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Abstract

Whistleblowing is reporting the unethical events within the
organization to superiors and/or external parties. When it is managed
professionally, it can be helpful for the organizations in order to prevent
degenerating of activities. On the other hand, if it cannot be managed
professionally, whistleblowing can be harmful for the organizations in terms
of causing harm to the reputation of the organizations. In this context, this
paper focuses on finding out the whistleblowing attitudes of the white collar
employees in the production sector. In the scope of the research, the employees
in the automotive sector in Bursa city are taken as samples. A survey form that
consists of demographic questions and Whistleblowing Scale is applied to the
potential participants via email. 235 responses have been gathered and the data
is analyzed via SPSS 22.0 package programme. According to the results, there
is a statistically significant difference between the socio-demographic
characteristics of the employees and their attitudes towards whistleblowing. It
is concluded that the employees use whistleblowing both internally and
externally.

Keywords: Whistleblowing, pandemic, production sector

Introduction

When the concept of “whistleblowing” is examined, it is observed that
there is no consensus on its definition (Cemaloglu & Akyiirek, 2017). In
general terms, whistleblowing is an ethical situation in which an employee is
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aware of an unethical behavior in the organization and notifies this to the
authorities in or out of the organization (Cross & Tiller, 1998; Becker, 2014;
Delk, 2013). Although whistleblowers are generally among the former
employees of the organization, they may be among the current employees as
well (Poitras, 2014; Baltac1 & Balci, 2017).

Today, rapidly changing and developing information and
communication technologies significantly affect human resources
management in organizations. In addition, unpredictable situations and crises
such as COVID-19 pandemic affect employees, who carry different
characteristics. Therefore, new management strategies are needed. Among
these strategies, whistleblowing strategies should also be developed and
followed professionally because of the fact that business ethics have an
important place in management practices in developed societies. With the
implementation of these strategies, organizational development and efficiency
can be increased (Cemaloglu & Akyiirek, 2017).

In this sense, the purpose of this research is to investigate the attitudes
of employees when it comes to whistleblowing. This paper starts with the
definition and examples of whistleblowing and continues with the ways of
whistleblowing along with the facts that cause whistleblowing. Based on
examples from previous research, the statistical research is presented in the
methodology section. In the scope of the research, white collar employees
(who work mentally instead of physically) in the production sector are taken
as population. Since it is impossible to reach the whole population in terms of
time and budget, the employees in the automotive sector in the city of Bursa
are taken as samples. A survey form, which consists of demographic questions
and Whistleblowing Scale (Park, Blenkinsopp, Oktem & Omurgonulsen,
2008) with 14 items, is prepared and delivered to the potential participants via
email. 235 responses have been gathered and the data is analyzed via SPSS
22.0 package programme.

1. Literature Review
1.1.  Whistleblowing

How employees behave in the organization is closely related to their
responsibility towards the organization and the value they add to the
organization. However, the global business world brings some negative
behaviors with it that affect the employees, that is, the ambition to be superior
to competitors and to earn more money can cause some unethical behavior,
either on purpose or not. The important thing is that negative events should be
prevented when they are known by the employees or managers in the
organization, and correct and necessary organizational environments should
be created. In this direction, it is extremely important to report the existing
situations to the relevant people in order to prevent unethical and immoral
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events in the organization. This situation is expressed as “whistleblowing”
(Sarioglu Ugur & Ozdemir, 2019).

The term “whistleblowing” is a word used due to the whistling of the
British police to warn a person who has a tendency to commit a crime (Bagol
& Karatuna, 2015). Today, whistleblowing is defined as reporting an unethical
or illegal event or situation to people who have the authority to solve this work.
Whistleblowing can be formal whistleblowing or informal whistleblowing.
When making an official/formal report, the whistleblower uses official
channels. When informing the situation with an informal report, the
whistleblower uses informal means such as informing someone he knows or
trusts about this situation (Gokge, 2014; Atilgan & Kog, 2019).

1.2. The Ways of Whistleblowing

Whistleblowing can be performed in two ways, as internal and
external. Internal whistleblowing is informing the authorities in the
organization about wrong behavior or action (Miceli & Near, 1994). External
whistleblowing, on the other hand, is transferring the information outside the
organization to the concerned parties (Chiasson, Johnson & Byington, 1995;
Jubb, 1999).

