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Abstract

The purpose of this study is to explore and develop a comprehensive model of internal
whistleblowing intention. Specifically, this study examines the effect of authentic leadership on
internal whistleblowing intention. Furthermore, this study aims to investigate the effect of authentic
leadership on internal whistleblowing intention through personal identification and organizational
commitment. To test the hypotheses, a partial least square analysis is applied to questionnaire
survey data from 196 employees in Indonesia. As hypothesized, the result revealed that authentic
leadership influences the internal whistleblowing intention. In addition, the result also indicates
that authentic leadership has an indirect effect on internal whistleblowing intention through
personal identification and organizational commitment. The implications of these findings are
thoroughly discussed in this study.

Keywords: Authentic leadership, personal identification, organizational commitment, internal
whistleblowing intention.

INTRODUCTION

The purpose of establishing the internal control and internal audit in profit and
government organizations, especially at a financial officer is to preventing and detecting
unethical behavior (Moeller, 2005). However, the facts show that the disclosure of most
cases illegal, immoral or illegitimate practices in the business and work environment
occurs because of an employee or other key informants who conduct whistleblowing
(Sweeney, 2008). The Association of Certified Fraud Examiners (ACFE) show that in
Region Southeast Asia, 53.1 percent of unethical or illegal activities was first detected by a
whistleblower, 21.9 percent from internal audits, 9.4 percent from management review, 4.2
percent "by accident”, and 1.0 percent from external audits (ACFE, 2016). Therefore,
whistleblowing has a role that is more effective than other approaches in preventing
unethical behavior, especially at a financial officer.

Whistleblowing defined as the disclosure of the practice of illegal, immoral or
illegitimate performed by organization members (former or current) to persons or
organizations who may be able to take action (Park and Blenkinsopp, 2009; Miceli and
Near, 1985; Bhal, 2011). Whistleblowing can be categorized as external or internal.
External whistleblowers disclose wrongdoing to individuals outside the agency such as law
enforcement or media, whereas internal whistleblowers report wrongdoing to individuals
inside the agency such as a supervisor or any other person responsible for correcting
wrongdoing within the organization (Park et al., 2014; Liu et al., 2015; Caillier, 2015).
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External whistleblowing will make the organization's image become damaged because it
exposes wrongdoings to the public easily. External whistleblowing would be detrimental to
the development of the organization. Thus, internal whistleblowing is more often
supported by leaders of organizations (Liu et al., 2015).

Whistleblowing can reduce the losses of organization asset, reveal the fraud, exposes
corruption and protect the public interest (Liu et al., 2015). So that whistleblowing would
be very valuable to the organization (Callahan and Dworkin, 2000). Some people consider
the whistleblower as a hero who defends the values of ethics, but others assume as a traitor
(Rothschild and Miethe, 1999). Thus, the whistleblower will get the risk of being perceived
as a traitor by coworkers and superiors (Liu et al., 2015). Hence, understanding the factors
that the support internal whistleblowing intention in the organization would provide useful
insights for effective whistleblowing in to prevent unethical behavior. One of the factors
that have an important role in encouraging internal whistleblowing intention is authentic
leadership (Liu et al., 2015).

Authentic leadership is a root construct to any positive leadership (Avolio &
Gardner, 2005; Kliuchnikov, 2011). Authentic leadership often called the highest end of
leadership and as being your own personal (Kliuchnikov, 2011). Furthermore, previous
research also examined the antecedents of internal whistleblowing such as transformational
leadership, values, attitudes, and subjective norm of the whistleblower (Caillier, 2015;
Miceli and Near, 1988; Park and Blenkinsopp, 2009; Nayir and Herzig, 2012). Then,
Avolio et al., (2004) built an authentic leadership theory to describe how a leader can cope
the ethical problems that occur in the organizational environment is uncertain and always
changing. Thus, becoming rare insight on managing internal whistleblowing intention by
authentic leadership compared with other leadership styles (Liu et al., 2015).

