et al., 2021) 

explicit managerial procedural safeguards 

(but without vivid descriptions of possible 

retaliations)   

(Kaplan et al., 2015) 

(Kaplan et al., 2009) 

(Wainberg & Perreault, 2016) 

tenure protection (Park & Jeon, 2021) 

Commitment, 

trust and social 

relation 

social norms aid whistleblowing  (Zakaria et al., 2020) 

(MacGregor & Stuebs, 2014) 

organizational commitment (on a moderate level)  (Somers & Casal, 1994) 

(Chen & Lai, 2014) 

(Alleyne, 2016) 

organizational support (Latan et al., 2018) 

(Alleyne et al., 2018) 

(Alinaghian et al., 2018) 

lack of close relationship with wrongdoer(s)   (Wang et al., 2018) 

(Hwang at. al, 2008, as cited  

in Lee & Xiao, 2018). 

trust in the organization’s members on different levels    (Taylor, 2018) 

trust in the organization and supervisor (Seifert et al., 2014) 

(Guthrie & Taylor, 2017) 

trust in the person who receives the report (Binikos, 2008) 

positive attitude toward report recipient (Kaplan et al., 2015) 

organizational identification (Liu et al., 2018) 

Organizational 

justice 

organizational justice – general  (Jeon, 2017) 

(Seifert et al., 2010) 

(Atalay & Acuner, 2019) 

(Curtis et al., 2012) 

(Exmeyer, 2020) 

merit recruitment  (Cooper, 2021) 

(Park & Jeon, 2021) 

equal promotion opportunities (Cooper, 2021) 

merit-based rewards (Park & Jeon, 2021) 

justice of reporting channels (Miceli et al., 2012) 

Education  

and training 

training and education – general  (Caillier, 2017) 

(Jeon, 2017) 

(Brennan & Kelly, 2007) 

(Mecca et al., 2014) 

mentoring as a method for teaching employees to 

report problems and wrongdoings  

(Law & Chan, 2015) 
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Table 2 cont. 
 

1 2 3 

 training about whistleblowing processes and 

whistleblower protection 

(Kwon et al., 2021) 

presenting the whistleblower’s act as desired attitude 

(example of loyalty)  

(Anvari et al., 2019) 

presenting cases when organizational norms were 

broken and explaining in what way the organization 

was protected by the whistleblower’s behavior 

(Anvari et al., 2019) 

Reporting 

channels 

formal and clear reporting channels (Seifert et al., 2010) 

(Mecca et al., 2014) 

implementation of reporting channels not limited to 

implementation of a sophisticated technological 

platform for whistleblowers – necessary broader 

support (e.g., training, leaders engagement)  

(Lowry et al., 2013) 

internally or externally administrated reporting 

channels (pros and cons) 

(Gao et al., 2015) 

(Kaplan et al., 2009) 

anonymous or non-anonymous reporting system (pros 

and cons) 

(Lee & Xiao, 2018) 

(Guthrie et al., 2012) 

(Kaplan, Pany, Samuels,  

& Zhang, 2012) 

(Kaplan & Schultz, 2007) 

Communication avoiding mushroom management (management style 

in which most of the information is not shared with 

employees)  

(Çeti̇nkaya & Altintaş, 2021) 

communication satisfaction (Basol & Karatuna, 2015) 

respectful and open communication (Lavena, 2016) 

communicating outcomes of whistleblower’s report  (Kwon et al., 2021) 

communicating implemented policy and procedures   (Kwon et al., 2021) 

lack of communication barriers (like silencing, code 

of silence)  

(Tiitinen, 2020) 

(Rothwell & Baldwin, 2007) 

Rewards and 

penalties 

penalties vs. rewards as motivators to whistleblowing (Chen et al., 2017) 

rewards as motivators to whistleblowing (Guthrie & Taylor, 2017) 

(Brink et al., 2013) 

Organizations’ 

size and 

structure, 

power relations 

organizational health (a state of integrity created by 

all kinds of physical, psychological, and mental 

conditions that contribute to employee productivity 

and efficiency, job satisfaction, corporate loyalty, and 

a sense of loyalty) 

(Altintas & Özata, 2020) 

stronger position of a whistleblower in organizational 

structure (distribution of power in an organization) 

(Lee, 2020) 

(Keenan, 1990, 2002) 

size of an organization (in bigger organizations 

whistleblowing is more likely to occur) 

(Previtali & Cerchiello, 2018) 

(Brennan & Kelly, 2007) 

presence of a confidential adviser (person who 

supports the whistleblower)  

(Hoekstra & Talsma, 2021) 

(Graaf, 2019) 

less hierarchic, authoritarian and less bureaucratic 

organizations 

(King, 1999) 

(Pillay et al., 2017) 
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Table 2 cont. 
 

1 2 3 

Audit 

committee 

presence of internal audit in an organization  (Lee, 2020) 

(Latan et al., 2019) 

reliable explanation of reported wrongdoings (Lee, 2020) 

high-quality audit committee (Lee & Fargher, 2017) 

high level of a professional identity (Taylor & Curtis, 2010, as cited 

in Lee & Xiao, 2018)  
 

Source: Author’s own elaboration. 

