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Abstract 
 

The objective of this study was to determine the influence of self-efficacy on WB (whistleblowing) intention. This study also examines 

the potential difference of employees WB intention based on age and gender. The results of this study are expected to enhance the devel-

opment of ethics education module related to reporting misconduct in public sector organizations. Based on four dimensions of self-

efficacy (mastery experiences, vicarious experiences, social persuasive and physiological and emotional status), the influence of each 

dimensions on WB intention were analyzed. The extent of self-efficacy influence on WB intention was carried out using multiple regres-

sions that predict the likelihood to whistleblow. Evidence on any significant difference at the employees WB intention based on age and 

gender was identified by comparing several means (one-way ANOVA) and comparing two means (independent t-test) accordingly. The 

results revealed that self-efficacy influences WB intention which master experiences demonstrated the strongest positive relationship. 

Furthermore, there is a significant effect of age on WB intention that concludes older employees are more likely to be a whistleblower as 

compared to younger employees. However, there is no significant difference at the employees WB intention based on gender that proved 

male or females are likely to blow their whistle.  
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1. Introduction 

Recently there were few allegation cases involving transparency 

and accountability among the public sector organizations that were 

being publicized in Malaysian medias. The accountability and 

integrity issues of public sector organizations in managing gov-

ernment assets become the core national agenda after the sensa-

tional dispute by media. A good relationship with the stakeholders 

can be demonstrated by public sector organizations through their 

strive for Citizens‟ Charter (1). The Auditor General‟s Report of 

National Audit Department (NAD) remarks the trend of increasing 

number of recommendations made to assist the activities of de-

partments/agencies of the federal government, federal statutory 

bodies and state governments. A statistic showed that the number 

of recommendations had increased from 109 (2013) to 268 

(2014).In 2015, there are 247 recommendations and the number is 

significantly increases to 353 recommendations for 2016 which 

244 recommendations were proposed to state governments. Re-

cently public was negatively aroused by the detainment of 19 divi-

sional and district heads of a state government by the Malaysian 

Anti-Corruption Commission (MACC) to facilitate investigations 

into a case of power abuse involving infrastructure projects in 

Sabah. Like Malaysia, the commitment to eradicate the corruption 

was portrayed through the enactment of the Whistleblower Protec-

tion Act 2010 (WPA). The effectiveness of WB plays a vital role 

to the detriment of corruptions issue. 

The effectiveness of WB implementation in public sector organi-

sation is challenged as a study confirmed that the private sector 

seems to be more open than government sector in WB (2). The 

unrevealed of WPA success factors should go beyond the extant 

antecedents of misconduct reporting in public sector. The im-

portance of comprehensive studies to examine the extent of whis-

tleblowing intention in public sector organization in Malaysia to 

support the public sector‟s enhancement of ethics and integrity as 

stated in the Malaysian Government‟s succession plan (3). This 

study adds and broadens whistleblowing literature in several ways. 

Firstly, it is important to support the aspiration of Government 

Transformational Plan (GTP) in transforming the monitoring and 

enforcement of corruption. In a similar vein, it supports the total 

security efforts of National Blue Ocean Strategy (NBOS) and the 

Eleventh Malaysian Plans that targeted for top 30 Nation in the 

Corruption Perception Index. Second, this study considers em-

ployee WB intention to blow their whistle on twelve public sector 

organizations rather than a single organization as per prior studies 

conducted. Third, this study provides evidence whether self-

efficacy may influence the WB intention of employees in public 

sector organizations. Which dimension of self-efficacy had pro-

found influence on WB intention? Finally the result of this study 

also provides the association of age and gender to the development 

of ethics education for public sector.  

