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ABSTRACT

Despite increasing research in the field of business ethics, corporate scandals and frauds are
still widespread. As corporations continue to grow rapidly in India, there are also increased
instances of malpractices and ethical slips. Policy makers and practitioners continue to look for
mechanisms to curb corporate misconducts, while academic research is the neutral process
aimed at generating knowledge that can provide with the solutions to the existing problems in
practice.

Ethical decisions are important in organizations as they have widespread implications. Ethical
dilemmas are harmful to organizations and need to be dealt with carefully (Garsten & Hernes,
2009). Ethical decisions can be complicated involving complex situations, conflicting ideals,
vague or non-existing guidelines and strong emotions (Rogerson et al., 2011).
Whistleblowing is an essential decision process in organizations that helps in uncovering the
wrongdoings, malpractices and misconducts happening in the organizations. It has been
identified as an effective way of exposing and preventing corruption (Van Portfliet, 2022) and
solve the issues before they cause reputational damage to the organization. Whistleblowing has
received a significant amount of attention in the field of business ethics. It has been established
as a process of speaking up, which can take a long time. A component of employee voice,
whistleblowing is particularly focused on speaking up in the face of serious wrongdoings or
misconduct.

But whistleblowing is a complex decision process. Often in organizations, whistleblowers are
not the only members who may have witnessed something wrong. There may be other ‘silent
observers’ who may come across wrongdoings but choose not to blow the whistle or report
them to the authorities. The present research work tries to understand the motivation of these

non-whistleblowers.



The majority of studies on whistleblowing focus on fear of retaliation as a major roadblock and
reason for employees not blowing the whistle. Although fear is undoubtedly an important
factor, this singular focus can lead to the management missing out on other barriers to
whistleblowing. The literature on employee silence shows that silence is not a unidimensional
construct. Depending on the underlying motivation, there can be several reasons that can drive
employees towards silence. Fear is just one of them. A major reason that can lead to silence in
employees is the feeling of futility. Termed as acquiescent silence, this form of silence is
motivated by the employee’s beliefs that they will not be heard by the organization and there
will be no meaningful change (Whiteside & Barclay, 2013). Applying this motivation to our
study of non-whistleblowing, we attempt to explore “acquiescent non-whistleblowing” where
employees do not blow the whistle or report the wrongdoings because they believe that their
reporting will not be heard by the organization, and there will be no correction to the ongoing
wrongdoing. The current study aims to explore the factors that lead to acquiescent non-
whistleblowing in organizations. In doing so, the lens of social cognitive theory is used as it
has not been studied in the context of acquiescent whistleblowing, to the best of our knowledge.
Hence, the study also aims to test the role of socio-cognitive factors that may impact
acquiescent non-whistleblowing.

As acquiescent non-whistleblowing is a relatively new concept with no substantial prior
studies, we approach the objectives of the study using a mixed-methodology approach. Mixed-
method research design combines the strengths of qualitative and quantitative methods to
produce more sound results. The qualitative method utilizes people’s context and experiences
to explore a phenomenon through detailed description. The quantitative method utilizes
statistical tools and techniques to validate the findings. Together, they help provide a clearer
picture of the research topic. The research begins with Study la, which is an interview-based

study to understand and explore the experiences of the employees in their organization around
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reporting wrongdoings and whistleblowing. Using 34 in-depth interviews of working
professionals across various organizations and sectors in India, this study aimed to uncover
what leads employees to accept wrongdoings and resign to their situation, without attempting
to correct them. The study showed that the reporting/whistleblowing system of the
organizations, along with uninvolved and non-responsive supervisors/managers resulted in
employees believing that no action would be taken if the wrongdoings were reported. Repeated
experience along similar lines cemented their beliefs. This led them to believe that correcting
wrongdoings is a mammoth task and outside the scope of their abilities. This reduced belief in
their efficacy drove them towards feeling helplessness and a state of resignation. The
employees defended their action of not reporting by using justifications like the malpractices
are normal in the organization or that they did not cause a lot of harm. This shows that
employees often disengage from the situation after developing acquiescence towards reporting.
In Study 1b, after recognizing the importance of (ineffective) whistleblowing systems in
developing acquiescent non-whistleblowing, we proceeded with content analysis of
whistleblowing policies of some of the organizations where the respondents of the first study
worked. The analysis of the Code of Ethics and policies in place showed that most of the
organizations had supportive policies on paper, which encouraged and facilitated reporting of
wrongdoings internally. However, upon mapping them to the responses of the employees, a
stark mismatch was found between the policy in theory and its effectiveness in practice. Most
employees were either unaware of the policy or had vague information about the policies and
the reporting system, making the Code of Ethics act as a barrier rather than a tool. The
organizations fall short in communicating the policies to their employees, creating an
ecosystem that trains the employees effectively on corporate misconducts, reporting channels

and authorities and equips them better with available tools to be able to report wrongdoings.
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The findings of this study expose the gaps in the application of policies in day-to-day
organizational processes.