 

 

4. Discussion  
 

The number of identified papers allows us to consider internal whistleblow-

ing as an important field of research within management science. The tradition 

of research on the problem of factors affecting internal whistleblowing has at 

least three decades and the importance of this issue is steadily growing. The 

most crucial factors in growing popularity of research in this field seem to be 

legal tendencies and the growing importance of conceptions that are associated 

with the idea of whistleblowing (corporate governance, CSR, compliance, and 

risk management). Those factors and the implementation of the “whistleblowers 

protection law” in the European Union in the near future could reinforce the 

status of research on whistleblowing (and on factors of its effectiveness).  

With respect to the methodological issue, the overrepresentation of a quan-

titative approach in the research on internal whistleblowing seems to limit our 

insights into the discussed phenomenon. The popularity of surveys identified in 

this paper is also characteristic of other studies on whistleblowing (Mehrotra  

et al., 2020; Vadera et al., 2009). Surpassingly, the number of qualitative method 

applications is low, especially interviews, which could provide more in-deep 

insights into (probably the most crucial) psychological dimension of the whistle-

blowing process. Problematic also seems the most widespread approach to the 

examination of whistleblowing by checking intentions to reporting in hypothet-

ical situations (as we know, our declarations and behaviors often differ – espe-

cially in case of complicated, severe situations).  

The developed framework, integrating the factors important for supporting in-

ternal whistleblowing into broader areas, consists of: ethics, leadership, policies and 

procedures, retaliations and safeguards, social climate, organizational justice, educa-

tion and training, reporting channels, communication, motivation, organization’s 

size and structure, audit committee. There are rather general, but distinguishable 
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topics constructed on the base of more precise factors. Although some fields of re-

search on internal whistleblowing could be considered independent areas (for in-

stance, power relations), the idea behind the proposed framework was to provide 

simple and clear frames – useful in the first instance for practitioners.  

The proposed framework partially differs from areas pointed out by other 

authors providing similar guidelines. For example, Vadera et al. (2009) focused 

on situational antecedents of whistleblowing like perceived support, organiza-

tional justice, organizational culture, and ethics programs. Authors of another 

conception (Nurhidayat & Kusumasari, 2018) enumerated the following key 

elements of an effective whistleblowing system: human and ethical culture, poli-

cy, legal protection, organizational structure, processes, and procedures. A more 

dynamic view of important areas is provided by Miceli et al. (2009). They point-

ed out three main phases which should be addressed by whistleblowing organi-

zational systems, that is: encouraging to report wrongdoings (channels and poli-

cies), investigating and responding to the expression of concerns. They also 

emphasized the role of managers (leadership), which is a vital point in promot-

ing ethics and building psychological safety. All of the mentioned conceptions 

seem to be incomplete (do not include all factors identified during the conducted 

systematic review). However, one study (Peeples et al., 2009) pointed out the 

two elements important for internal whistleblowing, which were not identified 

during the systematic review, namely the problem of group thinking (potential 

obstacle for internal reporting) and the appointment of ethics officer (but it could 

be compared to the role of a confidential advisor).  

In this paper, the concept of organizational culture (pointed out in some 

identified papers as important for the promotion of internal whistleblowing) was 

omitted. The main reason for that is the ambiguous nature of this notion. Differ-

ent researchers understand the organizational culture in different ways. For in-

stance, they combined the organizational culture with the role of leader, ethics, 

organizational justice or support (Alinaghian et al., 2018). All those factors were 

included in the proposed framework but separately.  

In the light of the quantitative analysis of reviewed papers, the most keenly 

examined problems are associated with the ethics area. It is not surprising that 

ethical dimensions are the essence of the whistleblowing phenomenon, in both – 

the individual and organizational dimensions. The observed asymmetry in the 

investigated areas (in terms of the number of studies devoted particular subject) 

seems to be only partially determined by the potential influence of a particular 

area on the occurrence of internal reporting. The other cause of observed asym-

metry could be a higher level of sophistication in some areas.  
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Twelve areas from the framework proposed in the paper differ in the terms 

of conclusiveness. The most obvious positive influence on internal whistleblow-

ing has individual and organizational ethics, supporting ethical leader (who 

builds up psychological safety of subordinates), adequate policies and proce-

dures, organizational justice.  

More inconclusive or ambiguous remain the following areas: reducing the 

risk of retaliation and providing effective safeguards, social climate (especially 

commitment and social relations), training and education, reporting channels 

(internally vs. externally administrated, anonymous vs. non-anonymous), com-

munication (not enough amount of research), rewards and penalties, organiza-

tions’ size and structure, the role of auditors (still poorly examined).  
 

