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ABSTRACT

Incidences of organisational malpractices in Western conglomerates like Enron, WorldCom,
and Tyco, are evolving into discussion topics among people in the world. This phenomenon
has provided impetus for scholarly studies on whistleblowing, and particularly, the need to
explore the reasons behind such problems. This study is embarked to examine whether the
variables such as organizational commitment and status of wrongdoers have significant
influenced towards external whistleblowing intentions among Sime Darby staff. This
quantitative study focuses on Sime Darby staff by using a hypothesis testing study and
utilizing questionnaires to collect the data from the respondents. The empirical study shows
that both organizational commitment and status of wrongdoer variables have significant
influenced towards external whistleblowing among Sime Darby staff. This study is vital as it
supplements the information to the existing body of knowledge on whistleblowing issues in
Malaysia.

Keywords: Status of wrongdoer, Organizational Commitment, Sime Darby Berhad, External
Whistleblowing intentions.

1.1 INTRODUCTION

This study probes whether the variables such as organizational commitment and status of
wrongdoer influence external whistleblowing intentions among Sime Darby staffs.
Whistleblowing intentions can be defined as “an individual’s probability of actually engaging
in whistleblowing behaviour”(Chiu, 2002). In other words, this study examined if an
individual in the organisation would report the organisational wrongdoings to the
enforcement agencies. Meanwhile, Kaptein (2011) defined external whistleblowing as an
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individual act to inform external parties such as enforcement agencies and Media about the
occurrence of malpractices in the organization. In Malaysia, enforcement agencies refers to
government bodies such as Malaysian Anti-Corruption Commission (MACC), Polis Diraja
Malaysia (PDRM), Road Transport Department, Immigration Department and so on.

2.1 LITERATURE REVIEW
2.1.1 Organizational Commitment

Organisational commitment refers to “the extent at which an individual incarnates the goals
and values of an organisation and exerts productive role to obtain these goals and values”
(Farooq et al., 2011, p. 154). Meanwhile, according to Wang and Oh (2011), organisational
commitment means an individual’s loyalty to stay working in the organisation. Street (1995),
in his theoretical study, found that there was a straightforward association between the level
of organisational commitment and individual’s intention to blow the whistle. According to
Taylor (2007), a person who possess strong organizational commitment may report the
malpractice behaviour to the authority since the act is able to stop the organization from
further harm. Somers and Casal (1994) and Taylor and Curtis (2007) in their studies found
that organizational commitment has a significant influenced towards individual’s intention to
whistleblow. Besides that, Wang and Oh (2011) found that employees who possess strong
organizational commitment are willing to report the occurrence of wrongdoings in software
projects.

Somers and Casal (1994) postulated the employees who possess strong organizational
commitment willing to whistleblow because he or she wants to put their organisation back on
course as he or she hopes that the wrongdoings in the organisation can be stopped
immediately. Besides that, Brief and Motowidlo (1986) mentioned that a person who possess
strong organizational commitment are more likely to act similar like prosocial behaviour by
reporting the wrongdoings to the authority than those who are not strong in organizational
commitment. According to Mowday et al. (1982), organisational commitment comprises of
(a) a strong belief in and acceptance of the organisation goals and values, (b) a willingness to
great endeavor on behalf of the organisation, and (c¢) a solid passion to sustain membership in
the organisation (p.27). All elements of organisational commitment show dispositions toward
prosocial behaviour. In other words, individuals who appear to have high organisational
commitment are committed to prosocial behaviour as they are really concerned about the
wellbeing of others in the organisation. Meanwhile, Kaptein (2011) believed that a person
may support the ethical principles in the organization if he or she possess strong
organizational commitment. According to Westin (1981), a person who has strong
organizational commitment will try to whistleblow to external parties if they are being
retaliated by the wrongdoer(s). Therefore, the following sub-hypothesis was offered:

Hypothesis 1:

Sime Darby Berhad staff with higher organisational commitment are more likely to blow the
whistle externally.
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2.1.2 The Status of Wrongdoers

Several studies carried out by Gundlach et al., (2003), Ryan, and Oestreich (1991) and
Dozier, and Miceli (1985) found that the subordinates will be less prone to report the
wrongdoings committed by the person who possessed high position in an organization such
as the Chief Financial Officer and Chief Executive Officer. Fragale et al. (n.d) mentioned that
this situation happened because the employees believed that these type of officers will
retaliate and punish them. Gundlach et al. (2003) explained that the subordinates such as
clerks refuse to whistleblow as they think that they have lack of power to halt the
wrongdoings committed by higher position works. This situation may hinder the organization
to stop malpractices especially when the workers depends on the wrongdoer for resources. In
addition, it is very challenging to halt the wrongdoings devoted by the wrongdoers who
possess high status level in the organisation if the organisation is heavily dependent on them
for survival of the organisation. In this case, the wrongdoer who possess high ranking
position may retaliate the whistleblower by not paying salary, bonuses and so on (Chung et
al., 2004). It can be supported by Ryan, and Oestreich (1991) who contend that higher
position workers have greater chances and resources to punish and revenge against lower
position workers.

From the above statements, it is believed that the higher the status of wrongdoers in an
organisation, the less likely the potential of employees to blow the whistle. This is because,
they believed that the high status level wrongdoers in the organisation have power to retaliate
them. According to Miceli, and Near (1992), before a person whistleblow, he or she will
examine if the wrongdoer has higher status in the organisation and has the ability to revenge
against them. According to Miceli, Near and Schwenk (1991), the observer of wrongdoing
will be less likely to whistleblow if he or she found that the wrongdoer possess both
elements.