The quantitative study (Study 2) was a field survey to test the conceptual model developed
from the findings of Study la. Mixed method approach to develop an intermediate theory
focuses more on the exploration to generate theoretical propositions and a very preliminary
quantitative analyses to reinforce the findings (Edmondson & McManus, 2007). The
quantitative method was used to analyze the data from 167 respondents, which was collected
over a two-week time gap. The data was collected through Amazon MTurk, which was posted
for 225 participants in the first round. AMOS v26 and SPSS v26 were employed to evaluate
the psychometric properties of the scales, establish correlations between the constructs, check
for Common bias, and test hypotheses. Model 4 of Hayes’ PROCESS Macro was used to test
the hypotheses, focusing on the mediating role of self-efficacy in lowering acquiescent non-
whistleblowing.

The result supported our conceptual model wherein ethical leadership and organization’s
whistleblowing propensity lowered the acquiescent non-whistleblowing behavior of
employees, and this relationship was mediated by self-efficacy, such that ethical leadership and
whistleblowing propensity increased the person’s self-efficacy beliefs which then lowered
acquiescent non-whistleblowing. Ethical climate and moral identity of a person also negatively
affected acquiescent non-whistleblowing, but they did not do so through the mechanism of self-
efficacy. This showed that a general ethical climate and a moral sense of self did not enhance
their self-efficacy in the specific situation of acquiescent non-whistleblowing. This shows that
non-whistleblowing requires specific attention and training that cannot be categorized with
general ethical decision-making.

The study has implications for both theory and practitioners. By exploring and understanding

non-whistleblowing, we aimed to provide a more comprehensive picture of the barriers to
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whistleblowing. It is important to understand all the nuances of why employees do not report
wrongdoings so that better policies and measures can be formed to reduce acquiescent non-
whistleblowing in organizations and create a workplace that is conducive to reporting behavior
and takes effective actions to correct the wrongdoings that have been reported. Along with its
theoretical and practical implications, this study offers suggestions for future researchers to

explore this area and uncover interesting findings that will broaden our understanding.

1X



AR
faora Tie & &7 H ggd RO & d1av[e, HIuRe Wed 3R draryst anft 1t 59
A IR Bl §2 81 O-S URA B IR Aol ¥ 96 I8 8, 99-99 7Tad ST 3R
Afdie gl o HHS Wl §¢ I8 & | TRl §9TH aTel 3R DfdeR SBIURE Teld BT 1
AP & TP gad 84 ¢, Tafdh Thsis Rud e JYed U § e aemae U
SR UG HAT § Sl 3d H Aol THRe &1 8d ¢ qb |
T & Afde Bad Teayy gid ¢ ife 3+ g Uk g § | fde gfaems
SIS o 7T THAMar® Bldl § 3R 374 Arau § FHue Bt oRexd gidl 8
(TR 3R 849, 2009) | Afde e 9fed 8 Iohd § Smd Sfed aRfufaar, fademymd
3G, 3T A1 R-AeG faxnERT SR g H1aTe 2nfire 81 Il § (IoREH Te 31,
2011)
foareTeais T a1 B U st o Ufsra § it wiat & 8 arelt Tad ST,
GHTERI 3R HEARI Pl ISR B T HGE HRall § | 3H YSER DI SR HRA 3R
RN (UIETOE, 2022) SR WS I UIIST B! JHUM UgaH § Ugd Gawnsii &1 gd
B BT TP THTA! ARIbT AT T & | Foei Tie & &1 7 fegaaisalis T R 1ot &I
a1 T 1 39 1A IS B Ueb UfohaT o =4 H R b T @, Fores sfar g
T Dl g | HHANRA! D SHTaTel b1 Ueh fge, fgaeteatist @ dR TR 71HR e 1l
1 7TeTd AR & FHA SHTAT I3 W Hisd g
A fEaasareT te wifed fofa ufssan B sieR el ¥, feudsater & weams

o TRl 81 § e 1M 3@ TTeid 21d &1 811 ¥R 3y @IS a2ie' +f) 81 Tebal & it et



BT Bl 4T Thd § Al f@qa FoT a1 ARIBTRET Bl RRUIE B 78t I &1 T8
oA R 39 IR-fegaerscii R &1 ORI &1 JHI B HIRI ST 5 |