Authentic leadership is identical to the leader who can be trusted, honest and have
the alignment among actions with values. So, employees will trust to their leader and tend
to report the wrongdoing to their leaders in the organization (Berry, 2004). Authentic
leadership can also encourage a person to perform the ethical behavior (Hannah et al.,
2011). Thus, we suggest that authentic leadership would play a positive role in shaping
employee internal whistleblowing. Authentic leaders can enhance the level of personal
identification. If subordinates identify with their authentic leaders, they can get more
legitimate roles to report wrongdoing (Shamir et al., 1998; Liu et al., 2015). Finally,
leaders play an important role in shaping strong organizational commitment of employees
(Gatling et al., 2016). Then, employees who have strong organizational commitment more
likely to conduct internal whistleblowing.

The purpose of this study is to examine factors contributing to internal
whistleblowing intention, such as authentic leadership. Specifically, this study aims to
investigate the effects of authentic leadership on internal whistleblowing intention through
personal identification and organizational commitment. The study is structured in the
following manner. First, literature on authentic leadership, personal identification, and
organizational commitment are reviewed. Second, a theoretical model is developed and
hypotheses are proposed based on relevant literature. Third, the methodology section
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describes the data collection and items used to measure the study variables. The Fourth is
the results section, which indicates the findings from the model and discussion. Last, the
conclusion explains the findings, reveals the limitations of the study, and offers
suggestions for future research.

THEORETICAL BACKGROUND AND RESEARCH HYPOTHESES

Authentic Leadership and Internal Whistleblowing Intention

Some initial foundation to find out more broadly about how authentic leaders
influence followers’ attitude, behavior, and performance has been developed by Avolio et
al., (2004). Authentic Leadership defined as a form of behavior that becomes a reference
leader in create a positive psychological capacity, positive ethical climate, and fostering
positive self-development to encourage greater self-awareness, internalized moral
perspective, the processing of balanced information, and relational transparency on the part
of leaders working with followers (Avolio et al., 2004; Avolio et al., 2007; Walumbwa et
al., 2008).

Self-awareness means that leaders need to fully realize of self them and know what is
important (values, identity, emotions, goals, or motives) to them (May et al., 2003;
Kliuchnikov, 2011). Balanced processing refers to leaders who show that they objectively
analyze all relevant data before coming to a decision. Such leaders also solicit views that
challenge their deeply held positions (Gardener et al., 2005; Walumba et al., 2008).
Relational transparency refers to exposing oneself, such as publicly expressing and sharing
information, thoughts, and perceptions. (Liu et al., 2015). Finally, internalized moral
perspective refers to an internalized and integrated form of self-regulation (Walumba et al.,
2008). This sort of self-regulation is guided by internal moral values and beliefs rather than
by external pressures such as organizational corruption or threats from peers (Liu et al.,
2015).

Although the little literature has been explored the effect authentic leadership on
internal whistleblowing intention, previous studies demonstrated a positive effect of
authentic leadership to internal whistleblowing intention (Anugerah et al., 2019; Anita et
al., 2021; Liu et al., 2015). Employees who do not have trust to leader, when he will reveal
information about unethical behaviour then he will feel only will get risk to himself. Thus,
employees will decide to keep silent and avoid the risk it (Gundlach et al., 2003; Henik,
2005). Conversely, if employees believe their leaders, it will make employees aware that
violations and corruption is unethical behaviour (Liu et al., 2015). Furthermore, employees
have a desire to report unethical behaviour or becoming a whistleblower (Park and
Blenkinsopp, 2009). Therefore, authentic leadership tends to reduce the risk of
interpersonal whistleblower from the trust perspective. Authentic leadership would
promote ethical behavior, such as whistleblowing (Hannah et al., 2011). Through the
learning and socialization procession, authentic leaders influences the individual, group
and organization propensity for whistleblowing intention (Liu et al., 2015). Based on
above discussion, we suggest the following hypothesis:
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Ha: Authentic leadership has a positive effect on internal whistleblowing intention.

The Mediating Role of Personal Identification

According to Pratt (1998), identification is a process inherent to social beings.
Identification is a fundamental task of organization: organization through a leader must
engender identification for followers to facilitate their function. Leadership style has its
effects by strongly engaging followers' self-concepts in the interest of the mission
articulated by a leader. Leaders increase the intrinsic valence of efforts and goals by
linking them to valued aspects of followers' self-concepts (Shamir et al., 1998).