Hypothesis 2:

The higher the status of wrongdoers in the organisational hierarchy, the lesser the intention
among Sime Darby Berhad staff to blow the whistle externally.

3.1 RESEARCH METHODOLOGY

This study utilizes purposive sampling technique as only those staff who are working at Sime
Darby Berhad’s headquarter in Kuala Lumpur become the respondents of the study. The
population of the study is 419 staff and the sample size is 200 staff. However, only 120
samples were usable for data analysis. This study adopt items from Mowday’s (1979). In the
first section, the respondents were given statements related to the organisational commitment
and they need to decide if the statements belong to them. The questions represented by a five
point scale, which is from “Strongly Disagree” to “Strongly Agree”, Besides that, the five
point scale also was used to assess the status of wrongdoer in the study. Besides that, another
five-point scale was used in order to assess the status of wrongdoer in the study. The
respondents were also given four vignettes (Scenarios) and they need to evaluate if the
wrongdoers in the vignettes possess higher level position. The scales were ranged from “Not
at All Powerful” to “Very Powerful”.
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Besides that, Hunt, and Vitell (1986) highlighted that people can measure an indvidual’s
intention to commit certain act by asking him or her the probability of the person to actually
perform the behaviour. This study employed a five-point Likert scale, which was designed
from “less likely” to “very likely”. This measurement is similar with the study done by
Syahrul (2011), Ayers, and Kaplan (2005), and Kaplan and Schultz (2007). The respondents
were given four different scenarios (vignettes) and they were asked about their level of
likelihood to engage in the external whistleblowing behaviour.

4.1 FINDINGS

Table 4.1 below shows that both independent variables are significantly influenced the
employees’ external whistleblowing intentions as the P value is less than 0.1. Specifically, the
workers who are very committed working in Sime Darby will be more likely to blow the
whistle externally as they believed that by blowing the whistle, it will help the organization to
stop the wrongdoings. Besides that, table 4.1 also shows that status of wrongdoer also has a
significant influenced towards external whistleblowing intention. In other words, the
respondents would still blow the whistle externally even though the wrongdoer is a
production manager in the organization.

Table 4.1: Regression Results for Organizational Commitment and Status of Wrongdoers
towards External Whistleblowing Intentions

B Std. Error B t Sig.
Organisational 434 239 186 1.819 072
Commitment
Status of 308 125 227 2471 015
Wrongdoer

Notes: *** p <0.01, ** p <0.05, and * p <0.10.

5.1 DISCUSSION
5.1.1 ORGANIZATIONAL COMMITMENT

A person who possess strong organizational commitment will be more likely to display
prosocial behaviour than those who are not high in organisational commitment (Miceli, &
Near, 1992; Street, 1995). It is assumed that a person who has a prosocial behaviour is more
likely to help the organization to stop malpractices in the organisation. They are more
appreciated and willing to stay with the organisation for a long period of time. Therefore,
they are more likely to report wrongful act to the authorities with the hope that such acts can
be stopped immediately. Mesmer-Magnus, and Viswesvaran (2005) stressed that individuals
who are very committed with the organisation are more likely to stay in the organisation and
are inclined to report wrongful acts to authorities.
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The descriptive findings depicts that a majority of employees were committed to the
organisation and they were more likely to whistleblow if they were confronted with wrongful
acts. This is because, the employees wanted to rectify problems in the organisation, as well as
to provide benefits for others within and outside the organisation. There are several benefits
of blowing the whistle. By disclosing wrongdoing in an organisation, whistleblowers can
avert harm, protect human rights, help to save lives, and safeguard the rule of law
(Transparency International, 2010). Whistleblowers provide benefits for others within the
organisation. For example, it may prevent the organisation from having substantial loss, for
example, embezzlement. Hence, it will ensure that the company would enjoy more profits,
and at the same time, the workers would be able to enjoy bonus or increase in salary. In
addition, whistleblowing also provides benefits for people outside the organisations, for
example, the customers. The act of whistleblowing is able to prevent the customers from
consuming hazardous products.

5.1.2 STATUS OF WRONGDOER

Dozier, and Miceli (1985); Gundlach et al., (2003), and Ryan, and Oestreich (1991) in their
studies found that status of wrongdoer does not influence whistleblowing intention among
staff. In general, the status of wrongdoer in this study did not significantly influence external
whistleblowing intentions. Specifically, the multiple regression analysis showed that the
relationship between the status of the wrongdoer and whistleblowing intentions only
happened in Vignette 2. The wrongdoer in Vignette 2 held a lower organisational position
(Production Manager), as compared to Vignette 3 (CEO) and Vignette 4 (CFO). In other
words, the staff in Sime Darby would only blow the whistle to the enforcement agencies only
when the wrongdoer possesses a lower management level in the organisation.

6.1 CONCLUSION

This study found that a majority of employees were committed to the organisation and they
were more prone to whistleblow externally if they were encountered with wrongful acts. This
is because, the employees wanted to rectify problems in the organisation, as well as to
provide benefits for others within and outside the organisation. The act of whistleblow offers
several benefits such as reduce organizational harm, save people lives and uphold the rule of
law (Transparency International, 2010). Besides that, it may prevent the organisation from
having substantial loss, for example, embezzlement. Hence, it will ensure that the company
would enjoy more profits, and at the same time, the workers would be able to enjoy bonus or
increase in salary. In addition, whistleblowing also provides benefits for people outside the
organisations, for example, the customers. The act of whistleblowing is able to prevent the
customers from consuming hazardous products.
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