 

5. Conclusions  
 

5.1. Research contribution 
 

The conducted systematic review integrates knowledge on factors influenc-

ing internal whistleblowing, which is important both for researchers and practi-

tioners. The framework of factors influencing internal whistleblowing consists 

of 12 areas, which are grouped into a variety of factors important in terms of 

encouraging employees to internal reporting. The proposed perspective focuses 

on those areas, which are or may be under the control of an organization.  

The conducted review accounts for recent papers not included in older 

works dedicated to the problem of internal whistleblowing. Moreover, the study 

provides a broader perspective on factors important for the occurrence of inter-

nal whistleblowing – in comparison to the mentioned works (reviews, sets of 

recommendations). The elaborated framework could be a starting point for thor-

ough research in some identified areas (especially those inconclusive, like the 

character of reporting channels) or a point of reference for other integrational 

studies. A systematic picture of this research field could also lead to a new im-

portant group of factors influencing internal whistleblowing. Additionally, the 

study pointed out the methodological weakness of the foregoing studies (domi-

nation of surveys examining a hypothetical intention to blow the whistle).  

Recommendations for practitioners, pointed below, could be helpful for 

managers, risk and compliance officers, but also for external experts who im-

plement and manage organizational whistleblowing systems in public and pri-

vate sector organizations.  
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5.2. Research implications 
 

5.2.1. Implications for researchers and future studies  
 

The proposed framework could be useful for researchers trying to investigate 

factors influencing internal whistleblowing. The results point out which areas are 

poorly examined, but could be promising (e.g., communication aspects of promotion 

of whistleblowing) or which are inconclusive or ambiguous (e.g., reporting chan-

nels). Moreover, the study emphasizes the overrepresentation of quantitative meth-

ods (especially surveys) and points to the need for a quantitative and mixed method-

ological approach. Another methodical challenge remains examination of the real 

act of whistleblowing rather than an intention to report wrongdoings.  

With regard to future use of the method of systematic review in the field of 

internal whistleblowing, the interesting stream of studies seems to be the prob-

lem of differences (in terms of national culture and type of organization – private 

vs. public). Another direction of systematic review could be the area of ethics, 

which is the most developed, but also the most fragmented area of study and 

demands theoretical systematization.  

Although studies in the field of promotion of internal whistleblowing are 

not rare (112 identified papers) and have some tradition (a least 30 years), the 

state of the current knowledge is explicitly insufficient, thus there is a need for 

the future research.  
 

 

5.2.2. Implications for practitioners   
 

Based on integrated knowledge, this section proposes several recommenda-

tions in the field of promoting internal whistleblowing for organizations (factors 

influencing internal whistleblowing associated with the recommendation were 

pointed out in brackets).  

This guidance could be utilized for implementing and managing organiza-

tional whistleblowing systems in organizations of public and private sectors.  

Following recommendations for organizations can be provided:  

 Organizations should support organizational ethics by implementing an ethical 

code (a set of values), promoting those values in a sphere of knowledge and prac-

tices as well as developing ethics programs (ethics – factors from all areas).  

 The idea of whistleblowing has to be presented understandably and internal 

whistleblowing has to be defined as desirable attitudes in the face of the sus-

picion of wrongdoings (explicit managerial procedural safeguards, social 
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norms aid whistleblowing, training, and education – general, training about 

whistleblowing processes and whistleblower protections, presenting the whis-

tleblower act as desirable attitude, presenting cases when organizational 

norms were broken and explain in what way the organization was protected 

by whistleblower’s behavior, communicating outcomes of whistleblower’s 

report, communicating implemented policy and procedures, lack of commu-

nication barriers, rewards as motivators to whistleblowing).  

 A clear and fair internal whistleblowing policy and/or procedures have to be 

implemented. In those internal documents, the act of whistleblowing (e.g., 

the requirement to report in “good faith”), situations that must be reported, 

reporting channels, description of the receiver of the report and stages of re-

port examination, and eventual organizational support of a whistleblower 

need to be defined (implemented policies ensure fair mechanisms, implemen-

tation of formal internal disclosure policies/procedures, responsiveness to re-

ported problems, whistleblowing policy includes essential elements, promot-

ing knowledge on how to report wrongdoings, whistleblowing policies and 

systems are not too sophisticated, ensure adequate protection and privacy for 

whistleblowers, organizational protection, explicit managerial procedural 

safeguards, organizational support).  

 If possible, an organization has to provide both non-anonymous and anony-

mous reporting channels. In the cases when the administrator of a channel is 

perceived as being associated with a wrongdoer, an organizational channel 

administrated by a third independent party seems to be necessary. The high 

priority of non-anonymous channels is to provide confidentiality for a whis-

tleblower’s identity (formal and clear reporting channels, internally or exter-

nally administrated reporting channels, anonymous or non-anonymous re-

porting system, trust in the person who receives the report, ensure adequate 

protection and privacy for whistleblowers, the confidentiality of dealing with 

reports received from whistleblowers).  