2. Literature Review 

2.1. Self-Efficacy, Work Engagement and Whistleblow-

ing 

Efficacy belief consist of self-efficacy as well as collective effica-

cy (4). Self-efficacy has been discussed extensively by many re-

searchers and it is the main element of social cognitive theory by 
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Professor Bandura (5). It is defined as “people‟s judgment of their 

capabilities to organize and execute courses of action required to 

attain designated types of performance” (6). It is the individual‟s 

optimistic self-belief about what capability he or she can succeed 

in a task given (7). Self-efficacy is important as it is able to affect 

people‟s behavior, ways of making decision and how challenges 

will be faced. Many studies have focused on self-efficacy and 

variables had shown that it is a substantial inspiration to people‟s 

performance, motivation and determination when carrying out 

their task (8). Individual with high sense of self-efficacy will take 

the most challenging and the hardest problem as a means to im-

prove themselves and will set a challenging goal to accomplish it. 

Whereas people who has low sense of self-efficacy will avoid and 

reject the challenging task and will view them as personal threats 

to themselves (5).  

Numerous studies have discovered that showing the best perfor-

mance in challenging work, conducive work environments, be-

cause good environment  facilitates work engagement (9). Accord-

ing to Salanova et al.(4), work engagement is the most preferred 

as a good conceptual reason over employee engagement. Work 

engagement is a habitual action that relatively stable nevertheless 

influenced by work characteristics. Self-efficacy studies have 

revealed that high efficacy beliefs expect motivational responses 

like effort and determination whereas low efficacy beliefs lead to 

stress and anxiety (5). Thus, it is sensible to predict a positive 

association of self-efficacy and work engagement (7). Efficacy 

beliefs include self-efficacy and perceived collective efficacy of 

work engagement. Self-efficacy will increase due to high engage-

ment and positive affect of work engagement (4). The positive 

relationship between self-efficacy and work engagement of Indian 

business may be explained by the employee‟s higher self-efficacy 

and that made it easier for them to engage. This is because em-

ployees had more positive emotions and had been motivated con-

stantly in their work. Thus, self-efficacy enhances work engage-

ment and the engagement intensify self-efficacy belief (10).  

WB is the most effective and valuable tool for organization (11) in 

early detection of fraud, harassment, theft, corruption, and collu-

sion.  WB can be defined as an act which raising an issue regard-

less the wrong doing within an organization, public and even pri-

vate sector. WB is important for public in order to ensure the fair-

ness and equity treatment to everyone. According to Miceli & 

Near (12), they provided a model that establishes the potential 

importance of self-efficacy to decisions that relates to WB. Self-

efficacy is important as it is able to affect people‟s behavior, the 

way in making decision and even facing challenges. According to 

Sama (13), self-efficacy has a positive relationship with WB in 

public procurement. From this research, self-efficacy can be im-

proved through four main sources such as mastery experiences, 

vicarious experiences, social persuasions and physiological states 

taken from (5) theory. A study by Sulkowski (14) found a positive 

relationship between self-efficacy and WB. This research found 

that a student with high self-efficacy is more likely to report the 

threat of violence as compared to others as to ensure an equity and 

fairness in campus environment. General self-efficacy could influ-

ence individual characteristics such as age, gender, and work ex-

periences to make decision of WB (15). The cited research sug-

gests the following research question. 

Research question 1: Does self-efficacy influences WB intention? 

2.2. Whistleblowing, Age and Gender  

Numerous studies conducted on the impact of demographic varia-

bles on WB intention. These studies found mix results through the 

tested relationship. Cassematis & Wortley (16) also validate that 

there is no specific demographic variables to group the whisle-

blower. Unlike Miceli & Near (17), the findings demonstrated the 

ability of demographic variables to determine the intention of 

Mesmer-Magnus & Viswesvaran (18) also notified on the roles of 

demographics variables to influence the intention of misconducts 

reporting. Joshi, Liao, & Roh (19) supported that studies on possi-

ble impact of demographic variables on organizational responds 

are increasingly debatable.  Owing to this, this study aims to iden-

tify the likelihood of WB based on age and gender. As a result, 

this study might identify the limitations that prevent certain age or 

gender to report any misconduct in public sector organizations. 

The elimination of reporting limitations possibly will ensure the 

effectiveness of corrective action across the organization.  