Personal identification takes place when an individual believe his or her leader
becomes self-defining or self-referential (Pratt, 1998; Liu et al., 2015). Authentic leaders
with the authoritative status will attract followers. If leaders exhibit some authentic
functioning (Leroy et al., 2015) and behavioral integrity (Leroy et al., 2012), followers will
pay more attention to leaders’ authentic behaviors, then remember and imitate such
behaviors (Liu et al., 2015). When a subordinate perceives their leaders have ability to self-
awareness, balanced processing, transparent relationship, and internalized moral
perspective (Leroy et al., 2012; Walumba et al., 2008), he or she will tell the truth and
disclose the wrongdoing following his/her core moral value (Liu et al., 2015).

Previous studies found that personal identification mediate the authentic leadership
influence on internal whistleblowing intention (Liu et al., 2015). This research describes
that at the deep level, a set of values may provide subordinates with role prescription by
openly discussing the ambiguous responsibility of reporting wrongdoing (Liu et al., 2015).
If subordinates identify with their authentic leaders, they can get more legitimate roles to
report wrongdoing. Followers with role legitimacy would disclose the wrongdoing and tell
the truth after they internalize leaders’ authenticity and organizational moral (Liu et al.,
2015). Considering the aforementioned, we propose the following hypotheses:

Ha2: Authentic leadership has an indirect effect on internal whistleblowing intention
through personal identification

The Mediating Role of Commitment Organization

Organizational commitment is the relative strength of an individual’s identification
with and involvement in a particular organization (Mowday et al., 1979:226). It could be
seen from three related factors: a strong belief in and acceptance of the organization’s
goals and values; (2) a willingness to exert considerable effort on behalf of the
organization; and (3) a strong desire to maintain membership in the organization (Porter et
al., 1974).

Very rarely research that has addressed the role of mediation in the organization's
commitment to the influence of authentic leadership on internal whistleblowing intention.
In the present study, organizational commitment is expected to be a mediator to the effect
of authentic leadership on internal whistleblowing. Gatling et al. (2016) and Rego et al.
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(2016) did find direct effects of authentic leadership on organizational commitment. Role
modeling authentic leadership behavior works to encourage and inspire followers through
principle-based behaviors that stimulate stronger commitment to organizational goals
(Gatling et al., 2016). Employees who have a strong organizational commitment are more
likely to have internal whistleblowing intentions (Alleyne, 2016; Brief and Motowidlo,
1986; Miceli et al., 1991; Taylor and Curtis, 2010). An employee who has loyalty and
commitment may report internally to show their commitment and prevent damage to the
organization's reputation (Caillier, 2015; Near and Miceli, 1985). Based on the above
argument, we propose:

Hs: Authentic leadership has an indirect effect on internal whistleblowing intention
through commitment organization

Ha: Authentic leadership has an indirect effect on internal whistleblowing intention
through personal identification and commitment organization.

METHODS
Sample and Data Collection

This study was conducted using a survey questionnaire. An invitation was sent to the
department of finance and equipment that exist in all government organizations in the
province of Riau, Indonesia. 349 questionnaires were sent directly and a total of 215
questionnaires (61.60 %) were returned, and total of 196 (56.16 %) of them were then used
in final analysis. The majority of respondents had a good education background because
more than 77.5 percent of them hold undergraduate degree and 44.9 percent of the sample
was under 35 years of age. Furthermore, 37.2 percent of the participants have been
working for the same organization for over to ten years. In addition, a total of 50.5 percent
of the respondent had a job tenure 6 years and above.

