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Abstract  

Organizational wrongdoing incidences have been widely spread throughout the business world. 

Accounting professionals are the key human resources who find evidence of wrongdoing in firms and 

have the opportunity to report it. The purpose of this study is to examine the relationship between the 

perception by accounting professionals concerning valid predictors for whistle-blowing and their 

preferences in doing so. Using the survey method, 177 responses were collected from Turkish 

accounting professionals. A partial least square structural equation model was constructed to test both 

the reliability and validity of the measurement and the structural model. The results showed that the 

‘ethics and professional benefit’ and ‘corporate benefit’ dimensions of whistle-blowing predictors 

have significant positive impact on ‘internal whistle-blowing’. However, the accountants’ perceptions 

of ‘fear of retaliation’ and ‘corporate benefit’ as whistle-blowing predictors have positive influence on 

‘anonymous whistle-blowing’. Finally, while perception of the accountants about ‘fear of retaliation’ 

has a positive relationship for deciding to not blow the whistle, the accountant professionals who have 

more ‘corporate benefit’ whistle-blowing perception have less propensity to not blow the whistle.   

Keywords: Whistle-blowing predictors, Whistle-blowing, Accounting professionals, Partial least 

square structural equation model.  

JEL Classification: M40, M41, C83  

 

Introduction  

Incidences of wrongdoing in organizations have been spread widely throughout the business 

world. A recent rash of corporate wrongdoing has made individuals skeptical about many business 

financial activities. One of the reactions to wrongdoing in organizations is whistleblowing by 

individuals. Whistle-blowing is briefly defined as reporting wrongdoing to an individual or 

organization who is believed to have the power to correct the problem (Near and Miceli, 1985). Since 

the benefits of whistle-blowing for wider society seem to be increasingly well accepted (Park, 

Blenkinsopp, Öktem, Omurgonulsen, 2008), research interest in the subject has increased (Taylor, and 

Curtis, 2010; Nayir and Herzig, 2012). According to whistle-blowing studies, the greatest number of 

wrongdoing reports is made by individuals close to the inner workings of the organization (Mesmer-

Magnus, and Viswesvaran, 2005).  

Accounting professionals are from these individuals. They are the key human resources who 

measure and disclose the financial information of organizations to the public (Ferrell, Fraedrich, & 

Ferrell, 2015). Due to their close relationship with companies, they may discover wrongdoing in firms 

and blow the whistle about it. The aim of this study is to examine the relationship between the 

perceptions of accounting professionals regarding predictors for whistle-blowing and their own 

whistle-blowing intentions.  

There are several contributions of this study. The focus of whistle-blowing research generally 

identifies the conditions under which whistle-blowing intentions are formed and action taken, and 

retaliation occurs (Ellis and Arieli, 1999; Miceli and Near, 2002). Literature concentrating on the 

relationship between whistle-blowing predictors and preferences for whistle-blowing intention is 
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severely limited. Empirical studies which examine this relationship in the context of non-Western 

countries are also lacking. This study tries to fill this gap in the whistle-blowing literature. In this 

regard, the purpose of the study is to explore the impact of the perceptions of Turkish accounting 

professionals about whistle-blowing predictors on their intentions of specific whistle-blowing modes. 

 

Theoretical Background and Hypotheses 

Whistle-blowing is “the disclosure by organization members (former or current) of illegal, 

immoral, or illegitimate practices under the control of their employers, to persons or organizations that 

may be able to effect action.” (Near and Miceli, 1985, p. 4). Whistle-blowers can conceivably help 

organizations to correct wrong and harmful activities such as unsafe products or to prevent fraudulent 

practices and, thus, to avoid substantial adverse consequences in the long run (Miceli and Near, 1985). 

