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Abstract

During forensic audits, the use of auditors has increased significantly. This happened 
thanks to fraud detection mechanisms that help prevent and quickly detect fraud. 
Whistleblowing systems set up by local authorities play an important role in detecting 
fraudulent activities and protecting the rights of whistleblowers, promoting transpar-
ency and accountability in public organizations. This study aims to analyze and explain 
the impact of attitudes, subjective norms, perceived behavioral control, and organi-
zational commitment on whistleblowing intention moderated by local culture. This 
analysis was conducted on local government internal auditors in 24 districts/cities in 
South Sulawesi Province, Indonesia. Research data were collected through question-
naires with a total research sample of 246 respondents and analyzed using multiple 
linear regression analysis and moderated regression analysis using the SPSS version 
23 application. The research findings show that attitudes, perceived behavioral control, 
and organizational commitment have a significant effect on whistleblowing intention, 
while subjective norms do not have a significant effect on whistleblowing intention. 
Furthermore, regional culture moderates the influence of subjective norms and per-
ceived behavioral control on whistleblowing intention but is unable to moderate the 
influence of attitudes and organizational commitment on whistleblowing intention.
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INTRODUCTION

The use of auditors to perform forensic audits has grown dramatically 
as whistleblowing can help prevent fraud. Whistleblowing can also 
detect fraud faster and improve the accuracy of forensic audits used 
to detect fraud. One method for a forensic audit to be successful is to 
use evidence and information obtained from whistleblowers during 
the collection and proof process, which will then be used to detect 
and disclose fraud. The presence of a whistleblower will make it easier 
for auditors to obtain relevant information, resulting in the expected 
evidence. The frequent occurrence of fraud in public-sector organi-
zations has prompted the establishment of a fraud reporting system, 
also known as a whistleblower system. Currently, each local govern-
ment has created an application-based whistleblowing system. This 

© Nurdiana Ningsih, Arifuddin, Asri 
Usman, 2024

Nurdiana Ningsih, Doctoral Candidate, 
Department of Accounting, Faculty of 
Economics and Business, Hasanuddin 
University, Indonesia. (Corresponding 
author)

Arifuddin, Professor, Department of 
Accounting, Faculty of Economics 
and Business, Hasanuddin University, 
Indonesia.

Asri Usman, Professor, Department 
of Accounting, Faculty of Economics 
and Business, Hasanuddin University, 
Indonesia.

JEL Classification H83, M41, Z10

Keywords attitude, subjective norm, perceived behavioral control, 
organizational commitment, whistleblowing intention, 
culture

LLC “СPС “Business Perspectives” 
Hryhorii Skovoroda lane, 10, 
Sumy, 40022, Ukraine

This is an Open Access article, 
distributed under the terms of the 
Creative Commons Attribution 4.0 
International license, which permits 
unrestricted re-use, distribution, and 
reproduction in any medium, provided 
the original work is properly cited.

www.businessperspectives.org

BUSINESS PERSPECTIVES

Conflict of interest statement:  

Author(s) reported no conflict of interest



163

Public and Municipal Finance, Volume 13, Issue 1, 2024

http://dx.doi.org/10.21511/pmf.13(1).2024.13

complaint system is intended to uncover signs of government fraud while also protecting whistleblower 
rights, such as personal safety. The whistleblowing system will be rendered ineffective unless the state 
civil service or the general public is willing and able to report signs of fraud. Whistleblowers play a 
substantial part in exposing irregularities and unethical behavior in public organizations, allowing the 
government to improve public accountability and transparency.

Although many regions have now received the designation of unqualified for local government financial 
reports, there are still many cases of corruption, hand capture operations, and Supreme Audit Agency 
findings, so the role of whistleblowers is critical in suppressing or eliminating fraud, including corrup-
tion. They are internal players and serve as mentors and supervisors of activity and financial imple-
mentation in the regions, so local government internal auditors have a unique opportunity to become 
whistleblowers. Their whistleblowing can help advance the accuracy of financial reports issued by local 
governments, thereby reducing various frauds, including corruption in local governments.

