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Whistle-blowing intentions
and behaviour in Ugandan

public procurement
Brenda Tumuramye, Joseph Mpeera Ntayi and Moses Muhwezi

Department of Procurement and Supply Chain Management,
Makerere University Business School, Kampala, Uganda

Abstract
Purpose – This study aims to investigate the whistle-blowing behaviour in Ugandan public procurement
by using whistle-blowing supporting institutions, procuring and disposing entity (PDE) ethical climate and
whistle-blowing expectancy.

Design/methodology/approach – A quantitative cross-sectional survey was conducted using a sample
of 118 drawn from a population of 179 central government (PDEs). Data were collected using self-
administered questionnaires, resulting in 222 usable questionnaires from 70 PDEs, representing a response
rate of 62.71 per cent.

Findings – The results reveal that the whistle-blowing supporting institutions and PDE ethical climate are
significant predictors of whistle-blowing intentions and behaviour, accounting for 30.2 per cent of the
variance. The authors therefore recommend that whistle-blowing supporting institutions, like the Whistle
Blowers Protection Act, should be reviewed and strengthened to promote whistle-blowing intentions and
behaviour. This could be done through reviewing the Act to make it enforceable, giving power to the whistle-
blowers, strengthening policies, developing safeguards against retaliation by making every chief executive
officer in the public sector accountable, increasing whistle-blowing incentives and providing whistle-blowing
hotlines for anonymous whistle-blowers. PDEs should also create conducive ethical climates that encourage
people to voice their concerns internally or externally, and ethical committees should be established within
PDEs and other bodies such as the Inspector General of Government for ensuring that whistle-blowing
systems are in place and promoted. There is a need to increase whistle-blowing expectancy through the
effective handling of reported cases to their conclusion and the use of role models.

Keyword Whistle blowing

Paper type Research paper

Introduction
Employees are an important source for detecting wrongdoing in organizations (Kaptein,
2009). According to KPMG (2007), 25 per cent of the frauds in organizations in Europe, the
Middle East and Africa were brought forward by employees. Park et al. (2008), in their
attempt to explain whistle-blowing behaviour, proposed a typology of whistle-blowing
based on three dimensions; formally or informally, internally or externally and identified or
anonymously. Blowing the whistle formally entails employees reporting wrongdoing
through formal organizational protocols or communication channels, while whistle-blowing
informally comes out when the whistle-blower personally informs someone he/she trusts or
close associates about the wrongdoing. Internal whistle-blowing refers to reporting
wrongdoing to a supervisor or someone else within the organization who can correct the
wrongdoing, while external means reporting a wrongdoing to outside parties believed to
have the power to correct it. Identified whistle-blowing necessitates providing identity,
while anonymous whistle-blowing involves failing to provide identification about the
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whistle-blower. Irrespective of the method used to whistle blow, research agrees that
whistle-blowing is an effective tool for preventing wrongdoing in organizations.

Given the critical importance of employees in reporting wrongdoing, it is important to
create mechanisms for whistle-blowing within organizations. In fact, Callahan et al. (2002,
p. 195) reveal that failures to create opportunities for internal reporting of wrongdoing
“foolishly invite catastrophes”. Organizations with well-developed anonymous reporting
systems develop a robust and reliable monitoring and control system that forces
wrongdoers to refrain from wrongdoing. Despite this evidence, most employees in public
entities occasionally witness wrongdoing, and their intention to blow the whistle is normally
subjected to fear of retaliation. According to the third Public Procurement Integrity Survey
Report of (2016), 9.9 per cent of the respondents indicate that their choice to keep quiet about
the misdeeds of the public officials in Uganda is a result of fear of victimization as the
wrongdoers normally command high social status in communities. A case in point relates to
the Office of the Prime Minister, in which the whistle-blower revealed procurement-related
scam among others. The identity of the whistle-blower was revealed, resulting in the loss of
his job. Among other things reported by the whistle-blower is the over payment of 23
companies that supplied food to the Office of the Prime Minister by Shs 8,647,602,417. There
were no documents to support the payment of Shs 13, 716,991,979 paid out to Farm
Engineering for ploughing in Karamoja.

Additionally, in 2013, a devoted reporter in Kasese was mysteriously found dead while
following up a story involving misappropriation of Universal Primary Education funds. A
whistle-blower who exposed fraud in a cobalt company in Uganda leading to recovery of over
Shs 5.4b lamented having lost his job as a result of whistle-blowing and never received his 5
per cent reward as the law stipulated. This action of non-payment is contrary to Sections 15
and 16 of the Whistle Blowing Protection Act (2010) that encourages whistle-blowing
behaviour. The Act provides for a five-year jail term for anyone who reveals the identity of a
whistle-blower and prevents whistle-blowers against victimization. Unfortunately, this
section of the Act is difficult to enforce given the ethical climate in Ugandan procuring and
disposing entities (PDEs) and the position and power wielded by the wrong doers. These
undesirable outcomes seem to affect whistle-blowing behaviour in Ugandan PDEs.

A number of studies conducted in the developed world have attempted to explain
whistle-blowing intentions and behaviour by using individual factors (attitudes toward
whistle-blowing, perceived behavioural control, independence commitment, personal
responsibility for reporting and personal cost of reporting), isomorphic factors (perceived
organizational support and team norms), issue-specific factors (perceived moral intensity)
(Alleyne et al., 2013), the ethical culture (Kaptein, 2009), national culture (Tavakoli et al.,
2003), type and seriousness of the wrongdoing (Near et al., 2004), employees’ response to
observed wrongdoing and organizational structure (King, 1999). However, these studies
offer inadequate standardized explanations of whistle-blowing intentions and behaviour in a
developing world context like Uganda, due to the differences in cultural orientations and
absence of a whistle-blowing theory. For example, while most employees in the developed
world can easily voice against wrongdoing in the public sector, the rights of many
employees in the developing countries are either unknown or cannot be successfully
claimed. This, coupled with unfavourable economic conditions such as high unemployment
rate, makes employees in the public sector to perceive employment a special favour or
reward from chief executive officers (CEOs) who wield unquestionable power and authority
(Ntayi, 2013). In fact, a number of CEOs treat public institutions as an extension of their
private property with absolute and unquestionable powers to hire and fire at will. Public
sector employees frequently use phrases like “never cross your boss, if you know the source
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of the buttered side of your bread” to scare away any person who may wish to take action
against them (Agaba, 2016, Personal Communication, March 29). This situation has created
a public enterprise climate of fear, intimidation and apathy, thereby promoting ethical
muteness (Ntayi, 2013). Many whistle-blowers in Ugandan PDEs, who report wrongdoing in
public procurement, suffer retaliatory consequences such as being dismissed or blacklisted,
thereby reducing their willingness and enthusiasm to blow the whistle. Intimidation of the
whistle-blowers implies that the institutional theory alone may not be adequate in
explaining whistle-blowing behaviour in Ugandan PDEs.