 The use of punishment for the neglected duty of reporting or the use of incen-

tives for whistleblowers (not necessarily monetary rewards) seems to be an 

idea worth taking into consideration but it should be analyzed within the cul-

tural context (penalties vs. rewards as motivators to whistleblowing, rewards 

as motivators to whistleblowing, social norms aiding whistleblowing). 

 After receiving the report, organizations must reliably examine the issue. 

After that, the problem should be resolved and the whistleblowers need to be 

informed about process outcomes – if it is possible (interpersonal justice cre-
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ated by a leader, responsiveness to reported problems, organizational justice – 

general, justice of reporting channels, formal and clear reporting channels, 

communicating outcomes of whistleblower’s report, reliable explanation of 

reported wrongdoings).  

 Organizations should build trust in internal whistleblowing system, especially 

in the person (or department) who is responsible for receiving and examining 

reports (trust in organization’s members on different levels, trust in the or-

ganization and supervisor, trust in the person who receives the report, posi-

tive attitude toward the report recipient, training about whistleblowing pro-

cesses and whistleblower protections, presenting the whistleblower act as 

desirable attitude, presenting cases when organizational norms were broken 

and explaining in what way the organization was protected by whistleblow-

er’s behavior, implementation of reporting channels not limited to the im-

plementation of a sophisticated technological platform for whistleblowers, 

communicating outcomes of whistleblower’s report, communicating imple-

mented policy and procedures, lack of communication barriers, presence of  

a confidential adviser, a high-quality audit committee with a high level  

of a professional identity, presence of an internal audit in an organization,  

reliable explanation of reported wrongdoings).  

 An organization must nurture organizational justice in all its forms (organiza-

tional justice – all areas).  

 Training and educational actions seem to be a useful form of promoting the 

idea of internal whistleblowing and presenting an internal whistleblowing 

system. In the first instance, training should be delivered to employees with  

a low level of organizational power (e.g., short tenure). Mentoring is another 

form of teaching to speak up in cases of the occurrence of wrongdoings (edu-

cation and training – factors from all areas, stronger position of a whistle-

blower in organizational structure, communicating implemented policy and 

procedures).  

 An organization should develop internal communication in a formal (e.g., 

structure, procedures) and informal way (e.g., promoting communication 

competencies among managers). Moreover, the problem of silencing should 

be taken into consideration during the implementation of a whistleblowing 

system (communication – factors from all areas).  

 An organization should consider the utilization of an audit committee during 

the implementation of an internal reporting system and within its develop-

ment (audit committee – factors from all areas).  
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 An organization should try to build organizational health (a state of integrity 

created by all kinds of physical, psychological, and mental conditions that con-

tribute to employee productivity and efficiency, job satisfaction, corporate loyal-

ty, and a sense of loyalty) and shape organizational identification (organizational 

health, organizational identification, trust in organization and supervisor).  

 In bigger organizations (especially in more hierarchical, authoritarian and 

bureaucratic), the constituting of the confidential advisor position is worth 

being taken into consideration. This role could also be assigned to the com-

pliance function (presence of a confidential adviser, size of an organization, 

less hierarchical, authoritarian, and less bureaucratic organizations).   

Following recommendations for managers from all levels of organizational 

structure can be provided:  

 In everyday actions managers should place a premium on ethical issues (ethical 

culture, ethical values, ethical climate, limitation of fallacious silence rationaliza-

tions, proper emotions associated with moral actions, ethical environment, au-

thentic leadership, ethical climate created by leaders at multiple organizational 

levels, interpersonal justice created by a leader, ethical leadership, leader integrity).  

 To become an “ethical leader”, who encourages employees to report internal-

ly, managers should draw inspiration from a transformational or authentic 

leadership style. Particularly important factors which should be shaped con-

sciously are: creating psychological safety, fairly treating people, and being  

a model of a desirable behavior (limitation of fallacious silence rationaliza-

tions, proper emotions associated with moral actions, psychological safety 

creating by a leader, transformational leadership, authentic leadership, ethical 

climate creating by leaders at multiple organizational levels, interpersonal 

justice creating by a leader, protection whistleblowers from retaliation, ethi-

cal leadership, leader integrity, organizational justice – general, merit re-

cruitment, equal promotion opportunities, merit-based rewards).  

 After the act of internal whistleblowing, managers should show their support 

for the whistleblower and take actions to protect them against any forms of 

retaliation (stronger position of a whistleblower in organizational structure, 

presenting cases when organizational norms were broken and explaining in 

what way the organization was protected by whistleblower’s behavior, pre-

senting the whistleblower act as desirable attitude, trust in the organization 

and the supervisor, organizational support, social norms aiding whistleblow-

ing, tenure protection, explicit managerial procedural safeguards, low risk of 

retaliation, leader integrity, ethical leadership, protection of whistleblowers 

from retaliation, ethical climate created by leaders at multiple organizational 
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levels, authentic leadership, psychological safety created by a leader, proper 

emotions associated with moral actions, ethical environment).  

 Managers in their everyday actions should nurture organizational justice in 

all its forms and support the quality of organizational commutation (organiza-

tional justice – factors in all areas, communication – factors in all areas).  