Fraud has evolved into a global phenomenon that occurs not only in the private but also in the public 
sector and in non-governmental and government institutions. Fraud can be defined as deception, con-
cealment, or breach of trust. Fraud, according to IIA (2015), is an activity that occurs due to the intent of 
someone in the organization, whether it is carried out by managers, employees, or third parties, and is 
used to reap personal or group benefits while breaking the law. The difficulty of supervising operational 
activities as the company develops can cause the potential for fraud to occur, and the problems caused 
will also become more complex. Limited supervision will create gaps for individuals who commit fraud.

1. LITERATURE REVIEW  

AND HYPOTHESES 

Whistleblowing is a powerful tool for detecting 
fraud. The choices people make to become whis-
tleblowers can be affected by two types of factors: 
contextual and individual. Contextual factors in-
clude the degree of seriousness of the fraud, current 
norms, and the response to complaints or reports. 
Individual factors can include a whistleblower’s 
locus of control, religious beliefs, and moral stan-
dards. When individuals become aware of fraud, 
they have two options: provide understanding in 
the form of advice to the perpetrators of fraud to 
change their behavior or report the perpetrators 
of fraud to the responsible party, such as company 
management or other authorized parties. In real-
ity, doing both is not easy for everyone (Barnett et 
al., 1996).

Whistleblowing can occur through both internal 
and external channels. Internal whistleblowing 
happens when an employee discovers fraudulent 
behavior by another employee and states it to his 
or her supervisor. Meanwhile, external whistle-
blowing happens when someone working there 
learns of fraud committed by the organization or 
its members and subsequently informs individu-

als outside the organization or the law enforce-
ment authority because the fraud is harmful to 
society (Elias, 2008). Park and Blenkinsopp (2009) 
indicated three dimensions to a whistleblow-
ing disclosure: official and unofficial, unidenti-
fied and determined, and both inside and outside. 
Employees can choose between all of these dimen-
sions. Kaplan et al. (2012) discovered that whis-
tleblowers make different decisions about which 
reporting channels are appropriate. A person’s 
reporting intentions through anonymous or iden-
tified channels are influenced when retaliation is a 
consideration.

There have been many studies on whistleblowing 
intention, but there are still many differences or 
inconsistencies in the research results. Some stud-
ies show that attitudes affect the whistleblower’s 
intention (Lasmini, 2018; Perdana et al., 2018; 
Hapsari & Seta, 2019; Latan et al., 2018; Tarjo et al., 
2019; Chang et al., 2017). Subjective norms may al-
so affect the whistleblower’s intention (Tarjo et al., 
2019; Perdana et al., 2018; Hapsari & Seta, 2019; 
Latan et al., 2018; Chang et al., 2017). Perceived be-
havioral control influences the whistleblower’s in-
tention (Hapsari & Seta, 2019; Brown et al., 2016; 
Latan et al., 2019; Owusu et al., 2020; Sarikhani & 
Ebrahimi, 2022). Moreover, organizational com-



164

Public and Municipal Finance, Volume 13, Issue 1, 2024

http://dx.doi.org/10.21511/pmf.13(1).2024.13

mitment also has an effect on the whistleblower’s 
intention (Amelia et al., 2018; Putri & Dwita, 2022). 

However, other studies have found contradictory 
results as attitudes (Rustiarini & Sunarsih, 2017; 
Aliyah, 2015; Purwantini et al., 2017), subjective 
norms (Rustiarini & Sunarsih, 2017), perceived 
behavioral control (Park & Blenkinsopp, 2009; 
Saud, 2016; Safira & Ilmi, 2020), and organiza-
tional commitment have no effects (Hidayat et 
al., 2022; Barkah & Nurbaiti, 2020; Rasulita, 2018; 
Abdullah & Hasma, 2017).

Attitude, subjective norms, and perceived behav-
ioral control can all contribute to the intention 
to act or behave (Owusu et al., 2020). This theory 
contends that an individual’s personal views and 
beliefs, alongside their perceived control over be-
havior and social expectations, affect their mo-
tives, which lead to behavior or action. Three 
factors influence a person’s perception of using a 
whistleblowing system. However, the three factors 
in this theory can vary in their influence, behavior, 
or situation (Abdullah & Hasma, 2017). The stron-
ger the perception of government employees about 
the organization’s ethical climate, the more posi-
tive attitudes, subjective norms, and perceptions 
of whistleblowing, which in turn improves the in-
tention to use the whistleblowing system (Antoh 
& Sholihin, 2021). In addition, prosocial behavior 
theory encourages the actions of whistleblowers 
because these actions not only benefit themselves 
but also benefit others and the organization. Brief 
and Motowidlo (1986) suggested that whistle-
blowing constitutes just one of 13 types of pro-
social organizational behavior. Some of them in-
clude helping with colleagues’ problems, helping 
with colleagues’ personal problems that are being 
experienced, complying with the values, policies, 
and regulations in the organization, contribut-
ing to suggestions for the organization to be bet-
ter, rejecting inappropriate policies, instructions, 
or procedures, including whistleblowing behavior, 
etc. This is in line with the statement by Dozier 
and Miceli (1985) that whistleblowing actions can 
be seen as prosocial behavior that benefits others, 
the organization, and the whistleblower.