A critical review of literature reveals that the construct of whistle-blowing is relatively
new in organizational research context and can be traced back to the early 1970s, with
serious academic organizational research work commencing in the 1980s. This stream of
organizational research has attracted negative comments, questioning the relevance of the
“whistle-blowing” construct in organizations to which employees are supposed to protect
and be loyal to. For example Hartmann (1971) asks “why should a professional belittle his
own gremium when it appears that his whistle blowing [. . .] only enhances the power and
prestige of an outsider at the expense of his own profession and himself” and states that “it
is unethical to ‘badmouth’ professional colleagues outside of the given profession”. Smith
(1971) decries the attitude of Hartmann (1971) and argues that a profession is in a very bad
state when shortcomings, mistakes and problems are hidden instead of responsibly
admitting them and trying to alter them. These contrasting views dominate organizational
literature and practices, raising questions of voice, loyalty and confidentiality. There is
considerable support by the organization theorists such as Walters (1975) and Lawrence
(1958), who advocate for one sentiment to be dominant in all employees from top to bottom,
namely, a complete loyalty to the organizational purpose. In this study, we attempt to add to
this on-going debate by investigating whistle-blowing behaviour by using constructs of
whistle-blowing support institutions, PDE ethical climate and whistle-blowing expectancy,
which are derived from the institutional, Lewin’s Field and expectancy theories, respectively.

Conceptual framework
The institutional theory can be viewed from a number of perspectives. However, for the
purpose of this study, we confine ourselves to the institutional theory by Scott. Scott (2001)
defines institutions “as multifaceted, durable social structures, made up of symbolic
elements, social activities, and material resources”. This view supports North (1990), who
defines institutions as humanly devised rules in a society that shape human interactions –
“rules of the game”. Scott (2004) examines the regulative, normative and cultural cognitive
perspectives that influence behaviours of individuals and organizations. However, the major
weakness of this theory relates to its “intentionalist” nature as it rather tends to assume that
the process of institutional creation is purposive, under the control of actors who perceive
the effects of the institutions they establish and create to secure these effects (Hall and
Taylor, 1996). This assumption weakens the theory in being able to fully explain whistle-
blowing intentions and behaviours in a public institution where whistle-blowers and their
capacity to control the course of events are rather problematic and seen to operate from a
more complex set of motivations. However, despite the recognition by some new
institutional economics (NIE) theory scholars, that informal institutions play a crucial role in
defining societal rules (Denzau and North, 1994; Ensminger and Knight, 1997; Greif, 1997),
the application of NIE to the study of micro-level issues relevant to inter-organizational
relations has largely focussed on formal institutions. Additionally, the theory ignores
organizational personality rooted in the Lewis Field theory (1979) which gives to birth to the
construct of organizational ethical climates andwhistle-blowing expectancy.
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Lewin (1935; 1979a, 1979b; 1951) developed the ideas and practices of organizational
development, life space, leadership styles, force-field analysis, group dynamics, feedback
and action research. He recognized early that psychology was not able to explain human
behaviour if the environment was not included. He asserts that social climate exists
whenever every individual of a group constructs the same subjective environment in a
common objective one. Lewin’s work was supplemented by W.I. Thomas, who created a
theory which is well-known as Symbolic Interactionism. The Thomas theorem asserts that
“If men define situations as real, they are real in their consequences” (Thomas and Thomas,
1928). According to Ball (1970), the definition of a situation is a construction of reality. This
assertion is partially supported by Ntayi et al. (2013), who reveal that ethical climate
is related to unethical behaviour. They, however, called on researchers to validate these
results in different environments. As a result of this call, Kyeyune (2016) introduced ethical
climate in her attempt to explain public finance regulatory compliance. However, ethical
climate did not explain public finance regulatory compliance, thereby producing
contradictory results. Her work further contradicts Victor and Cullen (1988), who grounded
the ethical climate theory on the belief that organizations are responsible for the ethical or
unethical behaviours of their employees. There is therefore a need to contribute to the
climate research as the environment is only similar for all persons in a group as long as they
all construct the social reality in the same way. We therefore conjecture that an entity’s
ethical climate explains whistle-blowing intentions and behaviour.

It should be noted that both institutional and ethical climate theories exclude the role of
the whistle-blower’s expectations. This knowledge gap can be filled by Vroom’s (1964)
expectancy theory. According to the expectancy theory, if the potential whistle-blower
believes that there is a high probability that a positive outcome will occur, the preference to
exhibit whistle-blowing behaviour will be greater. Even though this proposition has not
been tested by many recent scholars, it was tested by Farrell and Petersen (1982) and Near
and Miceli (1985), who found that the inclination to blow the whistle is determined by the
degree to which the reporter believes the situation will be corrected. The purpose of this
study is to take a multi theoretical approach and explain whistle-blowing behaviour using
constructs of whistle-blowing support institutions, PDE ethical climates and whistle-
blowing expectancy. We use data from Ugandan PDEs that are characterized with frequent
unethical behaviours (Ntayi, 2013). This study is necessary in a number of ways. First,
despite the existence of the whistle-blowing protection Act (2010), public and private
employees in Uganda are still reluctant to report unethical behaviour, and even the few
who blow the whistle are terrified to provide identity for fear of retaliation and lack of
protection in practice (Global Integrity, 2009; Freedom House, 2010). As a result, this
state of affairs has increased Uganda’s public procurement vulnerability to fraud,
corruption and other procurement malpractice (Ntayi et al., 2013). Yet, as noted by
Dorasamy (2013), whistle-blowing has become a popular strategy in the fight against
corruption and other malpractices in many countries.