On the other hand, they may threaten the organization's authority structure (Weinstein, 1979). In this 

regard, there are two views of thought considering whistleblowers in the literature. While the first view 

sees a whistleblower as an individual with the interest of the organization and/or society at heart when 

blowing the whistle, the second shows them as traitorous violators of organizational norms (Rothschild 

and Miethe 1999). The damaging effects created by the wrongdoings of organizations on financial 

wellbeing in global business justifies the approach of the first view and makes the whistle-blowing act 

become a prosocial behavior. Even though whistle-blowing can benefit whistleblowers personally, it 

generally benefits persons or organizations other than the whistleblowers (Dozier & Miceli, 1985). 

Many studies about the ways in which employees might blow the whistle have been made, 

distinguishing these avenues (Grant, 2002; Park, Rehg and Donggi, 2005). One of these studies is Park 

et al. (2005; 2008)’s whistle-blowing typology which is based on three dimensions. Each dimension 

in this typology represents a whistle-blowing choice for the employee – formal versus informal, 

identified versus anonymous, and internal versus external. Formal whistle-blowing is an institutional 

form in which a whistle-blower reports wrongdoing by following the standard organizational 

procedures, while the whistle-blower reports wrongdoing by personally telling close associates or 

superiors in the informal whistle-blowing. Rohde-Liebenau (2006) categorizes this as authorized 

versus unauthorized whistle-blowing. Identified versus anonymous whistle-blowing is based upon 

whether a whistle-blower uses his or her real name in reporting a wrongdoing. The whistle-blower 

sometimes uses an assumed name in the latter case. Finally, internal versus external whistle-blowing 

is related to which inside or outside authority to which the whistle-blower provides information.  

Employees report wrongdoing to a supervisor or another authority within the organization in internal 

whistle-blowing, whereas they prefer reporting it to outside agencies in external whistle-blowing.  

Regarding distinguished ways to blow the whistle, research suggests that nearly all whistle-

blowers attempt to report wrongdoing through internal channels before using external channels (Miceli 

and Near, 1992, 2002). Despite the less threatening characteristics of internal whistle-blowing to 

organizations, it is often not welcomed and rather, whistle-blower reports about wrongdoing are 

frequently ignored (Miceli et al., 1991). Due to this reason and a belief that no corrective action will 

be taken, whistle-blowers may be reluctant to blow the whistle. Verschoor (2005)’s findings that 

almost half (44%) of all employees who are aware of individual or corporate wrongdoing do not 

disclose their observations to anyone supports this theory of whistle-blower’s reluctance.  However, 

whistle-blowers are likely to prefer external channels rather than attempting to make an internal report 

when they observe the wrongdoing continuing. This appears to be especially strong when the whistle-

blower fears retaliation from the organization, its supervisors, or their coworkers (Miceli and Near, 

1985).  

While retaliation is observed as one of the serious consequences of whistle-blowing in the 

literature, it can serve as an antecedent or predictor as well (Miceli and Near, 1985). The literature 

proposes that potential whistle-blowers, who have a fear of retaliation by organization are much less 

likely to blow the whistle than employees who do not perceive a retaliatory environment (Hwang, 

Staley, Chen, and Lan, 2008). Management may take two types of steps when presented with whistle-

blowing: disregarding or taking appropriate actions and rewarding or retaliating against the whistle-
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blower (Near and Miceli, 1986). The main motivation of organizations to engage in retaliatory acts 

may be due to their desire to (1) silence the whistle-blower completely, (2) prevent the full public 

knowledge of the problem, (3) discredit the whistle-blower, and/or (4) discourage other potential 

whistle-blowers from coming forward (Miceli and Near, 1994; Parmerlee, Near and Jensen, 1982). 