According to Brief and Motowidlo (1986), devel-
oped prosocial organizational behavior theory is 
defined as actions or behaviors performed by peo-

ple in an organization regarding people, organi-
zations, or groups in order to improve their well-
being. There are some fundamental differences 
between prosocial behaviors. First, prosocial be-
havior has several benefits that can help achieve 
organizational goals, whereas other behaviors do 
not. Second, some prosocial behaviors are associ-
ated with carrying out tasks or jobs (job descrip-
tion), whereas others are not. Third, in prosocial 
behavior, there are various targets, which can in-
clude both individuals and organizations. Social 
behavior refers to all positive actions taken by in-
dividuals in order to benefit and provide benefits 
to others. The individual’s actions are purely from 
within, with no expectation of reward or benefit 
from themselves (Rustiarini & Sunarsih, 2017).

The attitude intended for catching the whistle pos-
sesses an indirect impact on the whistleblower’s 
information degree (Latan et al., 2018; Tarjo et al., 
2019). This knowledge can be obtained from edu-
cation and experiences that whistleblowers have 
had. ACFE (2021) shows that one of the internal 
control weaknesses that contribute to fraud is a 
lack of anti-fraud education for employees. It is 
critical that leadership offer a comprehensive un-
derstanding of the whistleblowing system in the 
company in addition to encouraging and protect-
ing whistleblowers (Tarjo et al., 2019).

The pressure element of the fraud triangle is 
formed when a person’s perceptions are influ-
enced by social norms and encouragement from 
others. The theory of planned behavior defines 
subjective norms as social pressures to do or not 
do something. Whistleblowers are motivated to 
disclose offenses when under pressure or encour-
agement (Smaili & Arroyo, 2019). A person con-
siders whether the culture and those around him, 
as drivers, will accept or reject his actions. In other 
words, acceptance from those around is regarded 
as more important as a basis for action than other 
factors, such as company policies. The more ethi-
cal the norms, the higher the likelihood of whis-
tleblowing. People with high norm perceptions 
are more likely to intend to become whistleblow-
ers (Brown et al., 2016).

Suitable circumstances and a work atmosphere 
that explicitly forbids fraudulent activity will give 
whistleblowers confidence to carry out whistle-
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blowing (Hapsari & Seta, 2019; Chang et al., 2017). 
Superiors who do not maintain an exemplary at-
titude in their organizational environment have 
been shown to weaken control, allowing fraud to 
emerge. A weak internal control system will influ-
ence the whistleblower’s decision to take whistle-
blowing action. As a result, managers must be able 
to emphasize the importance of reporting action 
and educating all employees in the organization to 
avoid any behavior that indicates deviant or fraud-
ulent behavior (Amrullah & Kaluge, 2019).

Whistleblowing submitting methods, the role of 
the media, evidence documentation, and legal 
protection for whistleblowers can all have an im-
pact on their effectiveness (Apaza & Chang, 2011). 
One type of attribute that can be considered an 
intention in behavior control is the availability of 
submitting methods and legal framework, both of 
which can affect the effectiveness of whistleblow-
ers. The anonymous reporting line (Harahap et al., 
2020; Mulfag & Serly, 2019; Wardani & Suihani, 
2017) is a reporting line that keeps the reporter’s 
identity confidential. Accordingly, whistleblowers 
are more likely to report anonymously. The organi-
zation’s protection or reward for the whistleblow-
er’s courage will demonstrate its commitment and 
provide support, resulting in positive affection for 
the whistleblower. The facilities offered by a com-
pany will show urgency about the issue of fraudu-
lent activity, instilling confidence in whistleblow-
ers to expose the events that occurred. According 
to Hapsari and Seta (2019), behavioral control can 
be used to provide particular attention to whistle-
blower intentions. Whistleblowers sometimes feel 
hesitant to report immediately to the management 
because the relationship is not excessively close.