Measures

The variables in this research measured by instruments that had been previously
developed and used (Anugerah et al., 2016; Avolio et al., 2007; Donnelly et al., 2003;
Edmondson, 1999; Liu et al., 2015; Mowday et al., 1979; Park and Blenkinsopp, 2009;
Shamir et al., 1998). For assessing authentic leadership, 16-item from Authentic
Leadership Questionnaire (ALQ) was used (Avolio et al., 2007). Sample items include "my
leader says exactly what he or she means"” and "my leader makes difficult decisions based
on high standards of ethical conduct.” Personal identification was assessed using the 5-
item scale of personal identification from Shamir and colleagues (Shamir et al., 1998; Liu
et al., 2015). Sample questions include "I have complete faith in him" and "I am proud to
be under his command". Furthermore, the organizational commitment was captured by
using the 9-item scale developed by Mowday et al., (1979) and modified by Donnelly et
al., (2003). Sample items include "I am willing to put in a great deal of effort beyond that
normally expected in order to help this organization be successful” and "I found that my
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values and the organization’s value are similar" (Anugerah et al., 2016). Furthermore, to
rate employees’ whistleblowing intention, the respondent completed the 4-item internal
whistleblowing scale developed by Park and Blenkinsopp (2009). According to the
referent-shift method (Arthur et al., 2007; Chan, 1998; Liu et al., 2015), to measure
internal whistleblowing, a proactive question ‘‘If you found wrongdoing in your
workplace, how hard would you try to do the following?’’ was used. Responses on all
items were assessed using a seven-point Likert-type scale. The anchor points were
“strongly disagree = 1” to “strongly agree = 7”. Mean score of each scale was calculated
by adding the scores on each individual item of the scale and taking the mean of the sum.

Table 1. Desriptive Statistics of variables studied

Theoritical Actual Score
Variable Score Mean SD

Min Max Min Max
Authentic Leadership 1.00 7.00 1.31 7.00 4.86 1.15
Personal Identification 1.00 7.00 1.29 7.00 497 1.40

Organizational Commitment 1.00 7.00 1.11 7.00 5.19 1.11

Internal Whistleblowing 1.00  7.00 100 700 490  1.29
Intention

Table 1 shows the result of the descriptive statistics of variables studied which cover
minimum and maximum value (both theoretical and actual), mean, and the standard
deviation (SD). From the descriptive analysis of variable it can be inferred that level of
authentic leadership (4.86), psychological safety (4.19), personal identification (4.97),
organizational commitment (5.19) and internal whistleblowing intention (4.90) in Riau
Province Government, Indonesia were less highly rated. The low rating for internal
whistleblowing intention explained that the disclosure by organization members about
illegal, immoral or illegitimate practices to persons and managers inside of an organization
was relatively low.

RESULTS AND DISCUSSION

Hypotheses test to using partial least square-structural equation modeling (PLS-
SEM). PLS is a component-based modeling technique which simultaneously examines
both measurement and structural models (Chin, 1998a; Hulland, 1999; Hair et al., 2012,
Hair et al., 2014; Solihin et al., 2011). In this study, it used WarpPLS 5.0 software.

Measurement Model Analysis

The measurement model analysis is used to evaluate the relationship between the
instruments and constructs to assess the reliability and validity (Solihin et al., 2011).
Reliability was assessed by composite reliability. Construct validity was analyzed in two
components, namely convergent validity, and discriminant validity. Composite reliability
is used to evaluate the construct measures’ internal consistency reliability. As shown in
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table 2, the composite reliability for each variable is above 0.70, which demonstrates that
each variable has acceptable reliability (Hulland, 1999; Hair et al., 2012; Hair et al., 2014).
Convergent validity is assessed using the factor loading and average variance extracted
(AVE). Table 2 shows that AVE values for all constructs are above 0.50. Furthermore,
factor loadings of all instruments of the model are significant (p<0.001) and greater than
0.60. The result demonstrates an acceptable convergent validity (Chin, 1998a; Hulland,
1999; Solihin et al., 2011).

Discriminant validity is used to assess whether a construct shares more variance with
its measures than with other constructs. It is evaluated by comparing the square root of
AVE as compared to the correlations among the latent constructs (Chin, 1998b; Hair et al.,
2012; Hair et al., 2014). Table 2 also shows that the square root of AVE on the diagonal
column is higher than the correlation between the variables of latent on columns other than
the diagonal. This result indicates that the discriminant validity has been fulfilled. Overall,
the analysis demonstrates that the measurement is reliable and valid (Chin, 1998b;
Hulland, 1999; Hair et al., 2012; Hair et al., 2014; Solihin et al., 2011).