There are other predictors for whistle-blowing. Dasgupta and Kesharwani (2010) categorized the 

predictors into the altruistic perspective of the whistle-blowers, motivational and psychological 

perspective, and prospective reward. Altruistic concerns briefly refer to concern for the well-being of 

others (Vandekerckhove and Commers, 2004; Dinc, and Aydemir, 2014). The altruistic predictor for 

whistle-blowing is the desire to correct the wrongdoing which is harmful to the interests of the 

organization itself, the consumers, the co-workers and/or society at large (Vandekerckhove and 

Commers, 2004). This predictor is named as corporate benefit in this study. Final predictor which is 

affecting whistle-blowing intention in the literature is ethics and professional benefit. Hwang et al. 

(2008), in their study of professional accountants in China, identified professional ethics and personal 

morality as crucial predictors for whistle-blowing intentions.  

Whistle-blowing is perceived as a negative act in Turkey where this study was conducted. 

According to Nayir and Herzig (2012), openly complaining about ethical misconduct has not been 

common in Turkey. They proved this observation through evidencing from The Global Corruption 

Barometer Report published by Transparency International (2009), which demonstrates that many 

individuals do not lodge formal complaints out of fear of potential harassment and retaliation.  

There are several studies contributing to the understanding of whistle-blowing predictors and 

whistle-blowing intention. For example, Pillay, Ramphul, Dorasamy, and Meyer (2018) examined 

demographic variables and cultural values impacting on whistleblowing intentions in the public 

services of two developing African countries. In another study, Fatoki (2013) investigated the impact 

of the strength of retaliation on internal whistle-blowing intention of accounting students and found 

that the whistle-blowing intention becomes weaker as the threat of retaliation becomes stronger. 

However, some studies explored these relationships in the context of Turkey. One of them is Park et 

al. (2008)’s study which reveals that there is a preference for internal over external reporting in general. 

Another study has been completed, identifying the relationship between Turkish teachers’ perception 

of whistle-blowing and the reasons it occurs (Celep and Konakli, 2012). Their findings demonstrated 

that teachers have a tendency to blow the whistle because of their positive feelings for their 

organization and associates. They also found that women have a greater whistle-blowing tendency 

than men. A recent study also showed that accountants’ perception of whistle-blowing reasons such 

as fear of retaliation have positive relationships with anonymous whistle-blowing (Dinc, Kuzey, 

Gungormus, and Atalay, 2017). Based on the previous literature discussed above, the following 

hypotheses are posited: 

Hypothesis 1a: The fear of retaliation has a significant negative influence on external whistle-

blowing.  

Hypothesis 1b: The fear of retaliation has a significant positive influence on anonymous whistle-

blowing.  

Hypothesis 1c: The fear of retaliation has a significant negative influence on internal whistle-

blowing  

Hypothesis 1d: The fear of retaliation has a significant positive influence on no whistle-blowing 

Hypothesis 2a: The corporate benefit has a significant positive influence on external whistle-

blowing.  

Hypothesis 2b: The corporate benefit has a significant positive influence on anonymous whistle-

blowing.  

Hypothesis 2c: The corporate benefit has a significant positive influence on internal whistle-

blowing. 

Hypothesis 2d: The corporate benefit has a significant negative influence on no whistle-blowing. 

Hypothesis 3a: The ethics and professional benefit has a significant positive influence on internal 

whistle-blowing.   
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Hypothesis 3b: The ethics and professional benefit has a significant positive influence on external 

whistle-blowing. 

Hypothesis 3c: The ethics and professional benefit has a significant positive influence on 

anonymous whistle-blowing. 

Hypothesis 3d: The ethics and professional benefit has a significant positive influence on no 

whistle-blowing. 

 

Research Methodology 

The authors set the firms in Istanbul as the target population since a large percentage of the firms 

are located in Istanbul. It is anticipated that examining these firms would be a well representative of 

firms in Turkey. Thus, firms operating in Istanbul were included as the sample of this study.  The 

contact information of the firms was collected from the non-governmental business organizations. The 

ethical issues were carefully considered. Procedures, permissions as well as the confidentiality were 

expressed in writing on the questionnaire in order for them to be confident in answering the questions. 