fegaeaZ W e Seaae ufaiy & S ) U Jof 14T 3R HHRal gRT fegd
7 SO BT T-T SR A ¢ | gTAlD SR Mics U Ag@yul HRS g, Adh I8 bl
HIHy BoTHc ol feguasaet § 3 STe13f 1 ARG B BT HRUI & Ghdl 5|
HHARI gt TR e F Yo Treran & b guft U smardt Geamn At 8 1 siaf-ied dRon &
YR TR, Hs HRUI g1 Tabdl g ol HHATRT BT gl B 3R & o Thdl ¢ | SX 30 9
Rt T g | HHaRGl H Uit &1 U U HRUT AYdl &1 UG & | 38 TPkl TrZad
HEI S §, 39 a6 B! gl PHART & 39 fa4T8 I R Bl 8 fob 716 ITb1 a1
T8 G 3R Bl H1efeh Faeid 8l 81T (@T3CAZS 3R b, 2013) | AIA-
fRTAET & §HR g H 37 IRON B AN &R gU, 8H "B Nie Al-fFaasag”
1 U1 A BT BRI B &, I51 PHIAR] (g 9d g1 Sl & I1 7Tad BTl B RUIE
T8l B & Hifh I Tl & fob I7apt R ira1 gy 16T g1 wmeett, ok 9 @
TAd &1 H DIs GUR -T81 R | 3 T BT 3e-0 31 HRD| BT Udl AT & Il
e | TBRic A-fEaaseT &t 3R o Offd § | T A H, WIkTdl pifiied &R &
XS T OiTell & s BHRY SIFDRI b Yo, 34 THHC - fgaeieais &
e # w3t a1 fovar a1 81 3TfIE, 31 &1 LT ITHIG -THTHD BRD] bl
YT 7 UTermT T 4t § S T iie AM-feudsas ! gHifad #= I&hd ] |

i Teldie F1-fRUdsiiET U SUEHd TS TR § 3R §8 W U5 Pl W1
31eT 8] g3 B, ST BH 3Me0g & Ie=al o1 [ B & forg fAif¥a-ugfa el
BT IUINT B ¢ | FioRs - Ay R fS9reH, wifercfed sik wifecfed adie! &1 arebd &1
AT et S/ it &t § | Piferefed fafty faxgd faavur & Areqw § U ge1 &1

X1



Tl @ & fore @it & Agef ofR Srgual o1 STINT &l g | Sifce e fafy fswsf &1
AR A & o8 FiRET® 1 IUHRUI 3R ddH-1h| BT ITANT el & | TN H, I ST

fawg Bt T WY TR T B H Aeg B & | UM &0 1a ¥ L= gl 8, S
et BTl bl RUIET SR fegaeisiigt & aR H U 13 H HHARET & 3wl Bl
TS 3R IHT Ul T & oY T T R-SUTRT e g | HRd H faftra
3T SR &l H BT B aldl URIGRT B 34 e HIETBRI Bl SUIRT B, T
3T PHT I TE UdT TN UT fob HHARY TTeld BTHI BT WIHR il B § 3R I
3leb B Bt IR fb fomT ot FRufy | Tl ol o= o § | ST ¥ Ul Il
fos FraT 1 RO/ fegaersesa yuredl, T g1 IR-FrIER SR srgeRard

T defehl/Ueitieh] & PHRUI HHANRY! bl Jg faY™ 81 71 fob AR el BrH] B1 RUIE B
TS @ PIS HIRATS el B ST | 3 IRE F IR-TR & Ml 3 3% Iy oY 3R
ASIgd haT| 399 3% I8 a4 81 TR fob TTa7d ST &1 31 Bl U 9gd 981 B §
3R JTDT &S] & SRR A T1ER | ST JHITHIRGT H 39 B fay19 = I3 R
3R R HFH &1 R BT SR ot | iRl 3 RUlE 7 = & 370 B0 &

TG T8 HEdX [l [ WS- H Tad H1H g1 AT §1d § 91 394 SaTal Jha g
31| ST UdT Il g fob RO & vfd Teafd 9799 & o1g HHART SR T § s
REIGK]

sl 1b #, (3T faersaIsT Rier & Agcd &I TgdH & §1G, §AH $© TH Wl
@1 faasargT ifadl &1 dee TAare far, wet ugeh © el & Sarg 37 a1 &
FRA Y| BIS T TRART SR Hislel uiferdt & TR § UdT I fob SreraR e
T BT W g Hifaat ff, R sl IR W 7ad HHf &t RAfET 3 ggrar firen
3R AT B3 | BT, STd I8 HHANNAT & STaTal o fEraman mar, at 4Rt & uiferdt oik