Table 2. Reliability, AVE and Discriminant Validity

gg&%?ﬁitt; AVE AL PI oc Wi
AL 0.965 0.635  0.797
PI 0.997 0.775  0.675**  0.880
ocC 0.959 0722  0.606** 0578  0.849
IWI 0.926 0758  0.379**  0.466**  0.605**  0.871

Note : Diagonal elements are the square root of the AVE statistics. Off-diagonal elements are the correlations between the latent variable
calculated in PLS

**Significant at p < 0.001.

Structural Model Analysis

The structural model analysis is used to test the hypothesis, especially to examine
whether the effect of authentic leadership on internal whistleblowing intention is direct or
indirect (i.e., mediated by personal identification and organizational commitment).
Following Solihin et al. (2011), performing structural model analysis used a step-wise
approach (see also Baron and Kenny, 1986). First, we tested whether authentic leadership
directly affects internal whistleblowing intention (Hy). Second, we ran PLS by introducing
personal identification (H.), and organizational commitment (Hs) separately as mediating
variables. Thirdly, we ran PLS by including personal identification and organizational
commitment simultaneously as the mediating variables (Hs). The results of PLS structural
models can be seen in Table 3.
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The results (see Table 3, panel A) show that authentic leadership is positively
associated with internal whistleblowing intention (B = 0.432; p < 0.01; R? = 0.187).
Therefore, hypothesis H: which states that authentic leadership has a positive effect on
internal whistleblowing intention is supported. The result is consistent with the argument
by Liu et al., (2015), if employees believe their leaders, it will make employees aware that
violations and corruption are unethical behavior. Hence, employees have a desire to report
unethical behavior or become a whistleblower (Park and Blenkinsopp, 2009).

Table 3. PLS results (path coefficient, p-value, and R?)
Panel A. Direct Effect

Variable Path to
IWI
AL 0.432%**
R? 0.187
Panel B. Testing mediating effect of personal identification
Variable Path to
Pl IWI
AL 0.675*** 0.222%**
Pl 0.348***
R? 0.455 0.264
Panel C. Testing mediating effect of organizational commitment
Variable Path to
oC IWI
AL 0.626*** 0.104*
OoC 0.543***
R? 0.392 0.374
Panel D. Full Model
Variable Path to
PS Pl oC IWI
AL 0.398***  (.675*** 0.626***  0.010™
Pl 0.167***
OoC 0.453***
R? 0.158 0.455 0.392 0.396
***p < 0.01 (one-tailed)
**p<0.05
*p<0.10

ns (not significant)

Conducting further analysis by introducing personal identification and organizational
commitment separately as mediating variables reveals that authentic leadership has
positive effect on personal identification (B = 0.675; p < 0.01) and personal identification is
also positive effect on internal whistleblowing intention (f = 0.348; p < 0.10). However,
the effect of authentic leadership on internal whistleblowing remains significant (f =
0.222; p < 0.01) (see Table 3, panel B). This means that personal identification only
partially mediates the effect of authentic leadership on internal whistleblowing. Sobel test
result reveals that the mediating effect of personal identification in the influence of
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authentic leadership on internal whistleblowing intention is significant (z = 4.602; p <
0.01). This support H> which stated that authentic leadership has an indirect effect on
internal whistleblowing intention through personal identification. The result of this study is
supported by Liu et al., (2015) which states that if subordinates identify with their
authentic leaders, they can get more legitimate roles to report wrongdoing.

Furthermore, the result of study reveals that authentic leadership has positive effect
on organizational commitment ( = 0.626; p < 0.01) and organizational commitment is also
positive effect on internal whistleblowing intention (f = 0.543; p < 0.10). However, the
effect of authentic leadership on internal whistleblowing remains significant (B = 0.104; p
< 0.10) (see Table 3, panel C). This means that organizational commitment only partially
mediates the effect of authentic leadership on internal whistleblowing. Sobel test results
reveal that the mediating effect of organizational commitment in the influence of authentic
leadership on internal whistleblowing intention is significant (z = 6.433; p < 0.01). This
supports Hsz which stated that authentic leadership has an indirect effect on internal
whistleblowing intention through organizational commitment. Role modeling authentic
leadership behavior works to encourage and inspire followers through principle-based
behaviors that stimulate stronger commitment to organizational goals (Gatling et al., 2016).
Employees who have a strong organizational commitment are more likely to have internal
whistleblowing intentions (Alleyne, 2016; Brief and Motowidlo, 1986; Miceli et al., 1991;
Taylor and Curtis, 2010).