The survey questions included demographic variables as well as the research variables such as Internal 

Whistle-Blowing, External Whistle-Blowing, Anonymous Whistle-Blowing, No Whistle-Blowing, 

Fear of Retaliation, Corporate Benefit, and Ethical and Professional benefit. The data were collected 

via an online survey using a simple random sampling methodology. In total, 500 firms were contacted, 

out of which 177 responded, resulted in a response rate of 35.4%. 

In order to test the hypothetical relationship (Fig. 1), we employed Partial Least Square 

Structural Equation Modeling (PLS-SEM). Multi-items from prior studies were adapted from 

English language resources. In addition, 5-point Likert scales were utilized in order to assess the 

items. Accordingly, 5 represented “strongly agree” while 1 represented “strongly disagree”.  

 

Figure 1: Proposed Model 

 

 
 

The Cronbach’s Alpha for the constructs ranged between .75 and .94. The whistleblowing reasons 

scale, including Fears of Retaliation (Cronbach’s Alpha=.92), Corporate Benefit (Cronbach’s 
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Alpha=.89), Ethical and Professional Benefit (Cronbach’s Alpha=.94) dimensions was adapted from 

Celep and Konakli (2012). The whistleblowing scale which consisted of the dimensions of Internal 

Whistle-Blowing (Cronbach’s Alpha=.75), Anonymous Whistle-Blowing (Cronbach’s Alpha=.88), 

and the External Whistle-Blowing (Cronbach’s Alpha=.87) was adapted from Celep and Konakli 

(2012). They adapted these two constructs from Park et al. (2005) and Park el al. (2008). Finally, the 

No Whistle-Blowing (Cronbach’s Alpha=.76) construct was adapted from Tak, (2010).  

 

Preprocessing of the Data  

 

Table 1: Frequency analysis 
Variables   Frequency Percent 

Gender Female 37 20.90 

  Male 140 79.10 

  Total 177 100.00 

Marital Status Single 27 15.30 

 Married 148 83.60 

 Total 177 100.00 

Age (in Years) 20-25  2 1.10 

  26-60  13 7.30 

  31-40 64 36.20 

  41- 50  72 40.70 

  51 + 26 14.70 

  Total 177 100.00 

Education High School 6 3.40 

 College 3 1.70 

 Undergraduate 123 69.50 

 Master’s 41 23.20 

 Doctorate 4 2.30 

 Total 177 100.00 

Experience (in Years) 1-5 12 6.80 

  6-10 19 10.70 

  11-15 43 24.30 

  16-20 29 16.40 

  21-25 39 22.00 

  26 + 35 19.80 

  Total 177 100.00 

Title Accounting Internship 13 7.30 

 CPA 123 69.50 

 CPA, Independent Auditor 29 16.40 

 Chartered Accountant 5 2.80 

 Independent Auditor 6 3.40 

 Academician 1 0.60 

 Total 177 100.00 

Monthly Income (TRY) 1300-2000 17 9.60 

  2001-3000 21 11.90 

  3001-4000 44 24.90 

  4001-5000 21 11.90 

  5001 + 74 41.80 

  Total 177 100.00 

 

Preprocessing of the data is important before the testing the hypothesis.  In this case, we screened 

that data by assessing the missing data, imputed, checking the univariate as well as multivariate outlier 

values, normality, linearity and investigating any unengaged respondents. A missing data analysis was 

performed. The Little’s MCAR test results showed that the missing data were random (χ^2 = 25.46; 
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df: 33; sig.=.82). The missing data was imputed using linear regression as the model for scale variable. 

Moreover, the collinearity analysis showed no significantly high correlation among the independent 

variables since the VIF (Variance Inflation Factor) scores ranged between 1.17 and 1.36 which are 

significantly lower than the threshold value of 10 (Hair et al. 2010).   