X1l



3T T YD SRR & S 9gd de SR Ul 1| FTGIAR HHATRAT DI 3T al =i &
IR H T Tt o1 a1 3% Aot iR Ruifén Ren & IR & sred SRy off, oy
3TIR Higdl Ueh SUBRUI & Sl Teb ST § T8 | IS U HHANRIT deb il bl
Uga # Ul 36 Sf1d & 3TR Ueh U1 ShIRRCH S H fathel 3ol © ol pHRA! bl
HIURE gasR, RUIféT A=l SR SffeTRal tR gHTd &1 3 UiRiféd & ¢k 3% Tad
ST Bt RUIE T3 & AU ST T I IgeR aklh o o R | T el & hy
ARl B FrSAIHSD Ufchanadl & Afadl & ] g1 § HiAdl Bl ISR R |
Bifecfed Wl (¢Sl 2) T Wics wd oI, et Hbdg Tel 1a & el 9 s
HI-AGST IS Dl ¢ HAT UT| Udh sexUifeue AR faDhRid B34 & o fiere Ays
31Ta Jifcies URTal Bl IS B & oY SaW0T WR s &1 dbisd b=l o 3R
frp St B! AT A P oL Igd RS AT [IZAT0 Rl § (TSHST 3R
HHHAY, 2007)| 167 STREIAIST & ST BT [IReT01 I & ferw Ametas fafdy o1
SUGRT foban 1 T, For &) HTTg o Sy SaRTel H Tebl fobal 711 UT1 2T Amazon
MTurk & HTE0H J T4 T 711 o1, o ugel GR # 225 UfrHiial & forg uie fosan
T 4TI AMOS v26 3R SPSS v26 &1 SUAIT UHMI & ATSHIACH U1 BT Hedidh B,
WIS & S Tgdey R FHR, T GarIg S S a1 3R RG34 B
TRI&TUT h o forT fobam 1T T | URepetTail o1 URI&TU1 h o fofl 59 b PROCESS
Hop! & HISd 4 BT IYINT b1 7T T, ForgH T IRie - fgaascis T & $H H |
HTH-THTTHTNT DT TERIA YHBT TR M dhisd [T T A7| Sl 5 gaR
FHIUGST Ared DI UIC fooar, o e dexRg &R ifHReRE &I
fRaasae & Uiy A HHATRA! & TP RIC A--fgudasigi gdgR &I HH b, 3R
7g Rz S -Tfth it § ST T, S thied dielR iR fegdsdis &1 ugfhi =

Xiii



Hfd B Fb-Tthdd! B AMIAISH B TgrT, forad eI FH-feudeaieTad gal
URid HIGTd 3R fohdft safert bt Hifcres Tg= = Hi TPiic A1-fgwarsiigy ol Jiifed
=0 YHITAd T, 2ifeb Ii THT Yetb-Uthehl o HebfioH o WRY g1 bl | 38d
UdT =dl fb U A URed HIgId SR Gg &1 Afdd HIaHT = T Rie - feadsaig
B @ R & I7) eth-Thbat B T8 SerT| S Udl =eidl g fob -
foggreTeetis T & oIy W &1 STR ¢ b1 weevd Bicht & ol | Aifdies Tl ol o
1Y HETRISS o1 T S FehlT|

3 WSl P 3R @R} 3R WfFex 1 gt IR US| 9H-fegdsig &t @il 3R g
T, TR AH NS fegaereatist H ST aTclt FdhTact Bl Tel IS dediR U &1 U1l T8
IS TN § fob HHARY TTerd HTH! B1 RUIC il 71 bRl § alfh W61 § Ggafd
AT - feeraeiisT 1 PH B SR Teb AT bl s ob 1Y Sge Aiferat 3R
U ST S b ot RIS SqagR & e 3% d g1 $iR Rl ot T4 7ad wf &
Sl B b T UHTd HRATE B U Al SR ATGGINRD I & 1Y, Ug Wa!
Yfasg & TNYDHATSH Pl 39 & BT Udl T 3R faeered Ashsf I ISR A & fo
G1d el & S GRS I e G |

