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 ABSTRACT 

This study proposed a new framework for moderating role of trust in supervisor on the 

relationship between organizational commitment and whistleblowing intentions. 

Several studies have been extensively reviewed in respect of trust in supervisor, 

organizational commitment and whistleblowing intentions for that purpose. The study 

prepares the new proposed framework as suggestion for further studies. 
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INTRODUCTION 
Organizational wrongdoing adversely affect not only the organizations where such 
irregularities perpetuated but also affect other stakeholders and society at large(Sims & 
Keenan 1998). This can be evident in the global financial scandals which resulted the 
collapsed of some giant companies around the world example Enron, Anderson, 
WorldCom, Tyco (Dyck et al. 2010). 
The report by the American Council on Fraud and Ethics 2020 states that since 2010 the 
number of complaints on fraud and other wrongdoing received through hotlines and 
other reporting channels have been considerably increasing. This indicates that whistle-
blowing is still in use as essential mechanism for exposing wrongdoing and other 
irregularities. In the most recent research, it has been shown that whistleblowers were 
responsible for disclosing 40% of real cases of frauds perpetrated in 125 countries 
(ACFE, 2018). 
Therefore whistle-blowing system affects the occurrence of malfeasances. When the 
system is effectively put in place it will checkmate employees that want to commit 
misconduct. Consequently, whistleblowing is the act of reporting or disclosing 
wrongdoing occurs within the organization to the employers or any person who can 
correct it (Prena and Kusmawan, 2020). 
Previous studies have shown that scholars are still investigating factors that influence 
individuals to report fraud (Seifert et al. 2014). In other words, what actually motivates 
employees to whistleblow has not been completely understood in the literature and 
relevant factors are still under investigation (Ahmad et al. 2014; Cho & Song 2015). 
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In the same vein organizational commitment can also assist in reporting wrongdoing 
perpetrated within the organization. This is because of the loyalty in the part of 
employees which maintain their integrity and make them feel responsible to the 
organization (Sanjani and Werastuti, 2021). 
To encourage employees to come forward and whistleblow without fear organizations 
are required not only to be fair and formulate whistleblowing policies and fairness, there 
should also be trustworthiness at all levels (Seifert, Stammerjohan, & Martin, 2014). On 
the other hand, when an employee perceived support from the organization or his 
superior fear of retaliation if he reports wrongdoing will be eliminated (Latan et al, 
2016) and hence trust in supervisor will a vital important role in reducing cost of 
reporting wrongdoing when an employee intends to blow the whistle.   
Previous studies revealed conflicting findings, example there are significant and 
insignificant relationship between organizational commitment and whistleblowing see 
the work of (Taylor & Curtis 2010; Wang et al. 2016; Alleyne 2016; Somers 1994) and 
(Sims & Keenan 1998; Mesmer-Magnus & Viswesvaran 2005) respectively. 
This study contributes to the existing whilstleblowing literature by designing a new 
proposed framework that will test the moderating role of trust in supervisor and the 
relationship between organizational commitment and whistle-blowing intentions. The 
remaining part of the study consists of literature review, proposed framework and 
conclusion, 
 
LITERATURE REVIEW 
The Concept of Whistle-blowing Intention 
Whistleblowing, can be defined as “…the disclosure by organizational members (current 
or former) of illegal, immoral and illegitimate activities under the control of their 
employer to people or organizations that have the ability to effect action” (p.4) (Near & 
Miceli 1985). 
Therefore, whistleblowing acts may be appoarched base on three perspectives thus; 
whistleblower who has disclosed the misconduct observed, the wrongdoer who has 
conducted the alleged misconduct and the recipient of the report for the misconduct 
(Culiberg & Mihelic 2016; Near & Miceli 2016). Whistleblowers who report wrongdoing 
observed have options of reporting channels. The report can be made either internally 
or externally (Rehg et al. 2008; Latan et al. 2016).  However, the internal channel has to 
be exhausted before going for external reporting channel (Mesmer-Magnus & 
Viswesvaran 2005; Near & Miceli 2016).   
 