The samples size was 177 after preprocessing steps. The frequency analysis results are shown in 

Table 1. The results indicated that 79% of the participants were male, that 83.4% were married, that 

almost 41% were between 41 and 50 years old, that approximately 70% held undergraduate diplomas, 

that 24.3% had work experience ranging between 11 and 15 years, that almost 70% were chartered 

public accountants, and that approximately 25% had an monthly income between 3001 TRY and 4000 

TRY. The average of latent variables ranged between 2.71 and 4.39 (Table 2), also the standard 

deviation values showed little variation around the mean.  

 

 

Table 2: Descriptive statistics and Pearson Correlation analysis (N=177) 
  Variables Mean Std. Deviation 1 2 3 4 5 6 7 

1 FR 2.71 1.28 0.87       
2 CB 3.99 1.09 -0.07 0.87      
3 EPB 4.39 0.94 -0.15* 0.61** 0.92     
4 IW 4.29 0.96 -0.11 0.46** 0.48** 0.82    
5 AW 2.10 1.26 0.23** 0.10 0.01 0.12* 0.89   
6 EW 2.25 1.26 -0.15 0.05 -0.01 0.11 0.40** 0.83  
7 NWB 1.78 1.12 0.24** -0.26** -0.20* -0.38** -0.21** -0.29** 0.90 

IW: Internal Whistle-Blowing; AW: Anonymous Whistle-Blowing; NWB:  No Whistle-Blowing; EW: 

External Whistle-Blowing; FR: Fear of Retaliation; CB: Corporate Benefits; EPB: Ethical 

Professional Benefits; *p<.05; **p<.01; Values at the diagonals are the square roots of AVE 

(Average Variance Extracted) scores 

 

Measurement Model 

The factor loading of the constructs is shown in Table 3. Thirty-two items were assessed initially, 

using PLS-based factor analysis. Following the initial assessment, seven items were eliminated due to 

low factor loadings. The factor loadings were all above the suggested value of .70, which also 

demonstrated that the convergent validity was satisfied (Chin.1998).  The factor loadings were also 

used to determine the discriminant validity by comparing the related value of a construct with that of 

the other construct. It was clear that each factor loading value of a particular latent variable had a 

higher factor loading than the rest of the values in the row level as well as in the column level. There 

were no high cross loadings.  The Cronbach’s Alpha values for each latent variable were above the 

threshold value of .70  

The latent variables were subject to confirmatory factor analysis (CFA) to investigate the construct 

validity. We employed the maximum likelihood approach for testing the construct validity of the 

measurement model.  Table 5 shows the standardized Regression weights, as well as the fit measures.  

The CFA results revealed a good fit since  χ2/df= 1.85; goodness of fit index (GFI)= .84; normed fit 

index (NFI)= .87; comparative fit index (CFI)= .93; relative fit index (RFI)= .84; incremental fit index 

(IFI)=.93; Tucker-Lewis index (TLI)=.92; and root mean square error of approximation (RMSEA) = 

.06. The model fit results showed that the recommended values were satisfied (Hu and Bentler, 1999).  

The t-statistics of the individual items with respect to their latent variables were statistically significant 

at the 1% significance level, which in turns indicated that the convergent validity was satisfied.  

The association between the latent variables and their corresponding indications were modeled 

using the reflective approach in order to assess the construct validity. In the reflective model, dropping 

an item from the current model does not affect the construct. The discriminant validity and construct 

reliability, as well as the item reliability were investigated using average variance extracted values, 

correlation coefficients together with the square root of average variance extracted values at the 
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diagonal of the matrix, and composite reliability values. Individual reliability was satisfied since the 

factor loadings of each item were above .70. The composite reliability values of each latent variable 

were above the recommended value of .70, which indicated internal consistency (Nunally, 1987). In 

addition, the discriminant validity was determined using the average variance extracted values as well 

as the square root of these values to be compared with the correlation coefficients of the latent variables 

(Fornell and Larcker, 1981).  The average variance extracted values of the latent variables were all 

above the threshold values of .50 (Table 4). Additionally, the square root of the average variance 

extracted values of a particular latent variable were located on the diagonal of the matrix (Table 2), 

which were greater than the correlation coefficients of the other latent variables. These two 

assessments showed that the discriminant validity was satisfied. 