 

 

5.3. Research limitations and future research 
 

A rapid review as a research method and this particular study have some limita-

tions. The first one is a risk of omission of some important studies: preset in other 

databases, available only in other languages or not being available in a digital form. 

The second limitation is the risk of subjectivity during the stage of paper selection 

(in the case of one researcher conducting a review – risk is relevant). The next limi-

tation characteristic of rapid review is inaccuracy. To overcome the most fundamen-

tal limitation of this study, a classical (full) systematic review on the problem of 

factors that affect internal whistleblowing seems desirable. In a future systematic 

review, more attention should be devoted to, on the one hand, the compassion of 

results pointing to the effectiveness of particular factors, and on the other hand, to 

the methods that lead to these results. An interesting comparison would also be the 

context of research groups – especially in terms of cultural differences.  

Other limitations concern identified papers. The first one concerns a psy-

chological problem known as “declaration (intentions) versus real behavior”. 

The vast majority of the reviewed research examined the intention to blow the 

whistle is not as real as an act of whistleblowing. Another limitation could be 

some differences between the organizations of public and private sectors which 

were not underlined in the paper. Nevertheless, with a high probability we can 

say that the majority of findings are applicable for both – public and private 

organizations. This is a more general problem associated with cultural differ-

ences which could be relevant to the universality of provided recommendations.  

The problem omitted in this study also concerns research gaps pointed out 

by authors of reviewed papers. Thus, the next systematic reviews could focus on 

the research gaps remaining within the problem of factors influencing internal 

whistleblowing.  
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Appendix 
 
Table 3.  Promoting internal whistleblowing – a fundamental database  

(ProQuest, EBSCO, Taylor & Francis) 
 

No. Author(s) Title Year 

1 2 3 4 

1 T. Barnett  

D. S. Cochran  

G. S. Taylor  

The internal disclosure policies of private-sector employers:  

An initial look at their relationship to employee whistleblowing 

1993 

2 D. Lewis Whistleblowing at work: Ingredients for an effective procedure 1997 

3 T. M. Dworkin 

M. S. Baucus 

Internal vs. external whistleblowers: A comparison of whistleblowing 

processes 

1998 

4 S. L. Ray Whistleblowing and organizational ethics 2006 

5 J. Zhang 

R. Chiu 

L. Wei 

Decision-making process of internal whistleblowing behavior  

in China: Empirical evidence and implications 

2009 

6 A. Mansbach  

Y. G. Bachner 

Internal or external whistleblowing: Nurses’ willingness to report 

wrongdoing 

2010 

7 C.  R. Apaza  

Y. Chang 

What makes whistleblowing effective. Whistleblowing in Peru  

and South Korea 

2011 

8 P. Bocchiaro   

P. G. Zimbardo  

P. A. M. Van Lange 

To defy or not to defy: An experimental study of the dynamics  

of disobedience and whistle-blowing 

2012 

9 P. B. Lowry  

G. D. Moody  

D. F. Galletta  

A. Vance 

The drivers in the use of online whistle-blowing reporting systems 2013 

10 M. Heumann  

A. Friedes  

L. Cassak  

W. Wright  

E. Joshi 

The world of whistleblowing. From the altruist to the avenger 2013 

11 J. T. Mecca 

V. Giorgini  

K. Medeiros  

C. Gibson  

L. Devenport  

S. Connelly  

M. Mumford 

Perspectives on whistleblowing: Faculty member viewpoints  

and suggestions for organizational change 

2014 

12 P. Yeoh Whistleblowing: motivations, corporate self-regulation, and the law 2014 

13 O. Basol  

I. Karatuna 

On the relationship between whistleblowing and organizational 

communication  

2015 

14 V. Junod Best practices for an internal whistleblowing platform (WP) 2015 

15 S. Liu  

J. Liao   

H. Wei 

Authentic leadership and whistleblowing: Mediating roles  

of psychological safety and personal identification 

2015 
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1 2 3 4 

16 P. Alleyne The influence of organizational commitment and corporate ethical 

values on non-public accountants’ whistle-blowing intentions  

in Barbados 

2016 

17 O. M. Stan Whistleblowing practices benchmarking for top-ranking public  

and private employers 

2016 

18 F.-W. Zhang  

J.-Q. Liao  

J.-M. Yuan  

Ethical leadership and whistleblowing: Collective moral potency  

and personal identification as mediators 

2016 

19 J. G. Caillier An examination of the role whistle-blowing education plays  

in the whistle-blowing process 

2017 

20 J. G. Caillier  

Y. Sa 

Do transformational-oriented leadership and transactional-oriented 

leadership have an impact on whistle-blowing attitudes?  