According to Mowday et al. (1979), organizational 
commitment is described as individuals’ relatively 
strong identification and participation in a group. 
It is characterized by three factors: 

1)  an overwhelming belief and embrace of the 
organization’s values and goals; 

2) an intention to place forth substantial effort 
for the organization; and 

3) an intense desire to remain a member of the 
organization. 

When faced with unsatisfactory working con-
ditions, employees with intense organizational 
dedication will choose to indicate it, such as by 
whistleblowing internally, rather than leave the 
organization. The commitment of an organiza-
tion is a psychological attachment that exists in 
three forms: affective, normative, and continu-
ous commitment. Organizational members who 
are highly committed to effective local regulation 
(PERDA) will remain members of the organiza-
tion because they genuinely want to. Individuals 
who believe that exposing fraud is acceptable 
or expected behavior are more likely to engage 
in whistleblowing (Alicia, 2021). Hidayat et al. 
(2022), Bagustianto and Nurkholis (2015), and 
Alleyne et al. (2017) found that organizational 
commitment has a positive impact on whistle-
blowing intentions, but Mesmer-Magnus and 
Viswesvaran (2005) and Ahmad et al. (2012) did 
not find the same results.

Fraud prevention can be accomplished by instill-
ing in employees a sense of honesty, discipline, 
loyalty, ethics, and dedication to developing an ef-
ficient and effective internal control system mech-
anism (Taufik, 2011). The existence of a norm is 
contingent on an adequate number of people 
believing that the norm exists and is associated 
with a specific type of situation (Bicchieri, 2006). 
Davidson and Stevens (2013) argue that Bicchieri’s 
model (Bicchieri, 2006) demonstrates how people 
map contexts into specific interpretations that 
shape their beliefs and expectations about people’s 
motivations and behavior, with a focus on the ac-
tivation of social norms that generate expectations 
and beliefs that influence behavior. Cultural val-
ues are generally understood to play a role in a per-
son’s self-control, allowing them to control their 
actions, including fund management (Harun et 
al., 2021). This study looks at Bugis cultural val-
ues and how they have been applied or appeared in 
daily routines, such as sipakatau, sipakainge, and 
sipakalebbi (Razak, 2015).

The values listed above are principles, science, or 
benchmarks that guide individuals’ speech as well 
as behavior. These values are typically directed 
toward a moral attitude, which is expected to be 
capable of producing human beings with quali-
ties that have a positive impact on the workplace. 
Cultural values can encourage positive changes in 
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government conditions, particularly through the 
implementation of a whistleblower system. A per-
son’s intention to use the system is strongly linked 
to their commitment to integrity, moral values, 
and truth. Cultural values have a strong influence 
on people’s lives, as seen in the Bugis tribe of South 
Sulawesi. South Sulawesi’s multi-cultural ethnic-
ity includes the Bugis tribe. An ethnic group or 
tribe is inextricably linked to hereditary customs, 
habits, and norms that are constantly followed 
and carried out. South Sulawesi strongly values si-
pakatau, sipakainge, and sipakalebbi. These values 
originated from ancestors, which became beliefs 
and even the Bugis tribe’s values and principles of 
life (Rahim, 2019).

Motivated by gaps in the literature, this study 
employs the theory of planned behavior to in-
vestigate internal and external factors related to 
whistleblower behavior among local government 
internal auditors. This study expands on previ-
ous research on whistleblowing intention from a 
Western context to the Indonesian cultural con-
text, which has regional cultural differences and 
a social life that takes precedence over personal 
life. Furthermore, this study focuses on the pub-
lic sector, specifically local government auditors 
at the district or city regional inspectorate, which 
fosters a collaborative work culture within the 
bureaucracy. This phenomenon requires orga-
nizational commitment from regional culture 
to encourage local government auditors to in-
crease whistleblowing intention in voicing fraud 
through the whistleblowing system that is being 
promoted by the central government. Thus, re-
gional culture must commit to encouraging local 
government auditors to increase whistleblowing 
intention in reporting fraud through the central 
government’s whistleblowing system.