 

Table 3: Cross factor loadings  
Items FR CB EPB NWB IW ECW EOW 

FR1 0.86 -0.06 -0.09 0.20 -0.17 0.26 -0.13 

FR2 0.90 -0.05 -0.12 0.19 -0.05 0.22 -0.12 

FR3 0.93 -0.08 -0.14 0.21 -0.11 0.20 -0.13 

FR4 0.86 -0.06 -0.16 0.23 -0.09 0.16 -0.10 

FR5 0.82 -0.07 -0.17 0.22 -0.06 0.15 -0.15 

CB2 -0.05 0.74 0.41 -0.17 0.32 -0.02 -0.04 

CB3 -0.03 0.91 0.61 -0.27 0.48 0.10 0.07 

CB4 -0.06 0.90 0.50 -0.19 0.37 0.13 0.08 

CB5 -0.11 0.91 0.57 -0.26 0.42 0.10 0.03 

EPB2 -0.16 0.54 0.92 -0.17 0.41 0.01 -0.03 

EPB3 -0.19 0.59 0.95 -0.23 0.48 0.03 0.02 

EPB4 -0.16 0.58 0.91 -0.22 0.46 0.01 0.04 

EPB5 -0.04 0.55 0.91 -0.11 0.43 -0.03 -0.10 

NWB1 0.28 -0.19 -0.09 0.90 -0.31 -0.17 -0.28 

NWB2 0.28 -0.22 -0.09 0.90 -0.31 -0.17 -0.28 

IW3 -0.11 0.25 0.32 -0.24 0.73 0.06 0.04 

IW6 -0.01 0.48 0.44 -0.30 0.87 0.09 0.07 

IW7 -0.17 0.37 0.40 -0.39 0.84 0.14 0.16 

AW1 0.24 0.10 0.00 -0.21 0.17 0.91 0.28 

AW2 0.12 0.09 0.02 -0.24 0.07 0.85 0.45 

AW3 0.23 0.07 0.00 -0.14 0.07 0.92 0.38 

EW1 -0.02 0.15 0.11 -0.32 0.25 0.42 0.73 

EW2 -0.12 0.06 -0.02 -0.23 0.10 0.41 0.90 

EW3 -0.06 0.14 0.05 -0.23 0.14 0.45 0.83 

EW4 -0.19 -0.06 -0.07 -0.25 0.03 0.19 0.87 

IW: Internal Whistle-Blowing; AW: Anonymous Whistle-Blowing; NWB:  No Whistle-Blowing; EW: 

External Whistle-Blowing; FR: Fear of Retaliation; CB: Corporate Benefits; EPB: Ethical 

Professional Benefits 

 

 

Table 4: Construct validity and reliability results 

Variables     AVE C.R. R2 C.A. 

Fear of Retaliation 0.76 0.94  0.92 

Corporate Benefits 0.75 0.92  0.89 

Ethical Professional Benefits 0.85 0.96  0.94 

Internal Whistle-Blowing 0.67 0.86 0.28 0.75 

Anonymous Whistle-Blowing 0.80 0.92 0.07 0.88 

External Whistle-Blowing 0.70 0.90 0.03 0.87 

No Whistle-Blowing 0.81 0.89 0.12 0.76 

C.R.: Composite reliability; C.A.: Cronbach’s Alpha; AVE: Average Variance Extracted 
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Table 5: Standardized Regression weights 
Latent Variables Items Estimate t-statistics 