Regulatory framework for whistle-blowing in Uganda
The Government of Uganda tabled theWhistle Blowing Protection Act (2010) in parliament.
The Act aims at enforcing the provisions of Inspectorate of Government Act (2002), the
Leadership Code Act (2003), the Access to Information Act (2005) and Public Procurement
and Disposal Act (2003) to strengthen the legal framework in the fight against corruption. It
provides for mechanisms encouraging individuals to blow the whistle on corruption cases.
The whistle-blowing procedure is covered in Section 6 of the Whistle Blowing Protection
Act: the disclosure may be made orally or in writing, all forms of information
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communication technology may be used and the disclosure should contain the full name,
address and occupation of the whistle-blower, the nature of wrongdoing, the name and
particulars of the alleged wrongdoer, the time and place where the alleged impropriety is
taking place, etc. According to Section 4(1), disclosures of impropriety may be made
internally to an employer of the whistle-blower in cases where the whistle-blower’s
complaint pertains to his or her place of employment. Section 4(2) further explains that
external disclosures maybe made where the complaint does not pertain to the whistle-
blower’s employment; the whistle-blower reasonably believes that he/she will be subjected
to occupational detriment if he/she reports internally; and the whistle-blower reasonably
believes or fears that evidence relating to the impropriety will be destroyed if he reports
internally or where the complaint has already been made and no action has been taken. The
whistle-blower may then report externally to support institutions such as Inspectorate of
Government (IGG), Uganda Police and Uganda Human Rights Commission.

It should be noted, however, that it is harder for responsible officers to investigate
anonymous reports as the complaint may lack detailed information and the unknown source
cannot be questioned for clarity. For this reason, the Whistle Blowing Protection Act
disqualifies anonymous whistle-blowers from protection under the Act in Section 3(3). The
Act requires whistle-blowers to provide their identity for investigations to be effectively
undertaken. Also according to Section 14 of the Act, a person who unlawfully discloses,
directly or indirectly, the identity of a whistle-blower commits an offence and is liable on
conviction to imprisonment not exceeding five years or a fine not exceeding 120 currency
points or both. Section 9(1) of the Act prohibits victimization of whistle-blowers; however, a
person who intentionally makes a false disclosure commits an offence under Section 17 of
the Act. The Act further includes monetary incentives of 5 per cent of money recovered due
to whistle-blowing. Some public entities such as Uganda Revenue Authority and Kampala
Capital City Authority have increased this reward to 10 per cent to highly encourage
whistle-blowing behaviour. Section 4 (3) also lists the whistle-blowing supporting
institutions where external disclosures of impropriety may be made: the IGG, the Directorate
of Public Prosecutions, the Uganda Human Rights Commission, the Directorate for Ethics
and Integrity, the office of the Resident District Commissioner, Parliament of Uganda, the
National Environment Management Authority and the Uganda Police Force. These
institutions are required to undertake investigations on whistle-blowing cases. Section 11
further provides state protection for whistle-blowers who are endangered or likely to be
endangered.

Literature review
This section of literature review helps us to understand the body of knowledge on the
whistle-blowing intentions and behaviour in public procurement. This section is divided
into three sub-sections, which are described below.

Whistle-blowing support institutions and whistle-blowing intentions and behaviour
According to AbGhani et al. (2011), whistle-blowing behaviour differs from country to
country. This is because of the differences in whistle-blowing supporting institutions. The
institutional theory proposes that an organization is shaped by wider cultural, social and
symbolic elements that comprise its environment (Scott, 2004). The theory considers the
processes by which structures, including schemas, rules, norms and routines, become
established as authoritative guidelines for social behaviour (Alleyne et al., 2013). Scott (2004)
proposed three institutional pillars; regulatory, normative and cultural cognitive
institutions. The regulatory pillar emphasizes the use of rules, laws and sanctions as
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enforcement mechanism, with expedience as basis for compliance (Eyaa and Oluka, 2011).
The Ugandan public procurement is guided by the PPDA Act (2003), regulations and
guidelines which must be complied with by all PDEs and providers. Normative institutions
are professionalized by prescribed patterns such as norms established by training and
career paths. Normative institutions in Uganda include procurement professional bodies
such as the Institute of procurement Professionals of Uganda and Chattered Institute of
Purchasing and Supply. Cultural cognitive institutions emphasize the influence of culture
as the context that shapes corresponding behaviour. Scott (2004) suggests that conformity
to these acceptable regulations, norms and culture contributes positively to the
organization’s ethical behaviour. Institutional theory can be used to justify compliant
behaviour. From the foregoing, institutions reduce the level of retaliation against whistle-
blowers, thereby encouraging whistle-blowing behaviour. Institutions shape the ethical
rules and law and code climates in procurement entities, hence encouraging employees to
blow the whistle when wrongdoing is witnessed. We therefore ask the following research
question: What is the relationship between whistle-blowing support institutions and
whistle-blowing behaviour?