The paper elaborates on the following hypotheses:

H1: Attitude has a positive and significant im-
pact on whistleblowing intention.

H2: Subjective norms have a positive and signifi-
cant impact on whistleblowing intention.

H3: Perceived behavioral control has a positive 
and significant impact on whistleblowing 
intention.

H4: Organizational commitment has a positive 
and significant impact on whistleblowing 
intention.

H5: Bugis culture moderates the impact of atti-
tude on whistleblowing intention.

H6: Bugis culture moderates the impact of sub-
jective norms on whistleblowing intention.

H7: Bugis culture moderates the impact of per-
ceived behavioral control on whistleblowing 
intention.

H8: Bugis culture moderates the impact of orga-
nizational commitment on whistleblowing 
intention.

2. METHODOLOGY

The population included 640 auditors from the 
district/city governments of South Sulawesi 
Province. The study used random sampling; that 
is the procedure of randomly selecting examples 
from members of a population without regard for 
population strata, resulting in a research sample of 
246 respondents using the Slovin formula. 

The questionnaire was distributed directly to re-
spondents selected from a predetermined sample; 
246 questionnaires were distributed, but only 238 
could be used for further analysis. The question-
naire’s response rate was 96.75%. Eight question-
naires were excluded, with six not returned and 
two other questionnaires not completely filled 
out. Data were collected using scales adapted 
from previous research and compiled on a five-
point Likert scale.

Respondents were mostly male, 141 participants 
(59.20%), and 97 participants (40.80%) were fe-
male. The age of participants mostly ranged be-
tween 36-45 years, 79 participants (33.2%), then 
between 46-55 years, 76 participants (31.9%), be-
tween 26-35 years, 46 participants (19.3%), aged 
>55 years, 34 participants (14.3%), and aged more 
than < 26 years, three participants (1.3%). The re-
spondents mostly obtained S1 (Bachelor) educa-
tion level, 145 participants (60.90%), followed by 
S2 (Master) level, 87 participants (36.6%), and S3 
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(Doctoral) and senior high school levels, three 
participants (1.3%) each. Most of the respondents 
have worked for more than 15 years, 107 partici-
pants (45.0%), followed by those with 11-15 years, 
58 participants (24.4%), < 6 years, 38 participants 
(16.0%), 6-10 years, 35 participants (14.7%). 

3. RESULTS 

Table 1 displays the results of a multiple linear re-
gression analysis. The coefficient of determination 
(R-square) value of 0.449 indicates that attitude 
variables, subjective norms, perceived behavioral 
control, and organizational commitment affect 
44.90% of whistleblowing intention. The remain-
ing 55.10% are influenced by factors not investigat-
ed in this paper. Table 1 also includes the results of 
the ANOVA or model feasibility test. The results 
show that the calculated F value is 47.556, and 
the significance value is 0.000. As a result, this re-
search model is usable, allowing for further partial 
testing. The confidence level of 95% is consistently 
used in this paper. Thus, the statistical value in 
Table 1 shows that attitude, perceived behavioral 
control, and organizational commitment signifi-
cantly affect whistleblower intentions. Meanwhile, 
subjective norms have no effect on whistleblowing 
intention.

The study used moderation regression analysis 
to test the hypotheses that local culture moder-
ated the impact of attitudes, subjective norms, 

perceived behavioral control, and organizational 
commitment on whistleblowing intention. Table 2 
demonstrates that subjective norms are moderat-
ed by local culture and perceived behavioral con-
trol on whistleblowing intention but attitude and 
organizational commitment have no moderation 
effect on whistleblowing intention.

4. DISCUSSION

The results showed that attitude influences whis-
tleblower intention. This aligns with the theory 
of planned behavior. According to the theory of 
planned behavior, attitude is a collection of feel-
ings (affection) that are confirmed by the individ-
ual who encounters them in order to assess an ob-
ject at hand. The emotions are evaluated on an as-
sessment measure, depending on how significant 
it is a phenomenon. (Ajzen, 1991). The attitude to-
ward whistleblowers has an indirect impact on the 
whistleblower’s degree of knowledge (Latan et al., 
2018; Tarjo et al., 2019). This knowledge can be ob-
tained through education and experiences shared 
by whistleblowers. According to ACFE (2021), a 
lack of anti-fraud training is detrimental to em-
ployees. It is critical for management to provide 
an understanding of the whistleblowing process 
system in the organization. Encouragement and 
safety precautions provided to whistleblowers al-
low them to share a flaw or evidence of fraud oc-
curring in an organization. These findings are 
consistent with previous research (Lasmini, 2018; 

Table 1. Multiple linear regression 

Research Variable Coefficient Standard Error t-count Sig.