IW → IW7 0.76 Scaling 

IW → IW6 0.79 8.66 

IW → IW3 0.58 6.89 

AW → AW1 0.80 Scaling 

AW → AW2 0.83 11.85 

AW → AW3 0.89 12.52 

NWB → WBC1 0.76 Scaling 

NWB → WBC2 0.80 6.87 

EPB → EPB5 0.86 Scaling 

EPB → EPB4 0.89 15.89 

EPB → EPB3 0.95 17.84 

EPB → EPB2 0.90 18.14 

CB → CB5 0.84 Scaling 

CB → CB4 0.82 16.17 

CB → CB3 0.92 13.90 

CB → CB2 0.64 9.13 

FR → FR1 0.78 Scaling 

FR → FR2 0.88 14.75 

FR → FR3 0.93 13.51 

FR → FR4 0.85 12.14 

FR → FR5 0.78 10.49 

EW → EW1 0.79 Scaling 

EW → EW2 0.79 10.71 

EW → EW3 0.88 11.62 

EW → EW4 0.63 8.13 

IW: Internal Whistle-Blowing; AW: Anonymous Whistle-Blowing; NWB:  No Whistle-Blowing; EW: External 

Whistle-Blowing; FR: Fear of Retaliation; CB: Corporate Benefits; EPB: Ethical Professional Benefits; χ2/df 

=1.85; GFI= .84; NFI= .87; CFI = .93; RFI= .84; IFI=.93; TLI=.92; RMSEA= .06. 

 

Structural Model  

The Structural equation modelling results were based upon the PLS approach.  PLS-SEM was 

utilized due to its advantage in terms of small sample size and restrictive assumptions.  The visual 

representation of the hypothetical relationships and their corresponding results are illustrated in Figure 

2 and Table 6. According to the obtained results, the fear of retaliation had a statistically significant 

and positive impact on internal whistle-blowing (β=.236, p<.01) and no whistle-blowing (β=.219, 

p<.05) while it had a negative impact on external whistle-blowing (β=-.153, p<.05). In addition, the 

corporate benefit was positively associated with internal whistle-blowing (β=.269, p<.05), and with 

anonymous whistle-blowing (β=.143, p<.05), while it was negatively associated with no whistle-

blowing (β= -.231, p<.05). Finally, there was a significantly positive relationship between the ethical 

and professional benefit and internal whistle-blowing (β=.311, p<.05). Thus, the results indicated that 

hypotheses H1 and H2 were partially supported, while H3 was marginally supported.  

The R2 values were used to show the explained variance by the independent latent variables. The 

value of R2 was classified as substantial (>.26), moderate (between .13 and .26), and weak (<.13). 

Based on this criterion, Internal Whistle-blowing (R2 =.28) had substantial explanatory power while 

No Whistle-blowing (R2 =.28) was weakly moderate, and both Anonymous Whistle-blowing (R2 

=.07), and External whistle-blowing (R2 =.03) had a weak explanatory power. 
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Figure 2: Hypothesis testing (*p<.10; **p<.05; ***p<.01) 

 
 

  

Table 6: The structural equation modelling results 
Hypothesis Hypothetical Relationships Beta t-statistics Results 

H1a FR → IW -0.046 0.94 Not Supported 

H1b FR → AW 0.236*** 2.95 Supported 

H1c FR → EW -0.153* 1.81 Supported 

H1d FR → NWB 0.219** 2.87 Supported 

H2a CB → IW 0.269** 2.60 Supported 

H2b CB → AW 0.143** 2.02 Supported 

H2c CB → EW 0.093 0.97 Not Supported 

H2d CB → NWB -0.231** 1.97 Supported 

H3a EPB → IW 0.311** 2.46 Supported 

H3b EPB → AW -0.044 0.70 Not Supported 

H3c EPB → EW -0.095 1.15 Not Supported 

H3d EPB → NWB -0.023 0.29 Not Supported 

IW: Internal Whistle-Blowing; AW: Anonymous Whistle-Blowing; NWB:  No Whistle-Blowing; EW: External 

Whistle-Blowing; FR: Fear of Retaliation; CB: Corporate Benefits; EPB: Ethical Professional Benefits; *p<.10; 

**p<.05; ***p<.01 

 

Discussion and Conclusion  

The purpose of this study was to examine the relationship between the perception of accounting 

professionals about predictors for whistle-blowing and their preferences for whistle-blowing modes. 