According to the observations, people who get involved in
whistleblowing use internal channels first (Mesmer-Magnus & Viswesvaran,
2005). This is because external whistleblowing can have more dangerous
consequences than internal whistleblowing. However, internal whistleblowing
is also not supported in the organizations. In this sense, employees who make
internal whistleblowing can often be suppressed or ignored by the
organization, especially by the managers. Therefore, being face with negative
attitudes such as mobbing or dismissal, and turning the situation into a kind of
cold war is thought to be worse than the failure of whistleblowing (Mesmer-
Magnus & Viswesvaran, 2005; Saygan Tuncay & Saygan Yagiz, 2020). On
the other hand, internal whistleblowing has some advantages for both
employers and employees such as giving the opportunity to deal with
problems inside, without external whistleblowing, which can lead to scandals
(Lewis, 2011).

External whistleblowing is defined as the reporting of illegal, improper
or unethical actions within the organization to the authorities outside the
organization. The authorities where information is transferred outside the
organization are the state, the authorized institutions of the state, and the
written or visual media. There are studies in the literature indicating that
external whistleblowing should not be used without referring to internal
whistleblowing, as it is more possible to damage the institutional identity of
the organization or cause an important crisis with the spread and dissemination
of information from these points. In this context, in cases where internal
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reporting is insufficient, external reporting should be applied (Eren & Orhan,
2013; Kartal & Sipahi, 2018).

1.3.  The Facts that Needs to be Whistleblowed”and the Facts that
Affect Whistleblowing
Whistleblowing can be defined as revealing information about
organizational activities that harm employees, third parties, or threaten the
public interest (Near & Miceli, 1985) as mentioned above and unfortunately
many unwanted, unpredictable, and unethical events and situations are
encountered almost every day in organizations. However, the situations that
require notice and thus whistleblowed can be listed as follows (Gergek, 2005):
e Crimes such as fraud and theft
¢ Incases of discrimination such as race, religion, gender and nationality
e In violation of discipline and ethical rules, laws, moral values, state
policy and legal regulations
e If there is a situation that threatens the safety or health of the society

Furthermore, The Government Accountability Project proposes four
ways for whistleblowing (Berg, 2020):
e Reporting unethical situation or a violation of the law to the proper
authorities
Refusing to participate in unethical situation in the organization
Testifying in a legal proceeding
Leaking evidence of the unethical situation to the media

When whistleblowing is considered as a process, it is possible to say
that this behavior includes four components. These can be listed as follows;
whistleblower, whistleblowing action, the party to whom the notification was
made, and the organization to which the notification was made (Miceli &
Near, 1985).

In short, members of the organization who engage in whistleblowing
can prevent the production of unsafe products produced by organizations, take
a step to correct unsuitable working conditions, or terminate fraudulent or
wasteful practices. These people can also prevent harm to customers or
employees, significant loss of sales, costly lawsuits that may be filed, or
negative advertisements that may cause the organization to lose reputation
(Dozier & Miceli, 1985; Miceli & Near, 1985; Saygan Tungay & Saygan
Yagiz, 2020).

Whistleblowers are affected by many factors such as personal factors,
situational factors, and organizational factors in the reporting process. At this
point, job satisfaction, organizational commitment, and attachment to moral
values constitute personal factors; social sensitivity of individuals is among

www.eujournal.org 47



http://www.eujournal.org/

European Scientific Journal, ESJ ISSN: 1857-7881 (Print) e - ISSN 1857-7431
September 2021 edition Vol.17, No.32

situational factors; and their belief in organizational culture is among
organizational factors. Employees’ decision and preference behaviors are
shaped on the axis of these factors. They may decide to avoid doing anything
in order to eliminate the mistakes they see, or they may first tell their friends
and other employees that they see close to them or report the situation to the
management within the organization. If they cannot, or they become
unsuccessful, they report the situation outside the organization or they may
have to leave the organization by losing their belief in solving this problem or
by being subjected to psychological harassment, violence etc., due to their
actions (Kartal & Sipahi, 2018).

In addition, when the literature is scrutinized, it is observed that there
are five main factors that are likely to affect whistleblowing activities
(Hassink, Vries & Bolle, 2007; Cemaloglu & Akyiirek, 2017).

Cultural/Ethical Factors: It is seen that there may be a difference
between the perceptions of people who have a certain culture towards
whistleblowing, and at the same time, studies support this idea. For example,
employees in Asian countries (such as Japan and China) tend to display more
whistleblowing behavior than the employees in Western countries (such as
America).

Retaliation and Revenge: If an employee believes that he/she will face
negative consequences (such as a harsh punishment) when he/she reports an
unethical behavior, he/she can stop whistleblowing.