Attitude (ATT) 0.184 0.070 2.643 0.009

Subjective Norm (SN) 0.080 0.067 1.191 0.235

Perceived Behavioral Control (PBC) 0.172 0.061 2.832 0.005

Organizational Commitment (OC) 0.385 0.082 4.672 0.000

R-square 0.449

– – –F-count 47.556

Sig. F 0.000

Table 2. Moderation regression analysis 

Research Variable Coefficient Standard Error t-count Sig.

Culture Moderating ATT → WBI 0.013 0.023 0.546 0.586

Culture Moderating SN → WBI 0.046 0.018 2.525 0.012

Culture Moderating PBC → WBI 0.045 0.015 3.117 0.002

Culture Moderating OC → WBI 0.004 0.032 0.112 0.911
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Perdana et al., 2018; Hapsari & Seta, 2019; Latan et 
al., 2018; Tarjo et al., 2019; Chang et al., 2017).

The findings indicated that subjective norms 
have no impact on whistleblower intention. This 
goes against the theory of planned behavior. 
Descriptively, the theory of planned behavior de-
fines subjective norms as reasoning in a different 
light in an organizational setting. An individual 
who aims to execute an action might be driven to 
seek support and justify his actions (Ajzen, 1991). 
According to Lewis et al. (2003), individual attitudes 
toward whistleblowing are also influenced by the 
process of internalization and identification with 
the organization’s opinions. Whistleblowers are 
more likely to disclose fraud (Lasmini, 2018; Chang 
et al., 2017) if the organizational environment al-
lows and supports reporting of internal irregulari-
ties or fraud. According to Latan et al. (2018) and 
Chang et al. (2017), the action on whistleblowing 
is difficult because whistleblowers will continue to 
face consequences that affect their work, personal 
life, and social life. According to Chang et al. (2017), 
emotional distress and mental health problems are 
common outcomes for all whistleblowers.

The findings revealed that perceived behavioral 
authority influences whistleblower intentions. 
This agrees with the theory of planned behav-
ior. An individual’s intention is influenced by 
a variety of variables, like perceived behavioral 
control. The perception of whistleblower control 
influences the willingness to disclose informa-
tion. The perceived behavioral control and in-
tention on whistleblowing are positively related; 
the more opportunities and resources a person 
has and the fewer inhibiting factors he has, the 
greater his perception of whistleblowing control, 
and the greater his perception of whistleblowing 
control, the greater his intent to whistleblower. 
Behavioral control is the perception of how easy 
or difficult it is to perform a behavior (Ajzen, 
1991). The whistleblower, as the action’s perpetra-
tor, will face variables of simplicity and problems 
in achieving a purpose, such as the complexity of 
reporting (Perdana et al., 2018). This behavioral 
control is like an attribute or manifestation of be-
havioral control, such as the experience of others 
who have turned into whistleblowers. Additional 
variables include the availability of resources and 
protection (Amrullah & Kaluge, 2019).

The findings revealed that organizational commit-
ment influences whistleblowing intention. This is 
consistent with prosocial organizational behavior 
theory, which states that just because someone is 
aware of a fraud or wrongdoing does not guaran-
tee they will report it (Hakim et al., 2017). This is 
because this theory is driven by prosocial behavior 
compared to altruistic behavior, which means that 
subsequently, only a small number of people with 
specific personality traits and conditions or situ-
ations will whistleblower. Organization members 
who uphold their commitment will recognize mis-
takes when carrying out their duties. Errors com-
mitted by organizational members or colleagues 
can result in a loss of integrity and quality in an 
organization. As a result, whistleblowing is one of 
the greatest successful methods for organizational 
members to indirectly save their organizations. If 
this is done with the intention of improving orga-
nizational goals, it constitutes prosocial behavior 
(Brief & Motowidlo, 1986). This statement is con-
sistent with Semendawai et al. (2011) and Mande 
(2020), who state that, in principle, a whistleblower 
is a prosocial behavior centered on assisting oth-
er individuals and supporting an organization or 
company.