The study revealed expected findings. One of the conclusions of this research is that ‘the ethics and 

professional benefit’ dimension of whistle-blowing predictors has a positive effect on ‘internal’ 

whistle-blowing. Accounting professionals demonstrated that their ethical and professional values 

direct them to do internal whistle-blowing to correct wrongdoing. The finding of the study is consistent 

with the research about whistle-blowing which suggest that nearly all whistle-blowers initially attempt 

to report wrongdoing via internal channels before using external channels (Miceli and Near, 1992, 

2002).    

Fear of  
Retaliation

Corporate 
Benefit

Ethical and 
Professional 

Benefit

Internal Whistle-
Blowing

Anonymous 
Whistle-Blowing

External Whistle-
Blowing

No Whistle-
Blowing

-.046

.236***

-.231**

.093

.143**

R2 =.28

-.023

-.095

-.044

.311**

-.153*

.219**

R2 =.07

R2 =.03

R2 =.12
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Another important conclusion of the study is that the ‘corporate benefit’ dimension of whistle-

blowing predictors has a positive influence on the ‘external’, and ‘anonymous’, dimensions of whistle-

blowing preferences of accounting professionals, while it has a negative effect on the ‘no whistle-

blowing’ construct. Participants showed that accounting professionals with altruistic concerns for 

corporations do not want their organizations to be harmed by wrongdoing, and thus will engage in 

external whistle-blowing. They cannot keep silent about detrimental misconduct and always blow the 

whistle anonymously. This conclusion is supported by the literature (Nayir and Herzig, 2012; 

Vandekerckhove and Commers, 2004; Celep and Konakli, 2012). These studies assume that as long 

as organizational procedures for internal whistle-blowing such as anonymous whistle-blowing hotlines 

are in place people will benefit from this opportunity instead of announcing organizational 

wrongdoings publicly. But, whistle-blowers primarily prefer external whistle-blowing ways when 

internal complaint mechanisms seem to have failed.  

Finally, the research implies that ‘the fear of retaliation’ dimension in whistle-blowing predictors 

has a positive effect on ‘anonymous’ whistle-blowing, and ‘no whistle-blowing’ construct, whereas it 

has a negative impact on ‘internal whistle-blowing’. Accounting professionals stated that they would 

raise their voice against the wrongdoings they observed by preferring an anonymous form of whistle-

blowing or even not to blow the whistle due to their perceptions creating fear of retaliation. However, 

they prefer not to blow the whistle internally. These findings are consistent with whistle-blowing 

literature (Miceli and Near, 1985). They are also related to the study context. Previous research 

findings show that whistle-blowing in Turkey is often viewed as risky for individuals (Nayir and 

Herzig, 2012). These research findings suggest that whistle-blowing is beneficial for organizations in 

a long run. Because of this reason, whistle-blower reports of wrongdoing should not be ignored by 

organizations and whistle-blowers should not have any fear of retaliation from both organization, 

coworkers and public. To provide it for whistle-blowers, officials in Turkey should work on laws and 

regulations protecting the rights of whistle-blowers like the whistle-blower protection law in the USA 

(e.g., Sarbanes–Oxley Act of 2002).  

There are some limitations in this research. First, the results of this study come from a limited 

sample. Surveys with higher sample sizes may give different results. Second, self-reported issue may 

be another limitation of this sensitive study. Final limitation of this research is the insufficient 

literature. Future study should add other whistle-blowing preferences such as ‘identified’ whistle-

blowing to whistleblowing predictors and whistleblowing preferences relationship.  
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