Psychological Factors: The concept of organizational commitment,
especially emotional commitment, are among these factors. An employee who
is committed to his/her organization tends to whistleblow unethical practices
in the organization as long as this creates an advantage to the organization.

Structural Factors: This factor includes organizations’ policies about
whistleblowing and legal regulations. As long as an organization acts with
policies and practices that encourage whistleblowing, an employee tends to
display more whistleblowing behavior. Otherwise, the employee is unlikely to
be whistleblowing.

Type of Wrong/Unethical Practices: Whistleblowing varies,
depending on the type of wrong/unethical practices.

1.4.  The Dangers for Whistleblowers and the Steps that Needs to be

taken for an Efficient Whistleblowing Policy

Whistleblowing behavior is an ethical behavior that is expected by
everyone in terms of announcing the unethical and immoral behaviors and
practices in an organization through internal or external ways, but there are
also dangers especially for the whistleblower (Gergek, 2005; Cigdem, 2013):

e To draw attention to the whistleblower
To give a weak track record/history
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Forcing the whistleblower to be in silence via threats
Applying mobbing to the whistleblower

To lay the groundwork for failure

To sue

Destroying the whistleblowers career

In this sense, it can be easily understood that in all organizations there
should be whistleblowing policies, as it is mentioned in the previous sections.
An effective whistleblowing policy should be established within the
organization in order to prevent the above mentioned dangers to the
whistleblower. In order to create an effective whistleblowing policy within the
organization, the steps that the organization should take are as follows (Uyar
& Yelgen, 2015):

Determination of top management
Education

Contact

Ombudsman Office

Control and Supervision

Rewarding

Punishment

Protection

Written rules and codes

Fair investigation process and public announcement of the result
Providing correct information to the public

1.5. Previous Researches

Whistleblowing is a recently researched subject in both international
and especially national context. In this section of the study, the previous
researches are tried to be presented as examples.

As for international research, Rothwell and Boldwing (2006) stated
that friendship and group climate have a negative effect on the realization of
whistleblowing behavior in organizations; that is to say that, they concluded
that this climate reduces whistleblowing.

Mesmer-Magnus and Visweswaran (2005) investigated the
whistleblowing tendencies of employees in organizations. As a result of the
research, it has been found that the older the age of the employees, and the
more the job satisfaction, the less the whistleblowing behavior.

Lindblom (2007) examined the situation between whistleblowing and
ethical dilemma in his research. As a result of the study, it was emphasized
that it is an ethical behavior to report negativities/unethical behaviors to the
authorities, especially in situations that concern the public.
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As for national studies, Saygan Tugay and Saygan Yagiz (2020), in the
article they wrote, examined the summary parts of the articles in the literature
and made “content analysis”. According to their content analysis, the interest
in “whistleblowing” in Turkey has increased in recent years and the articles
mostly contain empirical research.

Baltact and Balc1 (2017) made interviews via semi-structured
interview forms with 20 teachers, 12 administrators, and 7 inspectors. At the
end of the research, the individual, organizational and social reasons for
whistleblowing have been categorized. Among the individual reasons, the
considerations of protecting and gaining interests were found. Among the
organizational reasons, there have been found business ethics and the
expectation of subsequent promotion. As for the social reasons, social
benefits, social justice, and religious belief were found.

Ozaslan and Unal (2016), in their research, aimed to develop
suggestions on measures that can be taken to understand the opportunities of
teachers to exhibit disclosure behavior (whistleblowing) and to encourage
teachers to reveal behavior by using the opinions of teachers, school
administrators, and education supervisors. As a result of the research, it was
found that the nature of the defect and how it was perceived was a determining
factor in the teachers’ courage to reveal their personal characteristics.

2. Methodology

Quantitative analysis is focused on objective measurements and
statistical or mathematical analysis by collecting data through methods such
as questionnaires. By collecting numerical data, quantitative analysis
concentrates on generalizing this data to individual groups or explaining a
particular phenomenon (Babbie, 2010).

The main problem and research hypothesis of this research focus on
the “what” and “to what extent” of the relation between the demographic
characteristics of the white collar employees in production sector
organizations and their attitudes towards whistleblowing. In this context, the
method of the study has been determined quantitatively. The sample of the
study is taken as employees in the automotive sector in Bursa city.
Questionnaire forms were used as a data collection method. The questionnaire
forms prepared consist of demographic questions (gender, age, education,
experience, department) and Whistleblowing Scale that is developed by Park
et al. (2008) with 14 items, and delivered to the participants via email. 235
responses were gathered. The gathered data were analyzed in the SPSS 22.0
package programme. The reason why White collar employees are taken as a
sample is the fact that they work mentally and thus, they pay more attention to
the unethical situations within the organization. As for limitations, although
there are a number of researches in both international and national literature,
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the research on sector based is not adequate in terms of making comparisons
of the results.