X1V



TABLE OF CONTENTS

CERTIFLICATE ....oeeeeeeeceeeeeereeneereessssscssessssssssssssessssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss |
ACKNOWLEDGEMENTS ...coceettteeeeeneeseesecseresssssssssscsssssssssssssssssssssssssssssssssssssssssssssssssssssssas 11
ABSTRACT ..aeeeeeeeeireeeeereeeeereesssssccssssssssssssssesssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssas \Y
TABLE OF CONTENTS ... tettttttttccceeeeseeeessssssssscssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss XV
LIST OF FIGURES ... oeettteeeetcreeeerreeenssssssssocsssssssssssssssssssssssssssssssssssssssssssssssssssssssassssssssss XX
LIST OF TABLLES ... ceeeetteeeeneecseeeesseesasssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssassssssssse XXI
LIST OF ABBREVIATIONS ... cieeettteeeeeeescseccssressssssssssssssssssssssssssssssssssssssssssssssssssssssssss XXII
CHARPTER 1.....coooiireeeeereceeeeeereeneesssssssscsssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssnssssssss 1
INTRODUCGTION ...uueeceeeeereeeneeeecseecesssessssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssas 1
1.1 BACKGROUND OF THE STUDY ..evuuuueeteeettttieeeeeeeeeeetesaneeeeseeessssmmmneessssssssmmmneesssssssssmmmnnnns 1
1.2 WHAT IS WHISTLEBLOWING? ..cvvtuteeteeeetttteeeeeeeeeeeteaaeeeeeseeeeeteaaaaeesseesssesananeesssssesssmmnnnnns 2
1.3 WHY IS WHISTLEBLOWING IMPORTANT? ...euuueeteeeteittieeeeeeeeeeteeaeeeeeseeeeeresaaeesssssesessnnnnnns 5
1.4 WHO BLOWS THE WHISTLE? ..eovvuuieeeeeeeteitteeeeeeeeeeeteeeeeeeseeeeesesaaaeesssessresannaessssssesssnnnnnns 6
1.5 INTERNAL VS EXTERNAL WHISTLEBLOWING .....ceeetttttiieeeeeeeeeeeeaeeeeeeeeeetemnneeeessseeeesnnnnnnns 7
1.6 NON-WHISTLEBLOWING OR NON-REPORTING BEHAVIOR.........ccovuuuieeeeeeeereeeiieeeeeeeeeeeennnnnnns 8
1.7 MOTIVATION FOR THE STUDY eevuuuueetetetttteeeeeeeeeetemaeeeeeeeseeetessmneeesesesesssmmnnsesssssseesssmnnnns 10
1.8 RESEARCH GAPS ...ovtvueeeeeeeeteeeeee e e e eeeeeeee e e e e e e et eaaaeaeee e e e e et eaaaaaaeeseseeessaanaeesseseennnnnnnns 11
1.9 GUIDING RESEARCH QUESTIONS ....ccoiiiiiiiiiiiiiieeeeeeeeeeeeeeeeeee et e e e e e e e e 13
1.10 RESEARCH OBJECTIVES ....ettttttueeeeeeeetttueieeeeeeeeettsmaaeeessesssesssnaeesssessessmmnsassssssessmsmnnns 13
1.11 METHODOLOGY OF THE STUDIES .....ceettttuuueeeteeeettmuueeeeeeeeetesmmneeeesssssessmmmsessssssessmsnnnnns 13
1.12 EXPECTED CONTRIBUTION OF THE RESEARCH ....ccvvuuueeeeieetiiieieeeeeeeeeeeeaeieeeeeeeeeeennnnnnnns 13
1.13 ORGANIZATION OF THESIS ...otttuuueeeeeeettteeeeeeeeeeetemaaeeeeeeeeetessneaeeessesssessmnnaasssssseesssmnnnns 14

XV



CHAPTER SUMMARY ....tiiiiiteeitieetteeeiteesieeesteeesiseeesiteesaseessaeesssseesaseeesaseeesnseesssseessnseesnnses 15

CHAPTER 2.ueiriricricinsinsensnnssnssississississsssssssssssssssstsssssssssssssssssssssssssssssssssssssssssssssssssssssssons 16
REVIEW OF LITERATURE .....cucoioiniiiirinninnisrisinsisssssesssnsssssississsssssssssssssssssssssssssssssssons 16
2.1 ETHICAL DECISION MAKING ....cottiuiiiiiiiieitiiiienieeie ettt ettt sttt 16
2.2 THE RATIONALIST PERSPECTIVE OF ETHICAL DECISION-MAKING.....cc.ccovierreereenieaneens 18
2.3 WHISTLEBLOWING AS AN ETHICAL DECISION-MAKING PROCESS......c..cccceevueniiiniinienniennens 21
2.4 WHISTLEBLOWING ......uuuuuvrveiieeeeiieiiitteeeeeeeeeeeeeiisseeeeseeeesensisssseseseeeeesessssseseseseesemsssrnseseses 23
2.5 NON-WHISTLEBLOWING .....ceeieeeeiieirrreeeeeeeeeeieirrreeeseeeeeeniissssseeseeeemmosssssssseseesommssssnseseses 28
2.6 EMPLOYEE SILENCE ........uuuvtetiieeeiiiiiittrreeeeeeeeeieeitseeeeeeseeeeesisssseesseeeeessssssseseseseessmsissnsesesens 29
2.6.1 Organizational Voice and Silence...............cccccoovvevoieiiiiiiiiiiiiieeeeeee e, 29
2.6.2 MOtIVES Of STIETCE ... 33
2.6.3 TYPES Of STIOHICE. ... 34
2.6.3.1 ACqUIESCENt STIENCE .....eouveeiiieiieeiieeiie ettt ettt ee e e saaeeee 34
2.6.3.2 QUIESCENE STICIICE ... .eeecuviiieiiie ettt ettt ettt etee et e e e sveeeebeeeeaveeeeareeens 35