Overall, the results indicate that personal identification and organizational
commitment fully mediate the effect of authentic leadership on internal whistleblowing
intention (see Table 3 panel D). Full mediation exists if a significant direct effect of the
independent variable and dependent variable becomes insignificant after controlling for the
effects of the mediating variables (Solihin et al., 2011). The mediation is partial if the
relationship between the independent and dependent variable remains significant after
controlling for the effects of mediating variables (Baron and Kenny, 1986; Solihin et al.,
2011).

Table 4. The Indirect, direct, and total effects of AL on IWI

Path (AL-PI-1WI) 0.675 x 0.167 0.113
Path (AL-OC-IWI) 0.625 x 0.453 0.283
Indirect effect 0.396
Direct effect 0.010
Total effect 0.406

The results in Table 4 indicate that path coefficient of indirect effect authentic
leadership on internal whistleblowing intention via personal identification and
organizational commitment was 0.454. As the indirect effect, path coefficient value is
more than 0.05 (Bartol, 1983; Paino et al., 2014). This reveals that the mediating effect of
personal identification and organizational commitment in the influence of authentic
leadership on internal whistleblowing intention is significant. This support Hs which stated
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that authentic leadership has an indirect effect on internal whistleblowing intention through
personal identification and organizational commitment.

CONCLUSIONS, LIMITATION AND SUGGESTION FOR FUTURE RESEARCH

This study has made a unique and valuable contribution to our enhancing financial
and behavioral decisions associated with internal whistleblowing intention. This model
predicted that authentic leadership will affect internal whistleblowing intention.
Specifically, this study predicted that personal identification and organizational
commitment can mediate the effect of authentic leadership on internal whistleblowing
intention.

This study proves that personal identification and organizational commitment are
important factors in the influence of authentic leadership on internal whistleblowing
indirectly. This research supports the development of a construct that has been built by Liu
et al., (2015) about authentic leadership. Liu et al., (2015) test this construct in the context
of the China and the research is still in the early stages of development, especially in Asia.
Liu et al., (2015) also revealed that his research has never been tested by previous
empirical research. Thus, this study also provides evidence that the constructs were built
by Liu et al., (2015) have also been shown empirically in the context of Indonesia.
Particularly, this study developed a construct that has been built by Liu et al., (2015) by
adding variable organizational commitment. And this study has never been done in the
context of Indonesia.

The results obtained in this research contribute to theory in different ways. For
instance, it helps explain why internal whistleblowing intention could occur in the
organization and enriches the literature on whistleblowing. Moreover, the study shows that
authentic leadership is a relevant variable to understand how to make employees become
whistleblowers through the literature of personal identification and organizational
commitment. And it also contributes to the literature on personal identification and
organizational commitment by demonstrating that it could be a relevant mediating variable.
This study also suggests for the public sector to consider made whistleblowing reward
system (OECD, 2012). This is an important step to motivate employees that conduct
whistleblowing and is something that is encouraged and rewarded.

This study makes an interesting contribution, but it is not without important
limitations that should be kept in mind when interpreting the results and conclusions. First,
this study is related to sample size. The sample used in this study is relatively small.
Therefore, future studies should examine the model used in this study using larger samples
from other organizations or industries to validate the results of our study. Second, this
research only studied three mediates variables of internal whistleblowing intention. Future
research should add other mediates variables such as public service motivation (Caillier,
2015) and trust (Walumba et al., 2011) which are mediating among authentic leadership
and internal whistleblowing intention. Further study also can include different forms of
whistleblowing such as external whistleblowing (Nayir and Herzig, 2012).
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