Procuring and disposing entity ethical climate and whistle-blowing behaviour
Whistle-blowing behaviour is dependent not only on legislation but also on commitment to
and enactment of high standards of ethics to influence the disclosure of unethical conduct
(Dorasamy, 2013). Various scholars (Rothwell and Baldwin, 2006; Victor and Cullen, 1988;
Sarah et al., 2009; Shafer, 2009; Ntayi et al., 2009) have investigated the role of ethical climate
in determining corresponding behaviour. Ethical climates are defined as the aggregate
individual perceptions of ethical norms in an organization (Cullen et al., 1993) or the
ethical dimensions of organization culture that members perceive to be the organization’s
ethical identity (Victor and Cullen, 1988). They provide criteria for understanding,
evaluating and resolving ethical dilemmas (Barnett and Vaicys, 2000). Employees search
outside themselves for directions in dealing with ethical dilemmas (Barnett and Vaicys,
2000). Camerer (2001) states that the climate of the organization determines whether the
whistle-blower will be considered as a wrongdoer or as a do-gooder regardless of whether
the whistle has been blown through internal channels or external channels. Zhang et al.
(2009) contend that an organizational ethical culture, which provides collective norms for
management-endorsed conduct, significantly improves the expected effectiveness of the
intentions of potential whistle-blowers. It can be suggested that an ethical culture is
positively related to whistle-blowing intent, as employees who perceive a retaliatory
environment are much less likely to be whistle-blowers (Miceli et al., 2008). The PDE
ethical climates influence whistle-blowing behaviour in Ugandan PDEs.

Literature suggests five ethical climates extracted from Victor and Cullen (1988) frame
work that have been validated against various measures of organization effectiveness.
The ethical climates are rules, law and code, independence, caring and instrumental
(Martin and Cullen, 2006; VanSandt et al., 2006; Deshpande, 1996). Employees in a rules
climate display deontological behaviour. They exhibit strict obedience to the policies of
the organization and use these policies to make ethical decisions. Tsahuridu and
Vandekerckhove (2008) thus argued that to encourage whistle-blowing behaviour,
organizations must implement internal procedures enabling employees to raise concerns
internally. When organizations establish these procedures, employees become morally
compelled to blow the whistle.

In contrast, employees in a law-and-code climate look to government legislation and
institutions to resolve dilemmas ethically (Ntayi et al., 2012). In this climate, employees
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are directed by laws, regulations and professional codes (Rosenblatt and Peled, 2002).
Employees in the independent climate act according to their own personal attitudes. They
are guided by personal convictions and personal morality (Rosenblatt and Peled, 2002).
Cropanzano et al. (2001) affirm that attitude towards behaviour is based on norms and
values as people come from different cultures. The Caring climate is associated with
egoism ethical criteria at the cosmopolitan level and benevolence at all levels (Ntayi et al.,
2012). Employees in this climate mainly have genuine or sincere attitude towards others’
welfare within and outside the organization that might be affected by their ethical
decision (Rosenblatt and Peled, 2002). Finally, there is instrumental climate, which
involves egoism criteria at the individual and local levels. In this climate, personal
interest and organizational interest are important (Rosenblatt and Peled, 2002), even at
the expense of others (Martin and Cullen, 2006). Bakhshi et al. (2009) contend that
employees develop an attitude towards organization interest when they perceive that
they are treated fairly. This will encourage them to display whistle-blowing behaviour on
detecting wrongdoing.

Literature further suggests that an organization’s ethical climate can also determine the
level of retaliation or reward, which will either encourage or de-motivate whistle-blowing
behaviour. Retaliation against whistle-blowers can be an organizational practice as
confirmed by Bolsin, Faunce and Oakley (2005). Barker and Dawood (2004) recommend that
organizations implement an effective internal system for employees to raise concerns and to
facilitate the process of whistle-blowing internally. If individuals feel that it is not safe and
accepted to blow the whistle internally, they will resolve to blow the whistle externally.
Megone and Robinson (2002) also suggest that the internal policy on whistle-blowing should
include a clear statement that malpractices are taken seriously, confidentiality is respected,
there are penalties for false and malicious allegations and/or a clear indication of how the
concern can be raised externally if necessary. Therefore, when organizations have
identifiable ethical climates, employees are better able to recognize types of ethical
dilemmas, to discern the issues that are pertinent to the dilemmas and to identify a process
that should be used to resolve the dilemmas (Barnett and Vaicys, 2000). However, Rothwell
and Baldwin (2006) further found that even if an organization’s ethical climate encourages
reporting of misdeeds, an employee’s sense of loyalty to co-workers could work against the
ethical climate. Whistle-blowing can therefore put an employee in the difficult position of
having to choose between being loyal to fellow employees and reporting their improper
behaviours. “Laws and codes that encourage whistle-blowing might be negated by
competing codes that encourage silence”, such as fear of retaliation (Rothwell and Baldwin,
2006, p. 234). It can thus be concluded that the ethical climates within the PDEs are shaped
by regulatory and normative institutions. These ethical climates can accommodate or
discourage retaliation, hence influencing internal or external whistle-blowing behaviour. We
therefore develop the first research question:

RQ1. What is the effect of PDE ethical climate on whistle-blowing intentions and
behaviour?

Whistle-blowing expectancy and whistle-blowing behaviour
Once an organization member has blown the whistle on an organizational wrongdoing,
management maymake two types of decisions:

(1) Disregard the claim or take appropriate action.
(2) Reward or retaliate against the whistle-blower (Near and Miceli, 1985).
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If the potential whistle-blower believes that there is a high probability that a positive
outcome will occur, the willingness to blow the whistle will be greater. Observers of
wrongdoing therefore blow the whistle because they expect their potential act of whistle-
blowing to result in occurrences of positive external outcomes and avoidance of negative
outcomes (Vadera et al., 2009). Past research has consistently shown that observers of
wrongdoing are most likely to blow the whistle when they have strong, positive judgments
about the outcomes such as support from the organization, corrective measures taken by the
organization and no retaliation from the organization and its members (Brewer and Selden,
1998; Dozier and Miceli, 1985; Gundlach et al., 2003; Miceli et al., 1991; Miceli and Near, 1988;
Miceli et al., 2008) for their act of whistle-blowing.