2.1.  Hypothesis

Ho: There is no statistically significant difference between the socio-
demographical  (gender, age, education, experience, department)
characteristics of white collar employees in the production sector and their
attitudes towards whistleblowing. ho: p1> p2

Hai: There is a statistically significant difference between the socio-
demographic (gender, age, education, experience, department) characteristics
of white collar employees in the production sector and their attitudes towards
whistleblowing. hi: pi> 2

2.2.  Demographical Findings

According to demographical findings, 85 (36,2%) participants are
women while 150 (63,8%) participants are men. As for age groups, 30 (12,8%)
participants are in 18-29 age group, 82 (34,9%) participants are in 30-39 age
group, again 82 (34,9%) participants are in 40-49 age group, 29 (12,3%)
participants are in 50-59 age group, and 12 (5,1%) participants are in 60+ age
group. In terms of education, 8 (3,4%) participants have high school degrees,
207 (88,1%) participants have undergraduate degrees, and 20 (8,5%)
participants have post-graduate degrees.

2.3.  Reliability Findings

The questionnaire form consists of two parts. The first part includes
demographic questions and the second part includes the Whistleblowing Scale
developed by Park et al. (2008). The original scale consists of 14 items and 2
dimensions named Internal Whistleblowing and External Whistleblowing. It
was observed that the expressions of the scale in the current study were
gathered under 2 dimensions as the original one. According to the reliability

analysis of the scale, the Cronbach's alpha value is 0.780.
Table 1. Cronbach’s Alpha Value of the Scale

Scale Cronbach’s Alpha Value Number of Items

Whistleblowing Scale ,780 14

2.4.  Descriptive Statistics

The descriptive statistics results of the Whistleblowing Scale show that
the most important item according to the participants is the 3rd statement with
a mean of 3.52, “I report the incident to the relevant employee’s manager”.
Secondly, the idea of “I report the error to the relevant people in the
institution” which is the 1st statement with an average of 3.29. At this point,
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it can be concluded that employees give great importance to reporting any
incident to the superiors, which is internal whistleblowing. In the third place,
there is the idea of “I report the incident in accordance with the existing
procedures”, which is the 12th statement with 3.24 average.

The least important thought of the participants was the 9th statement
“I report the incident with a fake name” with an average of 1.54. From this, it
can be concluded that the participants do not prefer keeping their identities as
secret in the process of whistleblowing and thus, they prefer to be honest,
which implies that employees support the well-being of their organizations
and that is why they report the incidents to the superiors in order to take
precautions.
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Table 2. Descriptive Statistics

Items Totally Disagree Neutral Agree Totally X Standard
Disagree Agree Deviation

1-1 report the error to the relevant people in | fi 14 59 62 44 56 3,29 1,24506

the institution. Y fi 6,0 25,1 26,4 18,7 23,8

2-1 make sure that the senior management is | fi 22 33 81 64 35 3,24 1,15317

aware of the incident. Y.fi 9,4 14,0 34,5 27,2 149

3-1 report the incident to the relevant | fi 0 47 83 40 65 3,52 1,09899

employee's manager. Y fi 0 20,0 35,3 17,0 21,7

4-1 report the error to the relevant people | fi 100 34 77 4 20 2,19 1,24788

outside the institution. Y fi 42,6 145 32,8 1,7 8,5

5-1 inform the authorities outside the | fi 114 47 23 14 37 2,20 1,48525

institution. Y.fi 48,5 20,0 9,8 6,0 15,7

6-1 let large masses learn about the event | fi 136 48 41 0 10 1,72 1,03160

outside the company. Y fi 57,9 20,4 174 0 4,3

7-1 report the incident by stating my own | fi 91 8 76 23 37 2,60 1,47079

name. Y fi 38,7 3,4 32,3 9,8 15,7

8-1 report the incident by giving detailed | fi 63 48 68 28 28 2,61 1,31645

information about myself. Y.fi 26,8 20,4 28,9 11,9 11,9

9-1 report the incident with a fake name. fi 188 0 23 14 10 1,54 1,14780
Y fi 80,0 0 9,8 6,0 4,3

10-1 report the incident but avoid giving any | fi 118 35 51 19 12 2,02 1,22787

information about myself Y. fi 50,2 14,9 21,7 8,1 51

11-1 use official ways to announce the event. | fi 67 40 71 42 15 2,56 1,25018
Y. fi 28,5 17,0 30,2 17,9 6,4

12-1 report the incident in accordance with the | fi 23 49 52 69 42 3,24 1,24668

existing procedures. Y. fi 9,8 20,9 22,1 294 17,9

13-1 report the incident unofficially to my | fi 104 42 75 14 0 1,99 1,00213

colleagues whom | believe can solve the | Y.fi 443 17,9 31,9 6,0 0

problem and that | am close to.