There are mix results of relationship between age and Serwinek 

(20) commented that senior staffs are found to be stricter in mak-

ing ethical judgements as compared to junior staffs. Older em-

ployees who have well-established job tend to report wrongdoings 

as they are more capable of handling the argumentative matters 

(21). These older employees believe that they are „trusted‟ to be a 

whistleblower. Furthermore, age could represent the level of pow-

er. As a young coworker, they are less desired to whistleblow as 

they are predicated to have less power to do so as compared to 

older people (22). In opposite perspective, studies conducted by 

(23-26) failed to explain the relationship of age and whistleblow-

ing. Study on intrapersonal predictor of internal WB conducted by 

B. MacNab et al.(27) and B. R. MacNab & Worthley (15)  also 

conform on the inability of age to be the proxy of WB predictor. 

The cited research suggests research question 2. 

Research question 2: Is there any significant difference at the em-

ployees WB intention based on age? 

Studies conducted to test on association of gender and WB deter-

mined that females show higher awareness level than males in 

dealing with ethical situations. The awareness level drives the 

rigidness of females in making ethical judgements (18, 28, 29). In 

a similar vein, a study conducted by Stylianou et al. (30) obtained 

significant interaction effect of gender on Machiavellianism that 

influence the reporting misconducts in IT practices. Rehg et al. 

(31) found that there was significant relationship between gender 

and WB and this result support that gender possibly result in dif-

ferent ethicality level (32). However, there are some studies which 

have failed to persuade the association of gender on ethical deci-

sion such as West, (21, 33, 34). The cited research suggests re-

search question 3. 

Research question 3: Is there any significant difference at the em-

ployees WB intention based on gender? 

3. Methodology 

There were 200 sets of questionnaires that were distributed to 

male and female employees who work in 12 organizations of gov-

ernment department in Malacca and Negeri Sembilan areas. How-

ever only 150 were completed and usable which represent 75% 

from the distributed questionnaire. The extent of self-efficacy 

influence on WB intention was carried out using multiple regres-

sions that predict the likelihood to whistleblow. Evidence on any 

significant difference at the employees WB intention based on age 

and gender was identified by comparing several means (one-way 

ANOVA) and comparing two means (independent t-test) accord-

ingly. 

4. Results and Findings 

There were 71 females and 79 males out of 150 respondents. This 

represented 47.3% females and 52.7% males. In terms of age, the 

range of respondents‟ age falls between 21 to 53 years old. 3 main 

ethnics in Malaysia were available in this study.  Majority of the 

respondents were Malay which equal to 112 (74.7%). The num-

bers of Chinese respondents were 21 (14%) and Indian respond-

ents were 17 (11.3%). The working experiences of the respondents 

ranged from a year to more than 5 years.  

4.1. Self-Efficacy and Whistle blowing 

To examine the relationship between self-efficacy and WB inten-

tion, Pearson Correlation test was conducted. Based on Table 1, 

all variables are significantly correlated with the dependent varia-

ble. The result shows that, mastery experiences have the highest 
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correlation value. The correlation value is 0.703 which is signifi-

cant at 0.01 level (2-tailed). The variable that have the lowest 

correlation value is psychological and emotional status, 0.315 

which significant at 0.01 level. 

 
Table 1: Correlations Table 

Correlations 

 WB intention ME VE SP PES 

WB intention Pearson Correlation 1 .703** .464** .533** .343** 

Sig. (2-tailed)  .000 .000 .000 .000 

Mastery experiences Pearson Correlation .703** 1 .507** .542** .426** 

Sig. (2-tailed) .000  .000 .000 .000 

Vicarious experiences Pearson Correlation .464** .507** 1 .510** .379** 

Sig. (2-tailed) .000 .000  .000 .000 

Social persuasion Pearson Correlation .533** .542** .510** 1 .559** 

Sig. (2-tailed) .000 .000 .000  .000 

Psychological and emotion-

al status 

Pearson Correlation .343** .426** .379** .559** 1 

Sig. (2-tailed) .000 .000 .000 .000  

** Correlation is significant at 0.01 level (2-tailed) 

 

In this study, multiple regression was conducted to examine the relationship between WB intention and self-efficacy. The self-efficacy 

(independent variables) was used to predict the WB intention (dependent variable).  