Consequently, previous studies have shown mixed findings on the relationship between
whistle-blowing expectancy and whistle-blowing behaviour. Mesmer-Magnus and
Viswesvaran (2005) show that threat of retaliation discourages whistle-blowing behaviour.
Whistle-blowing expectancy is generally based on external factors such as rewards and
punishments. They also involve calculations of the (external) costs and (external) benefits of
engaging in behaviours. Traditionally, research on whistle-blowing has adopted this
approach and argued a multiple phase model of whistle-blowing (Miceli et al., 2008). At the
crux of the framework is the notion that the observer of wrongdoing is likely to compute an
economic cost/benefit analysis before actually blowing the whistle (Miceli and Near, 1992,
1997; Miceli et al., 2008). This cost/benefit analysis is usually associated with the external
rewards or punishments (e.g. getting recognition and promotions, being fired and ostracized
by co-workers and peers) that the observer of wrongdoing expects to receive due to his or
her potential act of whistle-blowing. Only if the benefits outweigh the costs, then the
observer will report the wrongdoing. This stream of research thus assumes that the whistle-
blowing process is mostly extrinsic.

It can thus be concluded that the expectations of the whistle-blower can either encourage
or discourage whistle-blowing behaviour by using the expectancy theory. When employees
expect retaliation, as the outcome, they will not report wrongdoing. It is therefore the duty of
the whistle-blowing support institutions and PDE ethical climates to encourage whistle-
blowing behaviour by providing ethical climates and legislations against retaliation.
Rewards can also be provided as a motivating factor for reporting behaviour. We therefore
develop the second research question:

RQ2. What is the relationship between Whistle-blowing expectancy and whistle-
blowing intentions and behaviour?

Empirical research
Hypotheses
To answer the RQs for the study, hypotheses were derived from the reviewed literature to
test the relationships between the study constructs. These are as follows:

H1. Whistle-blowing support institutions affect whistle-blowing intentions and
behaviour in Ugandan PDEs.

H2. PDE ethical climates will affect whistle-blowing intentions and behaviour in
Ugandan PDEs.

H3. Whistle-blowing outcomes will affect whistle-blowing intentions and behaviour in
Ugandan PDEs.
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Research design, population, sample size and sampling design
This study uses a cross-sectional quantitative survey design to collect and analyse data. The
study population comprised 176 central government PDEs registered with the Public
Procurement and Disposal of Assets Authority (PPDAA) (2013) by the end of 2017. PDEs
which are classified as foreign mission were excluded from the list due to difficulties of
accessing them. The sample size determination table by Krejcie andMorgan (1970) was used
to determine a sample size of 118 PDEs used in the study. The unit of inquiry comprised one
person from the procurement department unit and two others from any department. The
assumption used in this study is that anyone is a potential whistle-blower, and their
responses were based on their perceptions about whistle-blowing intentions and behaviour.
Individuals who have ever blown a whistle were determined using snowballing, while the
rest were randomly selected from the PDEs.

The response rate was 70 PDEs with 222 usable questionnaires, representing a response
rate of 62.7 per cent. The participating institutions were ministries (17), hospitals (2),
universities (4), commissions (12) and parastatals (35). Majority of the PDEs were in the
category of parastatals (50 per cent); they had existed for over 15 years (52.9 per cent) and
employed 101-200 staff (44.3 per cent). Furthermore, 56.3 per cent of respondents were
female, while the remaining 43.7 per cent were male. Going by exception, majority of the
respondents were in the age group of 40-49 years (41.4 per cent); had worked for the PDEs
for a period of 2-3 years (44.1 per cent); were degree holders (37.8 per cent); and were
procurement professionals (31.1 per cent).

Measurements, validity and reliability
The whistle-blowing support institutions construct was measured using three major
dimensions of normative, regulative and cultural cognitive derived from the works of Scott
(2004). Item scales capturing these three dimensions had been earlier developed and used by
Ntayi et al. (2014) in their study on institutional frames for entrepreneurship in Uganda. All
item scales were modified, pilot tested and analysed using confirmatory factor analysis to
confirm these dimensions and test the fit of theoretically grounded model of institutions to
data (Jöreskog and Sörbom, 1989) prior to the final study. Consistent with Schermelleh-
Engel et al. (2003), results revealed an acceptable model fit of CMIN/df. The root mean
square error of approximation was below 0.05. The Tucke–Lewis index, comparative fit
index and the general fit indices were above the recommended ratio of 0.95. The items that
survived the pilot test were anchored on a five point Likert scale with “5”= strongly agree to
“1” = strongly disagree. The process was repeated for ethical climate and whistle-blowing
expectancy. We generated 14 items to tap the whistle-blowing support institutions, which
produced a Cronbach alpha coefficient of 0.75 and content validity index (CVI) of 0.86. The
PDE ethical climate scales were adapted from Victor and Cullen (1988). The dimensions
used in the study were caring, principle, rules/law and codes, independence and
instrumental. Altogether, 29 measurement items were derived providing a Cronbach alpha
coefficient (a) of 0.89 and CVI of 0.83. The metrics for ethical climate have been used in other
studies (Orly and Zehava, 2010; Shafer, 2009; Okpara and Wynn, 2008; Martin and
Cullen;2006). Responses to all these item scales were anchored on a five-point Likert scale
ranging from “5” = strongly agree to “1” = strongly disagree. Whistle-blowing expectancy
was measured from its major dimensions of retaliation and reward based on the works of
Vroom (1964). Responses were anchored on a five-point Likert scale ranging from “5” =
strongly agree to“1” = strongly disagree. The CVI and a for whistle-blowing expectancy
were 0.81 and 0.72, respectively. Whistle-blowing behaviour was measured based on three
dimensions proposed by Park et al. (2008). Each dimension represented individual’s choice
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for whistle-blowing formally or informally, internally or externally and identified or
anonymously. Responses were anchored on a five-point Likert scale ranging from “5” =
strongly agree to“1” = strongly disagree. The CVI and Cronbach alpha coefficient for
whistle-blowing behaviour were 0.71 and 0.80, respectfully.