2.6.3.3 OpportuniStic STIENCE. ......eevieriieeiierie ettt ettt ettt s ee e e seeeeeee s 37
2.6.3.4 ProSOCIal SIIENCE......eevuiiiiiiiiiieiieieetete et 37

2.6.4 Theories Associated With Silence................c.cccoovovivoiiiiiiiiiiiiiiiieeie e 38

2.7 SOCIAL COGNITIVE THEORY .....ccooiiittrreeieeeeeeiiiitreeeeeeeeeeeiiitrrreeeeeeeeesesssnseeeseeeeesnsinsrnreeesens 44
2.8 RESEARCH GAPS .....ccoooiiiireeeie e e ettt eeeeee et e e e e e eeeestaaaeeeeeeeeesenttaraeeseeeeeensntrnreaeeeas 45
2.9 VARIABLES FOR THE STUDY .....ceoitiiuttrreieeeeeeeiiiitrreeeeeeeeeeeiiisnereeeseeeeesesssseesseseessnsssrnsesesens 47
CHAPTER SUMMARY .....outtiiiiiiieeeeeiiiitreeeeeeeeeeeeietseeeeeeeeeeeeessssseeseeeessssisseseseseesemssssrrrsseseeeennnns 49
CHAPTER 3..uviriiiiicinininsnnssissississississsssssssssssssssstsssssssssssssssssssssssssssssssssssssssssssssssssssssssns 50
RESEARCH DESIGN AND METHODOLOGY ...cucoviirnrensunsuisnissisessessessesssssssssssssssssssons 50
3.1 RESEARCH DESIGN OF THE STUDIES......cccueetiitieiiiiieiieieeiiesieeteeieesie e see e 50

XVi



3.2 STUDY 1: ACQUIESCENT NON-WHISTLEBLOWING: EXPLORATORY STUDY .......vvvvveeeeennnn. 53
3.2.1 Study 1a: In-Depth INLerVIEWS .............cccoceeiuieiieiiieieeeie et 54
3.2.2 Study 1b: Analysis of Ethics COde ..............cccoooiviiiiiiiiiiiiiieiieeieee e 56

3.3 STUDY 2: TESTING THE IMPACT OF SOCIO-COGNITIVE FACTORS ON ACQUIESCENT NON-

WHISTLEBLOWING ...ccettuuttteeieitteeeesitteeeesittteesestteeessuttteessaassaeesessteeessssseessanssaeesssssseeessnsseeens 57
CHAPTER SUMMARY ....tiiiiiteeitteeiteeeiteesieeesitteesiteeesiteesateessseesasseesnseeesnbeeesaseesssseesnnseesnnsens 58
CHAPTER 4......uurienentcnnnnnnnnnnennesssesssssssssessssssesssessssssssssessassssssssssssssssssessassssssassssssss 59

EXPLORING THE SOCIO-COGNITIVE FACTORS IMPACTING NON-

ACQUIESCENT WHISTLEBLOWING (STUDY 1A AND 1B)....cccccevieecsensensensunsancncnces 59
T Y 1231 = (6] 0 U U RSP TT 59
4.1.1 Research Approach and Setting ................cccccoeeueevoiiiiieiiieiieeiieeeeee e 59
4.2 STUDY 1A: EXPLORING ACQUIESCENT NON-WHISTLEBLOWING.......cccvvvveeeeeeeeeennrvneeennn. 61
4.2.1 Sample and Data COIeCtion ................cc.occueivieiiiiiiiiiieiii e 61
G.2.2 ANQLYSIS ..ottt ettt et 63
G.2.3 ROSUILS ... ettt 65
4.2.3.1 Restrictive Organizational System and Codes..........cocevvverieneriiinieneniiencenens 66
4.2.3.2 Ethically Silent Leadership .........cccoocueeiieiiiiiieniieieeie et 69
4.2.3.3 Self-Inefficacy Beliefs ..........ccceeiiiriiiiiiiicee e 71
4.2.3.4 Disengaging from the Situation ...........ccceeeveeiiieriiieiienie e 76