  
Table2: Model Summary 

Model R R2 Adjusted R2 Std. Error of the Estimate Durbin-Watson 

1 .731a .534 0.521 .456 1.880 

 
Table 3: Coefficients 

Coefficients 

Model Unstandardized Coefficients Standardized Coef-

ficients 

t Sig. Collinearity  Statistics 

B Std. Error Beta T VIF 

1 Constant 1.090 .248  4.404 .000   

Mastery experiences .552 .070 .566 7.875 .000 .621 1.609 

Vicarious experience .065 .051 .089 1.274 .205 .660 1.515 

Social persuasion .191 .071 .208 2.684 .008 .534 1.873 

Psychological and 
emotional status 

-.050 .071 -.049 -.702 .484 .661 1.512 

a. Dependent Variable: WB Intention 

 
Table 4: ANOVA Table 

  

Sum of 

Squares df 

Mean 

Square F Sig. 

Between 
Groups 

7.951 4 1.988 5.068 .001 

Within 

Groups 
56.876 145 .392 

  
Total 64.828 149       

 

Based on Table 2, the R2 is 0.534. The R2 values indicate that 

53.4% of the variance in the dependent variable is explained by 

the independent variables.   
 

Based on Table 3, the regression equation is stated below. 

WB intention = 1.090 + 0.552 ME + 0.065 VE + 0.191 SP - 

0.050 PES  

With exception of the psychological and emotional status, all in-

dependent variables have positive relationship with WB intention. 

In addition, the p-value for mastery experiences (0.00) and social 

persuasion (0.08) are more significant to predict WB intention.  

The results in the coefficients table show that the t-value for psy-

chological and emotional status is -0.702. However, given the p-

value is greater than 0.05, therefore there is no significant relation-

ship between the psychological and emotional status and WB 

intention. The negative association recommended that the employ-

ees with low psychological and emotional status are likely to blow 

their whistle. 

 

4.2 Age and Whistle blowing 

 

 The ANOVA results are presented in Table 4. Based on the result, 

this study recommended that there is a significant effect of age on 

WB intention (Sig = 0.001). Therefore, the answer for research 

question 2 concluded that there is significant difference of the 

employees WB intention based on age. Since the p-value of 

ANOVA table is less than 0.05, the average age level for at least 

one of the five age levels differ significantly. 

In order to know the exact effect of age, Table 5 demonstrates on 

how different age levels are differed. The assessment was made to 

observe whether the difference between the mean values were 

significant. Table 5 supported that age level of 51 and above dif-

fers significantly from other age levels. Accordingly, there is no 

significant difference between WB intention for other age levels.  

 
Table 5: Multiple Comparisons 

 

Mean Difference  Std. Error Sig 

Age 1 Age 2 of (Age 1 - Age 2)     

Below 20 21 to 30 -0.07636 0.21941 0.997 

 

31 to 40 -0.40364 0.21531 0.336 

 

41 to 50 -0.42462 0.23305 0.365 

 
51 and above -.81333* 0.25569 0.015** 

     21 to 30 31 to 40 -0.32727 0.12668 0.079 

 

41 to 50 -0.34825 0.15492 0.168 

 
51 and above -.73697* 0.18726 0.001** 

     31 to 40 41 to 50 -0.02098 0.14906 1 

 
51 and above -0.4097 0.18243 0.169 
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41 to 50 51 and above -0.38872 0.20307 0.314 

** Significant value 

    

Table 6 shows means for respondents by different level of age. 

The result of overall means proposes that respondents within 51 

years old and above (means = 4.373) are more insistent on blow-

ing their whistle. The likelihood to blow the whistle based on the 

overall means will be followed by age of 41 to 50 (means = 3.985), 

31 to 40 (means = 3.964), 21 to 30 (3.636) and lastly, below 20 

(means =3.560). In order to determine whether there is a signifi-

cant effect of age on WB intention, this study suggested that older 

employees are more likely to be a whistleblower as compared to 

younger employees.  