Findings
Relationships between study variables
Table I shows zero-order correlations between the study variables. Generally, there is a
significant positive correlation between Whistle-blowing support institutions, PDE ethical
climate, whistle-blowing expectancy and whistle-blowing intentions and behaviour.
Whistle-blowing support institutions are significantly and positively correlated to whistle-
blowing expectancy (r = 0.371, p # 0.01). Whistle-blowing support institutions are
significantly and positively correlated to PDE ethical climates in Ugandan PDEs (r = 0.470,
p # 0.01). There is a significant positive correlation between whistle-blowing support
institutions and whistle-blowing intentions and behaviour in Ugandan PDEs (r = 0.487, p#
01). Organizational ethical climates and whistle-blowing expectancy in Ugandan PDEs are
significantly and positively correlated (r= 0.317, p# 0.01).

These results suggest that an organization’s ethical climate determines the whistle-
blowing expectancy in terms of retaliation or reward, which either encourages or de-
motivates whistle-blowing intentions and behaviour. When an organization has clearly
articulated rules, laws and codes, independence, caring and instrumental climates that
encourage whistle-blowing, potential whistle-blowers will engage in whistle-blowing
behaviours as they expect rewards rather than retaliation. The PDE ethical climate is
significantly and positively correlated to whistle-blowing intentions and behaviour in
Ugandan PDEs (r = 0.470, p # 0.01). Whistle-blowing expectancy in this study was
significantly and positively correlated to whistle-blowing intentions and behaviour in
Ugandan PDEs (r= 0.357, p# 0.01).

Predicting whistle-blowing behaviour in Ugandan PDEs
We used the regression model to examine the extent to which whistle-blowing support
institutions, PDE ethical climate and whistle-blowing expectancy predict the whistle-
blowing intentions and behaviour in Ugandan PDEs. The summary of the results is
presented in Table II.

Table II shows that all the hypothesized paths are positive and significant, accounting
for 30.2 per cent of the variance in whistle-blowing intentions and behaviour. The regression
model is statistically significant at 5 per cent level of significance.

Table I.
Zero-order
correlations
(N = 222)

Constructs 1 2 3 4

Whistle-blowing support institutions (1) 1.00
PDE ethical climate (2) 0.470** 1.00
Whistle-blowing expectancy (3) 0.371** 0.317** 1.00
Whistle-blowing intentions
and behaviours (4)

0.487** 0.470** 0.357** 1.00

Note: **Correlation is significant at 0.01
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Discussion of findings
Consistent with H1, the results revealed that whistle-blowing supporting institutions are
significant predictors of whistle-blowing intentions and behaviour in Ugandan PDEs. This
implies that providing supporting regulative, normative and cultural cognitive institutions
encourage whistle-blowing intentions and behaviour within PDEs. These findings are
supported by Paul and Townsend (1996), who emphasize that legalistic responses such as
protection of whistle-blowers by institutions reduce retaliation and promote whistle-blowing
intentions and behaviour. Surprisingly, this finding contradicts Brennan and Kelly (2006),
who found legislative protection not to be a major determinant in the decision to blow the
whistle on wrongdoing. This seems reasonable because the trainee auditors surveyed
expressed little confidence in the protection offered by legislation for whistle-blowers. This
situation partially explains what is happening in Ugandan PDEs. Available evidence
reveals that wrongdoers in Ugandan PDEs are senior executives with strong political
connections and wielding a lot of unquestionable power and authority. This observation
makes strengthening the legislation protecting whistle-blowers insufficient in promoting
whistle-blowing behaviour. Appropriate regulative institutions and the means to enforce it
are therefore necessary to support a culture of compliance and integrity (Transparency
International Uganda, 2010). Consequently, Paul and Townsend (1996) emphasize that
legalistic responses such as protection of whistle-blowers by institutions are more effective in
reducing retaliation, and these should be developed through building trust, cooperation and
educational programmes among employees. If adequately implemented, legislation
protecting whistle-blowers can become one of the most effective tools to support whistle-
blowing behaviour in Ugandan PDEs. OECD (2012) further affirms that the risk of corruption
is significantly heightened in environments where the reporting of wrongdoing is not
supported or protected by institutions. Translating whistle-blower protection into legislation
legitimises and structures the mechanisms under which whistle-blowers can disclose
wrongdoing in the public entities and protects them against retaliation, hence encouraging
whistle-blowing behaviour. Also, providing effective protection for whistle-blowers supports
an open organizational climate where employees are not only aware of how to report but also
have confidence in the reporting procedures (OECD, 2012). In general, for instance, more
prospective whistle-blowers might come forward if there is a higher probability that whistle-
blowing will trigger enforcement action from the concerned authorities such as IGG,
Directorate of Public prosecution, Human Rights Commission and Uganda Police.

Consistent with H2, the results reveal that PDE ethical climate is a significant predictor
of whistle-blowing behaviour in Ugandan PDEs. The findings suggest that when Ugandan
PDEs implement a rules ethical climate with an effective internal system for employees to
raise concerns, employees will exhibit internal whistle-blowing intentions and behaviour.

Table II.
Regression results

Unstandardized
coefficient

Standaridized
coefficients

Hypothesized paths B SE B T Sig

H1: WBSI!WBIB 0.326 0.130 0.296 2.504 0.015
H2: PEC!WBIB 0.333 0.137 0.281 2.426 0.018
H3: WBE!WBIB 0.278 0.124 0.258 2.349 0.015
R2 = 0.332; Adj R2 = 0.302; F-Stat = 10.958; Sig = 0.000

Notes: WBSI: whistle-blowing support institutions; PEC: PDE ethical climate; WBE: whistle-blowing
expectancy, WBIB: whistle-blowing intentions and behaviour
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Our finding is consistent with Victor and Cullen (1988), who grounded the ethical climate
theory on the belief that organizations are responsible for the ethical or unethical behaviours
of their employees. This is true because the environment is only similar for all persons in a
group as long as they all construct the social reality in the same way. However, this finding
contradicts Kyeyune (2016), who found no significant relationship between ethical climate
compliance behaviour. This contradiction could be attributed to the differences between the
accounting and procurement professions. Our finding is supported by Camerer (2001), who
stated that the climate of the organizations determines whether the whistle-blower will be
considered as a wrongdoer or as a do-gooder regardless of whether the whistle has been
blown through internal channels or external channels. In agreement with the finding,
Tsahuridu and Vandekerckhove (2008) thus argued that to encourage whistle-blowing
behaviour, organizations must implement internal procedures enabling employees to raise
concerns internally.