4. 2.4 DISCUSSTON ...ttt ettt et 81
4.3 STUDY 1B: ANALYSIS OF CODES OF CONDUCT .....ccciiiieiiiiiirrreeeeeeeeeieitirreeeeeeeeeensinsrnreeeeens 86
4.3.1 Sample and Data COIeCtion ................cc.occueicieiiiiiiiiieiie e 87
4.3.2 Analysis And RESUILS ..............cccoooueiiiiiiiiiiiiie et 87
4.3.3 Mapping Document Analysis Findings with INterviews ...............ccccceevveeereneennn.. 94

4. 3.4 DISCUSSTON ...ttt ettt 98

Xvil



4.4 OVERALL DISCUSSION ....ceeiititeiiiteniiteeniiteeniteeeniteeesiteessteesnteessseessseessseesssseessseessseesnnne 99

4.5 THEORETICAL CONTRIBUTION ....cottttetiteteteeeeeteeeeeeeeeeeeererereeeeeeeeereeerereeeeererereeesereeeeeeereees 100
4.6 PRACTICAL IMPLICATIONS ...cetttttttteteeeeeeeeeeeeeeeeeeeeeeeeeeeeeeereeeeeeeeeeereeereeeeereeerereeeeeeeeeeeeeeeees 102
4.7 LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH .....uueeeieeeeeeeeeeeeeeeeeeeeeeeeeeeenns 103
CHAPTER SUMMARY .ottt 104
CHAPTER 5. eeeeeeeeeeeeeeeeesssessessssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss 106

ROLE OF SOCIO-COGNITIVE FACTORS IN ACQUIESCENT NON-

WHISTLEBLOWING (STUDY 2).cccoviiniirnsunsnisnssissessessessesssssssssssssssssssssessssssssssssssssssssssns 106
5.1 BACKGROUND OF THE STUDY .....uututiieiieeeeiiiiitireeeeeeeeeeieiisreeeeeeeeeeessisssesesseseesemsssssseseses 106
5.2 THEORETICAL BASES AND HYPOTHESES DEVELOPMENT .......ccccoiiiiiiiniiiiiniieieeieeieenne 107

5.2.1 80cial COGRILIVE TREOTY........c..eecueieeeiiieeeee et 107
5.2.2 Employee Silence Behavior and Non-whistleblowing ................cccccccoevvevevenn.nn. 108
5.2.3 Socio-Cognitive Factors Impacting Acquiescent Non-Whistleblowing................ 110
5.2.3.1 Ethically Silent Leadership........ccccceeviieiiiiniiiiieieciiee e 110
5.2.3.2 Ethical Organizational CHMAate..........ccccevuerriirienenienieieciencee e 113
5.2.3.3 MOTal IAENLILY ...ocviiiiiieiieiieeiieie ettt et 116
5.2.3.4 Organizational Whistleblowing Propensity ...........ccccceeeeeeiiienieniiienienieennens 117
5.2.3.5 Self-(In)efficacy as the Cognitive Mediator ...........ccceevueeeiiienieniiienieeeieeinens 119
5.2.3.6 Moral Disengagement: Post-Behavior Cognitive Process...........ccccceeeveennen. 122

I I\ 1 2 1= (0) 0 TSRO 125
5.3.1 Participants and ProCEAdUTeS....................ccoeviiiiiiiiieiieeieee e, 125
5.3.2 MEASUTES ...t 126
5.3.3 DAA ANGLYSES ...t 127
S RESULTS ...uutttteeiie e e eeectteee e et ettt e e e e e e ee et a e eeeeeeeesesarreeeeeeeeeeesettsseeeseeeeeanssrrrreeeeens 129
5.4.1 Descriptives Of the StUdY.............cc.cccooviiiiiiiiiiiiieeeee e 129

XViil



5.4.2 Testing the Psychometric Properties of the Scale..................ccccccoevviiviancnnnnn.nn. 133

5.4.3 Common Method Bias (CMB) TeStS.........cc...cccueeeueeeiieieeiieeeieeeeceeeeee e 140
5.4.4 HYPOtHeSeS TOSHING..........ccccueeuieiiieieeeiie ettt 142