A longitudinal examination conducted in US federal agencies  

2017 

21 S. Pillay  

P. S. Reddy  

D. Morgan 

Institutional isomorphism and whistle-blowing intentions in public 

sector institutions 

2017 

22 G. Lee  

M. J. Turner  

Do government administered financial rewards undermine firms’ 

internal whistle-blowing systems? A pitch 

2017 

23 S. H. Jeon Where to report wrongdoings? Exploring the determinants of internal 

versus external whistleblowing 

2017 

24 S. Dhamija  

S. Rai 

Role of retaliation and value orientation in whistleblowing intentions 2018 

25 T. K. Wang  

K. J. Fu 

K. Yang 

Do good workplace relationships encourage employee  

whistle-blowing? 

2018 

26 N. Alinaghian  

A. N. Isfahani  

A. Safari 

Factors influencing whistle-blowing in the Iranian health system 2018 

27 S. N. Kalyana-

sundram 

Board characteristics and the effectiveness of whistleblowing policy: 

A conceptual paper 

2018 

28 G. Lee  

X. Xiao 

Whistleblowing on accounting-related misconduct: A synthesis  

of the literature 

2018 

29 Y. Liu  

S. Zhao  

R. Li  

L. Zhou  

F. Tian 

The relationship between organizational identification and internal 

whistle-blowing: The joint moderating effects of perceived ethical 

climate and proactive personality 

2018 

 

30 M. S. Malik  

M. K. Nawaz 

The role of ethical leadership in whistleblowing intention among 

bank employees: Mediating role of psychological safety 

2018 

31 P. Previtali  

P. Cerchiello 

The determinants of whistleblowing in public administrations:  

An analysis conducted in Italian health organizations, universities, 

and municipalities 

2018 

32 L. Zhou  

Y. Liu  

Z. Chen  

S. Zhao 

Psychological mechanisms linking ethical climate to employee 

whistle-blowing intention 

2018 
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1 2 3 4 

33 R. Anugerah  

M. R. Abdillah  

R. Anita 

Authentic leadership and internal whistleblowing intention.  

The mediating role of psychological safety 

2019 

34 J. Cheng  

H. Bai 

X. Yang 

Ethical leadership and internal whistleblowing: A mediated 

moderation model 

2019 

35 H. Latan  

C. J.  Chiappetta 

Jabbour 

A. B.  Lopes  

de Sousa Jabbour 

Ethical awareness, ethical judgment and whistleblowing:  

A moderated mediation analysis 

2019 

36 P. Rauwolf  

A. Jones 

Exploring the utility of internal whistleblowing in healthcare via 

agent based models 

2019 

37 A. Fredin  

R. Venkatesh  

J. Riley  

S. W. Eldridge 

“The road not taken”: A study of moral intensity, whistleblowing, 

and regret 

2019 

38 G. De Graaf What works: The role of confidential integrity advisors and effective 

whistleblowing 

2019 

39 M. Ö. Atalay  

T. Acuner 

Etik ihlallerin bildirilme niyeti üzerinde örgütsel adalet algisinin rolü: 

akademik personel üzerinde bir inceleme [The role of organizational 

justice perception on whistleblowing intention behaviour: A research 

on academic staff] 

2019 

40 M. Bay  

P. Yeniavci 

Otantik liderliğin bilgi ifşasi (whistleblowing) üzerine etkisi: Aydin 

ilinde bir araştirma [The effect of authentic leadership on 

whistleblowing: A research in Adyin] 

2020 

41 C. Zeng  

S. Kelly  

R. Goke 

Exploring the impacts of leader integrity and ethics on upward 

dissent and whistleblowing intentions 

2020 

42 P. C. Exmeyer Inside job: Exploring the connection between whistleblowing  

and perceptions of procedural justice 

2020 

43 L. Tiitinen The power of silence: Silencing as a method of preventing 

whistleblowing 

2020 

44 A. Hoekstra  

J. Talsma 

Introducing a new key player in internal whistleblowing procedures: 

Examining the position of confidential advisers 

2021 

45 F. F. Çetinkaya 

M. Altintaş 
The relationship between whistleblowing and mushroom 

management 
2021 

46 M. Zakaria 

K. Abd Manaf   

E. N. Sari  

S. N. S. Yusuf. 

R. A. Rahman 

M. M. Hamoudah    

Effective internal controls and governance: Analysis of ethical 

culture and ethical evaluations on whistleblowing intentions 

of government officials  

 

2021 

47 J. Lee  

S. Ramamoorti 

L. Zelazny 

Whistleblowing intentions for internal auditors. Why psychological 

safety is critically important 

 

2021 
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1 2 3 4 

48 C. A. Cooper Encouraging bureaucrats to report corruption: Human resource 

management and whistleblowing 

2021 

49 S. Park  

S. H. Jeon 

Merit principles merit further investigation: The influence  

on employee perception of whistleblowing 

2021 

50 M. Kaptein 

 

How much you see is how you respond: The curvilinear relationship 

between the frequency of observed unethical behavior and the 

whistleblowing intention 

2022 

51 J. Khan  

I. Saeed  

M. Zada  

A. Ali  

N. Contreras- 

-Barraza  

G. Salazar- 

-Sepúlveda  

A. Vega-Muñoz  

Examining whistleblowing intention: The influence of rationalization 

on wrongdoing and threat of retaliation 

2022 

 

Source: Author’s own elaboration. 