Consistent with H3, the study found that whistle-blowing expectancy is a significant
predictor of whistle-blowing intentions and behaviour in Ugandan PDEs. This finding shows
that observers of wrongdoing are more likely to blow the whistle if they have a successful
reference point of a past whistle-blower. This study confirms the finding of Miceli et al. (2001),
who revealed that the whistle-blowing intention may be influenced by the organization
members’ expectations on the outcome of the Whistle Blowing Act. Additionally, Hsu et al.
(2007), using a social cognitive theory, found a significant relationship between outcome
expectations and behaviour of professional societies. This finding is consistent with Mesmer-
Magnus and Viswesvaran (2005), who assert that the threat of retaliation discourages whistle-
blowing behaviour. If the potential whistle-blowers believe that there is a high probability that
a positive outcomewill occur, the willingness to whistle blowwill be greater, and the reverse is
true. The observer of wrongdoing is thus likely to compute an economic cost/benefit analysis
before actually blowing the whistle (Miceli and Near, 1992, 1997; Miceli et al., 2008). Only if the
benefits outweigh the costs will the observer report the wrongdoing. Extant literature from
Uganda shows that many people who experience wrong doing do not blow the whistle,
because those who attempted to do so in the past were mistreated by employers and/or
dismissed from work (Ntayi et al., 2013). The potential retaliation behaviours have been
summarized by Rehg et al. (2004) to include spotlighting whistle-blowers by trying to attack
their credibility or competence; threatening them into silence or termination of service;
isolating or humiliating them; setting them up for failure; driving them into psychological
isolation; denying them access to institutional resources; prosecuting them; and eliminating
their jobs or paralyzing their careers. This is because according to McDonald and Ahern
(2002), whistle-blowers can ruin a whole institution depending on the nature of the
wrongdoing. Armstrong (2002) found that 90 per cent of whistle-blowers who disclose their
identity lost their jobs or were demoted. In addition, 26 per cent were referred to psychiatric or
other medical treatment, 8 per cent became bankrupt and 17 per cent lost their homes.

This study confirms that an individual’s choice to blow the whistle is influenced by some
very real impediments. These cultural impediments include history, divided loyalties and
fear of retribution. If people are aware that blowing the whistle could lead to an occupational
detriment as serious as losing the job and perhaps thereafter also being blacklisted in a
particular sector, people need to either be very sure of protection or have exceptional
courage – or both. The potential whistle-blower finds him/her self-balancing conflicting
loyalties, obligations and values. Against this background, whistle-blowing intentions and
behaviour is likely to continue diminishing due to absence of past successful whistle-
blowing cases handled, unemployment and absence of national values. For example, Action
Uganda (April 7-13, 2014) has revealed that the increased unemployment in Uganda is due
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to nepotism, discrimination and bribery. However, there is another side to this argument.
We do not seem to know what the Ugandan traditional values are. If the Ugandan
traditional values were known, then whistle-blowing would be seen as a form of prosocial
behaviour, protecting the values that every Ugandan should live for. For the moment, all
research findings seem to point to the absence of morals such as integrity, righteousness,
morality and fairness to all (Ntayi et al., 2013), thereby encouraging victimization at all
levels. This state of affairs has tended to compromise wrongdoing and reluctance to whistle-
blowing, yet maintaining harmony in society, and requires every individual to be treated the
same, without tolerance to self-centred behaviour for personal gain.

Conclusions
We therefore conclude that improvements in whistle-blowing support institutions, PDE
ethical climate and whistle-blowing expectancy promote whistle-blowing intention and
behaviour.

Theoretical implications
This research contributes to the existing literature on whistle-blowing by providing
credence to the applicability of the institutional, ethical climate and expectancy theories in
explaining whistle-blowing behaviour in Ugandan PDEs. Earlier studies on whistle-blowing
are generally sparse, and the few studies available have been conducted in the developed
countries, thereby creating a knowledge gap. This study has attempted to fill this gap by
providing evidence from the developing countries. Additionally, most studies have
investigated retaliation against whistle-blowers using single theories (Paul and Townsend,
1996); McDonald and Ahern, 2002; Paul and Townsend, 1996; Rehg et al., 2004; Bjørkelo
et al., 2008; Firas and Brian, 2001; Near, Dworkin and Miceli, 1993). This study has used a
multi-theoretic approach combining institutional theory, Kurt Lewin’s field theory and the
expectancy theory to predict whistle-blowing intentions and behaviour. Scholars attempting
to build a theory for whistle-blowing behaviour may start doing so by combining some
theories such as the ones used in this study.

Recommendations
In light of the research findings, the following recommendations are made. The research
findings suggest that whistle-blowing support institutions play a very high level of
influence on whistle-blowing behaviour in Ugandan PDEs. This implies that these can
literally make or break whistle-blowing intentions within employees. Whistle-blowing
institutions such as the Whistle Blowing Act, PPDA, audit committees and procurement
professional bodies should therefore emphasize regulations and practice that encourages
employees to blow the whistle on a detected wrongdoing. This can be done by increasing
whistle-blowing incentives, providing whistle-blowing hotlines and strengthening policies
against retaliation. The findings also suggest the significance of whistle-blowing supporting
ethical climates within the PDEs to encourage whistle-blowing behaviour. PDEs should
therefore strengthen rules, law and code and independent, caring and instrumental climates
that encourage employees who observe wrongdoing to take appropriate action. Creating an
infrastructure for internal whistle-blowing via an internal ethics hotline or helpline is one
way to encourage internal reporting.