5.5 DISCUSSION & CONCLUSION .....ottttteteeeeee e, 145
5.6 THEORETICAL IMPLICATIONS ....oiiiiiieeeeeeee e, 146
5.7 PRACTICAL IMPLICATIONS ....otteeeeeeeeeee e, 147
5.8 LIMITATIONS AND SUGGESTIONS FOR FUTURE RESEARCH........cccvuuueeeieeeeeiiiiieeeeeeeeeenenns 147
CHAPTER SUMMARY .ottt 147
CHAPTER ©..uueeeeeeeeeeeeeeeeeeneeeeesesessssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss 148
CONCLUSION AND IMPLICATIONS . ctttteeeeeeeeeeeeeesessssssssssssssssssssssssssssssssssssssssssssssssssss 148
6.1 GENERAL DISCUSSION L. iiiiiiiieieeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeee, 148
6.2 SUMMARY OF KEY FINDINGS....ctttettttteeeeeeeee e, 150
6.3 THEORETICAL CONTRIBUTION .....oottttteeeeeeee e, 152
6.4 IMPLICATIONS FOR PRACTITIONERS ....cetttttttieeeeeeeeeettueeeeeseeeeessnnnsaeesesesssssnnaessesssesenes 156
6.5 LIMITATIONS AND DIRECTIONS FOR FUTURE RESEARCH ......ccovvvvuuieeeeeeeeeieiiieeeeneeeeenenns 158
0.0 CONCLUSION ...ttt 159
REFERENCES . ...oooeetttetteeeeteeeeeeeeeeeeeeessssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss 161
APPENDICES . aeeeeeeeeeeeeeeeeeeeeeeeesesesesesssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssss 183
CURRICULUM VITAE ...iiiiiieeieeeeeeseeseesssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssses 189

X1X



Fig4.1:
Fig 4.2:
Fig 5.1.
Fig 5.2:
Fig 5.3:
Fig 5.4
Fig 5.5:
Fig 5.6:

Fig 5.7:

LIST OF FIGURES

Data Structure

Model of Acquiescent Non-whistleblowing (ANW)
Conceptual Model

CFA model for Ethical Leadership

CFA model for Ethical Climate

CFA model for Self-Efficacy

CFA model for Moral Disengagement

Seven-factor Measurement CFA model

Model 4 (Mediation model)

XX

66

82

124

133

134

136

137

139

142



LIST OF TABLES

Table 2.1: Theories Used to Study Silence

Table 2.2 Proposed Hypotheses (Direct path)

Table 2.3 Proposed Hypotheses (Indirect path)

Table 4.1: Study Respondent Details

Table 4.2: Representative Quotes Underlying Themes
Table 4. 3: Summary of Policy Documents

Table 4.4: Mapping Respondents’ Responses to the Codes
Table 5.1: Descriptive Statistics

Table 5.2: Intercorrelations Among Study Variables
Table 5.3: Mean, SD, Cronbach’s Alpha, CR and AVE
Table 5.4 Fit Indices of Ethical Leadership

Table 5.5 Fit Indices of Ethical Climate

Table 5.6 Fit Indices of Self-efficacy

Table 5.7 Fit Indices of Moral Disengagement

Table 5.8 Fit Indices of Seven-factor Models

Table 5.9 Harman’s Single Factor test

Table 5.10 VIF (Variance Inflation Factors) using Kock and Lynn (2012)

test

Table 5.11: Results of Direct Path Hypotheses (H1 to H5a, b, ¢, d & H6)

Table 5.12: Test results of Mediation Hypotheses (H7a, b, ¢, d)

XX1

38

47

48

62

79

90

93

125

129

131

134

135

136

137

140

141

141

143

145



AMOS

ANW

AVE

BAS

BIS

CFA

CFI

CMB

CMIN

CMIN/df

COE

COR

CR

df

EC

EL

FMCG

HSF

IT

LLCI

MD

MI

LIST OF ABBREVIATIONS

Analysis of Moment Structure
Acquiescent Non-whistleblowing
Average Variance Extracted
Behavioral Activation System
Behavioral Inhibition System
Confirmatory Factor Analysis
Comparative Fit Index

Common Method Bias
Chi-square Fit Statistics
Chi-square Fit Statistics/Degree of Freedom
Code of Ethics

Conservation of Resource Theory
Composite Reliability

Degree of Freedom

Ethical Climate

Ethical Leadership

Fast-Moving Consumer Goods
Harman’s Single Factor
Information Technology

Lower Limit Confidence Interval
Moral Disengagement

Moral Identity

XX11



MTurk

OCB

PCJ

PClose

POS

RMSEA

SCT

SD

SE

SET

SRMR

TLI

ULCI

VIF

Amazon Mechanical Turk

Organizational Citizenship Behavior
Perceived Channel Justice

P of Close Fit

Perceived Organizational Support

Root Mean Square Error of Approximation
Social Cognitive Theory

Standard Deviation

Standard Error

Social Exchange Theory

Standardized Root Mean Square Residual
Tucker-Lewis’s Index

Upper Limit Confidence Interval

Variance Inflation Factor

XX1i1