 
Table 6: Means for Respondents 

Age N Overall means 

Below 20 10 3.560 

21 to 30 44 3.636 

31 to 40 55 3.964 

41 to 50 26 3.985 

51 and above 15 4.373 

Total 150 3.885 

 

4.3. Gender and Whistleblowing 

 

Research question 3 tested whether there is any significant differ-

ence on employees WB intention based on gender. The independ 

ent sample T-test was conducted to determine the difference. First-

ly, this study uses Levene‟s test to see whether the differences are 

discrete in different groups. Based on Table 7 below, the p-value 

for F-Test (equality of variance) shows Sig = 0.687. This value is 

more than 0.05, so it indicates that the two populations‟ variances 

are equal.  

 
Table 7: Levene‟s Test 

    
Levene's Test for  

Equality of Variances 

  
F Sig. 

Whistleblowing Equal variances assumed 0.163 0.687 

  Equal variances not assumed     

 

Furthermore, the p-value (as stated in Table 8) for the T-Test (Sig 

= 0.646), it is more than 0.05 and indicates that there is no signifi-

cant difference between the means of these two samples. As a 

result, this study infers that there is no significant difference at the 

employees WB intention based on gender.  
 

 

 

 

 

Table 8: T-Test for Equality of Means 

  
t df Sig. Mean  Difference 

Std. Error  

Difference 

95% Confidence Interval of 

the Difference 

  

     

Lower Upper 

Equal variances assumed -0.46 148 0.646 -0.0497 0.108 -0.26343 0.164 

Equal variances  not assumed -0.457 142.447 0.648 -0.0497 0.108 -0.26454 0.165 

5. Conclusion 

The results of this study recommend that self-efficacy is important 

in understanding the critical success factors of whistleblowing in 

public sector organizations. A study conducted by Sama (13) also 

proposed a conceptual model to understand determinants for effi-

cacy of WB in public procurement of Tanzania. Self-efficacy be-

liefs are an important aspect of human motivation and behavior 

that can influence the actions of a person. Self-efficacy may influ-

ence a person‟s ability to learn, their performance and motivation, 

as people will often perform and learn a task which they only be-

lieve can be successful at (35). A person with full confidence will 

anticipate successful outcomes. In view of this, the development 

of self-efficacy is recommended to be one of the agenda for top 

ten initiatives of Hala Tuju Negara through 2015 World Class 

Public Service. One of the initiatives highlighted by this national 

agenda is the need to produce high performance and integrity of 

human capital. Like Malaysia, public servants with high integrity 

play an important role in eradicating corruption issues in their 

organization. There is an increasing recognition of whistleblowing 

in combating malpractices, including corruption (36). Self-

efficacy is a channel for strategic, optimistic and pessimistic think-

ing (8). However, by looking at the concept of self-efficacy among 

public sector employees, it demands continuous effort from many 

parties. For example, an instant initiative should be implemented 

by the Malaysian government through the education system. A 

study confirmed that the greater social and academic self-efficacy 

measured in people of ages around 14-18 years old, the greater the 

life satisfaction in five years later (37).  

In this study, master experiences is suggested as being the most 

significant element to enhance self-efficacy level among public  

servants, out of four dimensions of self-efficacy. Mastery experi-

ence is one of the dimensions of self-efficacy theory. (38) states 

that mastery experiences are based on experiences that are person-

al and direct. It is usually attributed to one‟s own skill and effort. 

It will be successfully developed when individual try new things 

and successful in accomplishing it. Enhancement of self-efficacy 

level among public servants can be implemented through real 

experiences in managing employees misconduct reporting. This is 

mainly due to fact that self- efficacy stresses on the perceived 

capability of an individual that drive the attitude of „can do‟ in-

stead of „will do‟ (8). Employees should clearly understand the 

importance of WB that clearly briefed in their organizations‟ WB 

policy. However, this study found that majority of the respondents 

was not aware on the existence of WB policy in their organization. 

They did not realize that WB is urgent in combating corruption 

issues. 