 
Table 4. Papers included in the article database after snowballing review 
 

No. Author(s) Title Year 

1 2 3 4 

52 J. P. Keenan Upper-level managers and whistleblowing: Determinants of 

perceptions of company encouragement and information about  

where to blow the whistle 

1990 

 

53 M. J. Somers 

J. C. Casal 

Organisational commitment and whistle-blowing:  

A test of the reformer and the organization man hypotheses 

1994 

54 J. P. Near 

M. P. Miceli 

Effective-whistle blowing 1995 

55 G. King III The implications of an organization’s structure on whistleblowing 1999 

56 M. P. Miceli 

J. P. Near 

What makes whistle-blowers effective? Three field studies 2002 

57 J. P. Keenan Whistleblowing: A study of managerial differences 2002 

58 M. J. Gundlach 

S. C. Douglas 

M. J. Martinko 

The decision to blow the whistle: A social information processing 

framework 

2003 

59 B. Berry Organizational culture: A framework and strategies for facilitating 

employee whistleblowing 

2004 

60 J. R. Mesmer- 

-Magnus 

C. Viswesvaran 

Whistleblowing in organizations: An examination of correlates  

of whistleblowing intentions, actions, and retaliation 

2005 

61 G. R. Rothwell 

J. N. Baldwin 

Ethical climates and contextual predictors of whistle-blowing 2006 
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1 2 3 4 

62 G. R. Rothwell 

J. N. Baldwin 

Ethical climate theory, whistle-blowing, and the code of silence  

in police agencies in the state of Georgia 

2007 

63 N. Brennan 

J. Kelly 

A study of whistleblowing among trainee auditors 2007 

64 S. E. Kaplan 

J. J. Schultz 

Intentions to report questionable acts: An examination of the 

influence of anonymous reporting channel, internal audit quality,  

and setting 

2007 

65 V. D. Lachman Whistleblowing: Role of organizational culture in prevention  

and management 

2008 

66 E. Binikos Sounds of silence: Organisational trust and decisions to blow the 

whistle 

2008 

67 M. T. Rehg 

M. P. Miceli 

J. P. Near 

J. R. Van Scotter 

Antecedents and outcomes of retaliation against whistleblowers: 

Gender differences and power relationships 

2008 

68 D. K. Peeples 

P. Stokes 

S. S. Wingfield 

When the whistle is blown: Legal defenses and practical guidelines 

for managing reports of organizational misconduct 

2009 

69 A. K. Vadera 

R. V. Aguilera 

B. B. Caza 

Making sense of whistle-blowing’s antecedents: Learning from 

research on identity and ethics programs 

2009 

70 G. Liyanarachchi 

C. Newdick 

The impact of moral reasoning and retaliation on whistle-blowing: 

New Zealand evidence 

2009 

71 J. Zhang 

R. Chiu 

L. Wei 

On whistleblowing judgment and intention: The roles of positive 

mood and organizational culture 

2009 

72 M. P. Miceli 

J. P. Near 

T. M. Dworkin 

A word to the wise: How managers and policy-makers can encourage 

employees to report wrongdoing 

2009 

73 S. E. Kaplan 

K. Pany 

J. A. Samuels 

J. Zhang 

An examination of the effects of procedural safeguards on intentions 

to anonymously report fraud 

2009 

74 D. L. Seifert 

J. T. Sweeney 

J. Joireman 

J. M. Thornton 

The influence of organizational justice on accountant 

whistleblowing: A research note 

2010 

75 M. Kaptein From inaction to external whistle-blowing: The influence of ethical 

culture of organizations on employee responses to observed 

wrongdoing 

2011 

76 K. T. Bhal 

A. Dadhich 

Impact of ethical leadership and leader-member exchange on whistle 

blowing: The moderating impact of the moral intensity of the issue 

2011 
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1 2 3 4 

77 J. G. Caillier Agency retaliation against whistle-blowers: Factors affecting 

employee perceptions 

2012 

78 M. P. Miceli 

J. P. Near 

M. T. Rehg 

J. R. Van Scotter 

Predicting employee reactions to perceived organizational 

wrongdoing: Demoralization, justice, proactive personality,  

and whistle-blowing 

2012 

79 M. B. Curtis 

T. L. Conover 

L. C. Chui 

A cross-cultural study of the influence of country of origin, justice, 

power distance, and gender on ethical decision making 

2012 

80 C. P. Guthrie 

C. S. Norman 

J. M. Rose 

Chief audit executives’ evaluations of whistle-blowing allegations 2012 

81 S. E. Kaplan 

K. Pany 

J. Samuels 

J. Zhang 

An examination of anonymous and non-anonymous fraud reporting 

channels 

2012 

82 D. M. Mayer 

S. Nurmohamed 

L. K. Treviño 

D. L. Shapiro 

M. Schminke 

Encouraging employees to report unethical conduct internally:  

It takes a village 

2013 

83 J. G. Caillier Do employees feel comfortable blowing the whistle when their 

supervisors practice transformational leadership? 