The findings revealed that culture can moderate 
the impact of subjective norms and perceived be-
havioral control on the intention of whistleblow-
ing, but attitudes and organizational commitment 
have no moderating effect. Cultural principles 
are referred to as principles that are believed to 
contribute toward a person’s self-control, allow-
ing them to control their actions, including fund 
management (Harun et al., 2021). This study looks 
at Bugis cultural values and how they have been 
utilized or shown up in everyday situations, such 
as sipakatau, sipakainge, and sipakalebbi (Razak, 
2015). The cultural value of sipakatau is a funda-
mental value with socio-horizontal and vertical 
dimensions, implying mutual humanization and 
mutual respect. The sipakatau value is thought to 
prevent fraud because, with mutual respect for 
others’ rights, someone will have the principle 
not to easily take something that does not belong 
to him or take something without the owner’s 
permission. If this value is implemented, some-
one will be less likely to commit fraud. The value 
of sipakainge confirms that humans are flawed 
creatures capable of making both intentional and 
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unintentional mistakes. Sipakainge means re-
minding each other. The value of sipakalebbi is 
considered to prevent fraud because giving praise 
or rewards to officials who have integration, per-
formance, and commitment in carrying out their 

mandate can create a sense of confidence and 
awareness of their responsibilities. Thus, a sense 
of responsibility will emerge to keep the mandate, 
and they will avoid taking something that is not 
their right (Rahim, 2019).

CONCLUSION

This study aimed to determine factors affecting whistleblowing practice in Indonesia. Following data 
analysis, attitude, perceived behavioral control, and organizational commitment influence whistleblow-
ing intention, whereas subjective norms have no effect. Furthermore, culture moderates the effect of 
subjective norms and perceived behavioral control on whistleblowing, but attitude and organizational 
commitment have no such effect. 

Motivation to influence whistleblower intentions stems from within the individual, such as loyalty or organi-
zational commitment. Occupational dedication is an internal motivation to do something to help the orga-
nization achieve its objectives and prioritize the organization’s interests. Cultural values are generally defined 
as values that are thought to contribute to a person’s self-control, allowing them to exercise control over their 
actions, including financial management. 

This study looks at Bugis cultural values and how they are applied or appear in daily routines, such as sipak-
atau, sipakainge, and sipakalebbi. Cultural values are widely recognized as playing an important part in an in-
dividual’s patience, permitting them to exercise control over their behavior, including financial management.

This study contributes to key public-sector management policies. It is expected to improve public sector man-
agement control in Indonesia. This can be accomplished by considering a variety of variables that may impact 
whistleblower beliefs and actions, particularly external factors such as regional culture, which is closely relat-
ed to the Indonesian work environment. Unquestionably, whistleblowers play an important role in protecting 
the state or region from fraudulent or corrupt practices that can result in significant state losses. The govern-
ment must also play a role in providing assistance to government employees by establishing a whistleblowing 
system to prevent employees from committing fraud. Community leaders should work with the government 
to ensure the system’s success. Furthermore, organizations should consider developing and implementing a 
structured, effective, and comprehensive system that includes a code of behavior to serve as a guideline for 
workers, in particular local government officials, who are typical of complex bureaucratic administration. 
Earlier, whistleblower safety measures were unclear and unfair. As a result, the existing mechanism is ex-
pected to ensure that auditors adhere to service standards and ethics.

While this study provided useful insights into whistleblowing behavior in the public sector, it has some 
limitations. First, the data were collected through questionnaires, which raises concerns about the qual-
ity of respondents’ answers due to respondents’ busy schedules, causing respondents to not focus on giv-
ing answers that were in accordance with the reality they felt. As a result, interviews must be conducted 
to support the responses provided by respondents. Second, because the generalization of the research 
object is based on internal auditors of local governments, it needs to be expanded to include external 
auditors, specifically auditors from the financial auditing agency. Third, external as well as internal 
variables play a significant role in the auditor’s decision to whistleblower. External factors in this study 
only focus on organizational commitment, which is one of the factors in prosocial behavioral organi-
zation theory; therefore, other factors, such as situational and demographic factors, are required. The 
research method should then be developed using a structural equation modeling with a combination 
of independent, mediating, and moderating variables or path analysis to provide more complex and ac-
curate results.
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