In addition, a consistent ethics education should be conducted in 

order to update employees on recent issues related to WB Strauser 

(39) commented that training programs are able to provide mas-

tery experiences to the workers.  Nowadays, rapid growth of 

online training might be useful to support a consistent ethics edu-

cation across the organization. Online training might replace the 

traditional training which requires physical attendance and costly 

too. An effective online training that comes with the interactive 

interface shall include discussion on real case studies or any real 

issues pertaining to WB. In a similar vein, Bandura & Wessels 

(40) also states that mastery experience was the most effective 

way to stimulate self-efficacy because people believe that they 

have the tendency to do something new if it is similar to some-

thing that they have already done well before. There is an idea that, 

if a person did it once, the person believe that he can do it again. 

Through the discussion of real case studies, employees believe on 

their vital roles as a whistleblower might escalate. 

The result of this study suggested that the respondents feel com-

fortable and confident to report any wrongdoings when it happens 

in their organization, since they done it before. Perhaps this result 

is supported due to significant effect of age on WB intention. Em-

ployees who are 51 and above already gain their own „room of 

trust‟ and their seniority level may enhance their whistleblower‟s 

confidence. In this study, 46.7% of the respondents had more than 

5 years of working experience. Longer organization tenure will 

support employee decision to whistleblow as they believe that 

reporting any wrongdoing is a right decision. They believe that 
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wrongdoings reporting may help the organization due to their high 

engagement towards the company‟s health. Accordingly, employ-

ees believe that their organization will take immediate action on 

any report of wrongdoings. The results of this study also indicate 

that social persuasion has significant relationship with whistle-

blowing intention. Employees will report any wrongdoing if they 

receive support from any colleagues in the organization. They will 

also report on any wrongdoing if they received encouragement 

from their immediate manager, family members or friends that 

will motivate them to do so.  

The results of this study also determine that employees are willing 

to report any wrongdoing if they have been influenced by media 

such as social media, television, radio and magazines. Lastly, they 

are also likely to report any wrongdoing if they are guided by the 

Ministry of Human Resource (MOHR). In this study, there is no 

significant difference at the employees WB intention based on 

gender. Male or females are likely to blow their whistle. This re-

sult is similar to the conclusion of the study conducted by (21, 33, 

34). This result may suggest that the employees‟ voices are recog-

nized by their organizations. Issues such as gender inequality, 

unfair treatment or retaliation may not stop the employees to whis-

tleblow. Employees realized the organization‟s recognition that 

stimulates their confidence and motivation to continuously con-

tribute to the organization.   

This study provides a new finding on determination roles of self-

efficacy towards WB intention. This finding sparks a better under-

standing on the success factors lead to effective implementation of 

WB policy in public sector organizations. Identifying the success 

factors of effective WB may lead to strengthen internal control, 

risk management initiatives, and integrity level among the public 

servants. Accordingly, this study enlightens the identification of 

the success determinants of WB that provide insights to policy 

driven and monitoring agencies such as State Secretary Offices, 

Public Sector Department, National Audit Department, Account-

ant General Department, MACC, and Enforcement Agency Integ-

rity Commission (EAIC) in terms of improvising existing training 

modules, standards operating procedures, guidelines, and action 

plans.  In addition, this study also roused the initiative for the gov-

ernment to strengthen the competitiveness level by cultivating a 

range of perspective to national strategy development and decision 

making through the improvement of feedback system of WB. 

Perhaps this is the right move by the Malaysia Public Service 

Department to implement ethics hotlines for the public sector. It 

has been implemented by US, South Africa, Japan, Korea and 

many more. Ethics hotline is an international strategic initiative 

that may encourage WB. Ethics hotline is convenient and easy 

platform for the whistleblower to act (41). 

In Malaysia, after seven years of WPA enactment, studies on the 

effectiveness of WPA implementation will provide insights on the 

relevancy of revision and improvements. At this juncture, WPA is 

silent on the effect of awareness initiative. Unlike UK, US, South 

Africa and Europe, the awareness effort rigorously enforces 

through WB laws. As a result, future study may emphasize on 

ways to improve WPA implementation through outstanding en-

forcement of awareness initiative. Brown & Latimer (42) con-

firmed that WB protection without enhancement of awareness, 

strengthening communication and training would lead to ineffec-

tive WB legislations.  
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