2013 

84 D. Dalton 

R. R. Radtke 

The joint effects of Machiavellianism and ethical environment on 

whistle-blowing 

2013 

85 P. G. Cassematis 

R. Wortley 

Prediction of whistleblowing or non-reporting observation:  

The role of personal and situational factors 

2013 

86 A. G. Brink 

D. J. Lowe 

L. M. Vic-

toravich 

The effect of evidence strength and internal rewards on intentions to 

report fraud in the Dodd-Frank regulatory environment 

2013 

 

87 C. P. Chen 

C. T. Lai 

To blow or not to blow the whistle: the effects of potential harm, 

social pressure and organizational commitment on whistleblowing 

intention and behaviour 

2014 

88 J. MacGregor 

M. Stuebs 

The silent Samaritan syndrome: Why the whistle remains unblown 2014 

89 D. L. Seifert 

W. W. Stam-

merjohan 

R. B. Martin 

Trust, organizational justice, and whistleblowing: A research note 2014 

90 J. Gao 

R. Greenberg 

B. Wong-On-Wing 

Whistleblowing intentions of lower-level employees: The effect  

of reporting channel, bystanders, and wrongdoer power status 

2015 
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1 2 3 4 

91 J. G. Caillier Transformational leadership and whistle-blowing attitudes: Is this 

relationship mediated by organizational commitment and public 

service motivation? 

2015 

92 B. Y.-S. Law 

E. A. Chan 

The experience of learning to speak up: A narrative inquiry on newly 

graduated registered nurses 

2015 

93 S. E. Kaplan 

K. R. Pope 

J. A. Samuels 

An examination of the effects of managerial procedural safeguards, 

managerial likeability, and type of fraudulent act on intentions to 

report fraud to a manager 

2015 

94 W. Potipiroon 

S. Faerman 

What difference do ethical leaders make? Exploring the mediating 

role of interpersonal justice and the moderating role of public service 

motivation 

2016 

95 C. F. Lavena Whistle-blowing: Individual and organizational determinants of the 

decision to report wrongdoing in the federal government 

2016 

96 J. O. Brown 

J. Hays 

M. T. Stuebs Jr. 

Modeling accountant whistleblowing intentions: Applying the theory 

of planned behavior and the fraud triangle 

2016 

97 J. Wainberg 

S. Perreault 

Whistleblowing in audit firms: Do explicit protections from 

retaliation activate implicit threats of reprisal? 

2016 

98 C. X. Chen 

J. E. Nichol 

F. H. Zhou 

The effect of incentive framing and descriptive norms on internal 

whistleblowing 

2017 

99 C. P. Guthrie 

E. Z. Taylor 

Whistleblowing on fraud for pay: Can I trust you? 2017 

100 G. Lee 

N. Fargher 

The role of the audit committee in their oversight of whistle-blowing 

 

2017 

 

101 H. Latan 

C. M. Ringle 

C. J. Chiappetta 

Jabbour 

Whistleblowing intentions among public accountants in Indonesia: 

Testing for the moderation effects 

2018 

 

102 P. Alleyne 

M. Hudaib 

R. Haniffa 

The moderating role of perceived organisational support in breaking 

the silence of public accountants 

2018 

103 I. Nurhidayat 

B. Kusumasari 

Strengthening the effectiveness of whistleblowing system: A study 

for the implementation of anti-corruption policy in Indonesia 

2018 

104 D. Z. Nayir 

M. T. Rehg 

Y. Asa 

Influence of ethical position on whistleblowing behaviour:  

Do preferred channels in private and public sectors differ? 

2018 

105 J. Taylor Internal whistleblowing in the public service: A matter of trust 2018 

106 F. Anvari 

M. Wenzel 

L.  Woodyatt 

S. A. Haslam 

The social psychology of whistleblowing: An integrated model 2019 
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1 2 3 4 

107 R. Chordiya  

M. Sabharwal 

J. E. Relly  

E. M. Berman 

Organizational protection for whistleblowers: A cross-national study 2020 

108 S. R. Stubben 

K. T. Welch 

Evidence on the use and efficacy of internal whistleblowing systems 2020 

109 M. Zakaria  

I. Rosnidah  

E. N. Sari 

N. A. Nawi 

Predicting internal and external whistleblowing intentions:  

A comparative study between Malaysian and Indonesian  

police forces 

2020 

110 H. Lee The implications of organizational structure, political control,  

and internal system responsiveness on whistleblowing behavior 

2020 

111 M. Altintas  

M. Özata  

Researching the relationship between organizational health and 

whistleblowing behaviour: education and health organizations 

version 

2020 

112 M. Kwon 

S. H. Jeon 

Y. Ting 

The impact of predisposed traits and organizational factors  

on the U.S. federal employee perception of whistleblowing 

2021 

 

Source: Author’s own elaboration. 
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