The Concept of Supervisor Trust 
The concept of trust can be traced to the 1944 essay, Prudence, written by Ralph Waldo 
Emerson which emphasized on trust and its significant role plays in building or 
establishing good employee-employer relationship and has been recognized by  
academics for some decade ago (Dirks & Ferrin 2002).  However, literature have shown 
different perceptions regarding the processes within which trust is forms and 
subsequently its effect on organizational behavior (Dirks & Ferrin 2002).  
One aspect of the perspective of trust focuses on the nature of employee-employer 
relationship (Blau 1964; Yilmaz 2008) which referred to as relationship-based 
perspective (Dirks & Ferrin 2002). On the other hand, next perception is centered on the 
character of those in management levels  and the influence of these characters on 
employee’s vulnerability (Mayer, R. C., Davis, J. H., & Schoorman 1995) and referred to 
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as character-based perspective (Dirks & Ferrin 2002).  Interestingly, Colquitt & Rodell 
(2011) state that these two perspectives on trust seems to be similar in the sense that 
both have accepted vulnerability on the expectations that both parties will act 
irrespective of monitoring. 
Trust can be defined  as “a psychological state comprising the intention to accept 
vulnerability based on positive expectations of the intentions or behavior of another” (p. 
395) (Rousseau, et al. 1998).   Previous studies indicate that trust has a great effect on 
the employee-employer relationship in a workplace (Keil et al. 2010), and trust may be 
an important predictor of individual behavior in question. Interestingly Yilmaz (2008) 
states that  trusting a supervisor  by employee is related to having confident that he is 
trustworthy, opened, concerned and reliable on their relationship as well as sharing 
common norms, goals and values (Mayer, R. C., Davis, J. H., & Schoorman 1995). 
 
The concept of Organizational Commitment 
Organizational commitment is regarded as “affective or emotional connection to the 
organization in such a way that the strongly committed person identifies with, involved 
in and enjoys membership of the organization” (Kanter, 1968). It has been identified as 
an important concept which facilitates the understanding of employees’ behavior in the 
workplace (Porter, Mowday and Steers, 1979). When employees trust in supervisor or 
organization they tend to communicate upward freely, and increase employees’ 
intentions to whistleblow without fear of retaliation from the immediate superior or the 
organization. 
 
Organizational Commitment and Whistleblowing Intention 
According to Kanter (1968) organizational commitment is considered as “affective or emotional 
connection to the organization such that the strongly committed person identifies with, involved 
in and enjoys membership of the organization”. In another word organizational commitment  was 
identified as important variable which enable the understanding of employees’ work behavior in 
organizations (Porter et al. 1979). Employee that has committed to the organization is one which 
beliefs and accepts organizational values and goals. He is always ready and willing to put forth 
significant effort toward the organization. 
Therefore, employees have options on either to exit the organization, whistleblow or keep quit 
when observed misconduct (Alleyne et al. 2016; Mesmer-Magnus & Viswesvaran 2005). similarly, 
employees that are highly committed may resort to whistleblow internally than exit from the 
organization (Taylor & Curtis 2010). 
Previous studies revealed conflicting findings, example there are significant and insignificant 
relationship between organizational commitment and whistleblowing see the work of (Taylor & 
Curtis 2010; Wang et al. 2016; Alleyne 2016; Somers 1994) and (Sims & Keenan 1998; Mesmer-
Magnus & Viswesvaran 2005) respectively.  Near & Miceli (1985) argued that employees with 
high levels of commitment and loyalty may whistleblow within the organization so as to avoid 
damage on its reputation and in contrast, employees with low level of commitment are likely to 
report externally.  Some researchers argued that more research need to be conducted for testing 
the influence of commitment on intention to whistleblow (Shawver & Clements 2006; Alleyne 
2016).  

 
Theoretical Framework 
The following are the underpinning theories of the study. These are theory of Planned 
Behaviour and Social exchange theory. 
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Theory of Planned Behaviour (TPB) is an extension of the Theory of Reason Action. 
According to (Ajzen 1991) an individual can only act upon the intentions if he/she has 
control over his/her behavior. This theory will explain the relationship whistleblowing 
intentions with other variables.. 
Social exchange theory is another theory used which according to (Blau 1964) posits that 
the impact of  trust in social exchange relationship is a key and parties to that 
relationship require it for effective discharge of responsibilities. It maintains that 
positive exchange among parties to the relationship increases rational norms, trust and 
commitment(Singhry 2015). Therefore, this theory will be used to explain the 
relationship between supervisor trust, and organizational commitment among 
employees. 
 
The Proposed Conceptual Framework 
Based on the literature review and the discussions above, this study proposes a 
conceptual framework in order to connect organizational commitment and 
whistleblowing intentions through trust in supervisor. 

 
                                                Figure 1: A New Proposed Framework 
Conclusion  
Whistleblowing may be considered as an effective mechanism for reducing the 
likelihood of occurring frauds and irregularities in an organization. It is pertinent to note 
that the top level management may likely identify cases of irregularities earlier if 
committed employees are supported to expose any misconduct perpetrated within the 
organization. Latan et al, (2016) revealed that there is significant relationship between 
professional commitment and intentions to whistle blow. In another work of Sanjani and 
werastuti, (2021) indicate the positive relationship between organizational 
commitment and fraud prevention. In line with the previous literature this study intends 
to link organizational commitment and whistleblowing intention through supervisor 
trust.    
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