14-1 convey the error informally to a person | fi 131 6 41 39 18 2,17 1,43595

who | trust and who has the authority to solve | Y.fi 55,7 2,6 17,4 16,6 7,7

the problem.
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2.5.  Factor Analysis

According to the factor analysis (Table 3), it was seen that the
Whistleblowing Scale was collected under two dimensions. These dimensions
have been named as External and Internal Whistleblowing. While the External
dimension explains the Whistleblowing Scale with a percentage of 42,689, the
dimension of Internal whistleblowing explains with a percentage of 30,270.

The cumulative percentage of both dimensions was found to be 72,959.
Table 3. Explained Total Variance

Component  Calculated Sum of Squares Rotated Sum of Squares
Total % Cumulative%  Total %Variance  Cumulative%
Variance
3,949 49,363 49,363 3,415 42,689 42,689
1,888 23,596 72,959 2,422 30,270 72,959

2.6. Comparative Statistics

The Mann-Whitney U and Kruskal-Wallis tests were used to analyze
whether there was a statistical difference in the answers given by the
participants according to their socio-demographic findings regarding the
dimensions obtained as a result of the factor analysis (Table 4). It was
observed that there was a statistically significant difference in both socio-
demographic characteristics (gender, age, education, experience, department)
and both dimensions (internal/external) (p <0.05) except from internal
whistleblowing for experience characteristic. Hence, the H1 hypothesis, there
is a statistically significant difference between the socio-demographic (gender,
age, marital status, education, income) characteristics of white collar
employees in the production sector and their attitudes towards whistleblowing.

h1: ul> p2, was accepted.
Table 4. Comparative Statistics

Variable Dimension Test Statistics P
Gender External Mann-Whitney | 4138,500 ,000
Internal U ,000
3712,000
Age External Mann-Whitney | 41,573 ,000
Internal U 60,551 ,000
Education External Kruskal-Wallis | 41,070 ,000
Internal 29,636 ,000
Experience External Kruskal-Wallis | 24,699 ,000
Internal 6,193 ,103
Department  in | External Kruskal-Wallis | 7,944 ,000
the Organization | Internal 3,598 ,003
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Conclusion

Despite the increasing importance given to ethics in the business world
today, unethical behaviors and practices are frequently encountered in recent
years. It is possible to encounter whistleblowing examples in the context of
interfering with such behaviors and applications (Kartal & Sipahi, 2018).

According to the findings of the current study on whistleblowing
attitudes of the white collar employees, there is a statistically significant
difference in both socio-demographic characteristics (gender, age, education,
experience, department) and both dimensions (internal/external) (p <0.05)
except from internal whistleblowing for experience characteristic. In this
sense, it can be concluded that the employees use whistleblowing both
internally and externally. This result may imply many causes such as
employees’ desire for the well-being of their organizations. They may report
every incident to their superiors in order to take precautions as mentioned
before. In addition, for more important incidents, they may prefer to report the
incidents to the external parties in order to prevent their organizations from
bringing harm to the society. In short, it can be concluded that the employees’
desire is protecting both their organizations and the society. It should also be
added that during the COVID-19 process, most of the organizations have been
affected. In this sense, it can be concluded that the participants try to protect
their organizations from facing more harm because of unethical situations
within the organization. Although there are a number of researches in both
international and national literature, the research on sector based is not
adequate in terms of making comparisons of the results. In addition, the fact
that the pandemic conditions are almost new, and there is almost no research
in the literature in terms of whistleblowing attitudes of the employees under
the pandemic conditions.

For further studies, these kinds of research would shed light to the
academicians because of the fact that there is a lack of research in the area of
whistleblowing, which is in fact a really important area in terms of
organizations. Furthermore, professionals and managers can get help from the
researchers and analyze the whistleblowing activities in their organizations. It
should not be forgotten that whistleblowing activity can be harmful for the
organizations if it is carried by employees who have bad intentions.
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