The findings suggest that Ugandan PDEs should examine their internal structures for
reporting suspected or alleged wrongdoing and where necessary improve such structures
by encouraging staff to voice their concerns internally. Barnett (1992) and King (1999)
suggest that structures specifically tailored to encourage internal reporting of suspected or
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actual wrongdoing may increase the total number of reported wrongdoings. The state
should strengthen the mechanisms of whistle-blowers’ protection and provide a system of
social support to shield whistle-blowers from any losses in personal benefit and comfort.
This will reduce the costs of whistle-blowing while encouraging whistle-blowing behaviour.

An ethical committee should be established within PDEs and be responsible for ensuring
that whistle-blowing systems are in place. This committee should choose a trusted dedicated
ethics officer to whomwrongdoings in the organization can be reported. Allegations must be
investigated promptly and thoroughly by the authorized officers. Ethics training conducted
within PDEs, in particular on whistle-blowing, should be given to new and existing
employees on a periodic basis to raise awareness and as reinforcement of ethical principles.

Limitations of the study
This study used a cross-sectional study which does not allow monitoring behaviour over
time. Future studies should consider undertaking longitudinal studies.

Most of the research on whistle-blowing has been conducted using questionnaires and
experiments. Future research could study the depicted relationships in field settings. The
use of workplace samples could help to create real-life understanding of whistle-blowing
behaviour. Specifically, a critical incidents approach could be used where organizational
members could be asked to recall whistle-blowing incidents and how they would have
resolved them. In addition, rich information can be obtained from using other qualitative
methodologies such as focus groups.

Another area of research that would benefit practitioners would be to establish a clear and
unambiguous schema for the establishment and management of different ethical climates. It is
not enough to just tell practitioners that they need to encourage ethical climates within PDEs; it
is imperative that they be given clear instructions on how they can foster and encourage some
climates while discouraging others. A how-to guide would be invaluable for practitioners;
currently, the research on ethical climates does not seem to have such a guide available.

References
AbGhani, N., Galbreath, J. and Evans, R. (2011), “Predicting whistle-blowing intention among

supervisors inMalaysia”, Journal of Global Management, Vol. 3 No. 1, pp. 1-18.
Access to Information Act (2005).

Agaba, J.A. (2016), Personal communication, March 29.
Alleyne, P., Hudaib, M. and Pike, R. (2013), “Towards a conceptual model of whistle-blowing intentions

among external auditors”, The British Accounting Review, Vol. 45 No. 1, pp. 10-23, doi: 10.1016/j.
bar.2012.12.003.

Armstrong, F. (2002), “Blowing the whistle: the costs of speaking out”,Australian Nursing Journal (July
1993), Vol. 9 No. 7, pp. 18-20.

Bakhshi, A., Kumar, K. and Rani, E. (2009), “Organizational justice perceptions as predictor of job
satisfaction and organizational commitment”, International Journal of Business and
Management, Vol. 4 No. 9, pp. 145-154.

Ball, D.W. (1970), “The definition of the situation: Some theoretical and methodological consequences of
takingW.I. Thomas seriously”, Journal for the Theory of Social Behavior, Vol. 2 No. 1, pp. 61-82.

Barker, R. and Dawood, R. (2004), “Whistle blowing in the organization: wrongdoer or do-gooder?”,
Communicare, Vol. 23(2), pp. 119-138.

Barnett, T. (1992), “A preliminary investigation of the relationship between selected organizational
characteristics and external whistleblowing by employees”, Journal of Business Ethics, Vol. 11
No. 12, pp. 949-959.

JOPP
18,2

124

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

http://dx.doi.org/10.1016/j.bar.2012.12.003
http://dx.doi.org/10.1016/j.bar.2012.12.003
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1016%2Fj.bar.2012.12.003&citationId=p_4
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5539%2Fijbm.v4n9p145&citationId=p_6
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5539%2Fijbm.v4n9p145&citationId=p_6
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1468-5914.1972.tb00304.x&citationId=p_7
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2FBF00871961&citationId=p_9


Barnett, T. and Vaicys, C. (2000), “The moderating effect of individuals’ perceptions of ethical work
climate on ethical judgments and behavioral intentions”, Journal of Business Ethics, Vol. 27,
pp. 351-362.

Bjørkelo, B., Ryberg, W., Matthiesen, S. and Einarsen, S. (2008), “When you talk and talk and nobody
listens: a mixed method case study of whistle blowing and its consequences”, International
Journal of Organizational Behavior, Vol. 13 No. 2, pp. 18-40.

Bolsin, S., Faunce, T. and Oakley, J. (2005), “Practical virtue ethics: healthcare whistle blowing and
portable digital technology”, Journal of Med Ethics, Vol. 31 No. 10, pp. 612-618.

Brennan, N. and Kelly, J. (2006), “A study of whistleblowing among trainee auditors”, The British
Accounting Review, Vol. 39 No. 1, pp. 61-87.

Brewer, G.A. and Selden, S.C. (1998), “Whistle blowers in the federal civil service: New evidence of
public services ethics”, Journal of Public Administration Resources, Vol. 8 No. 3.

Callahan, E.S., Dworkin, T.M., Fort, T.L. and Schipani, C.A. (2002), “Integrating trends in
whistleblowing and corporate governance: promoting organizational effectiveness, societ-al
responsibility, and employee empowerment”, American Business Law Journal, Vol. 40 No. 1,
pp. 177-215.

Camerer, L. (2001), “Protecting whistle blowers in South Africa: the protected disclosures act, no 26 of
2000”, Occasional Paper, 47.

Cropanzano, R., Rupp, D.E., Mohler, C.J. and Schminke, M. (2001), “Three roads to organizational
justice”, In G.R. Ferris (Ed.), Research in Personnel and Human Resource Management, Elsevier
Science, New York, NY. pp. 1-113.

Cullen, J.B., Victor, B. and Bronson, J.W. (1993), “The ethical climate questionnaire: An assessment of its
development and validity”, Psychological Reports, Vol. 73 No. 2, pp. 667-674.

Denzau, A. and North, D.C. (1994), “Shared mental models: Ideologies and institutions”, Kyklos, Vol. 47
No. 1, pp. 3-31. Fasc. 1, 1994.

Deshpande, S.P. (1996), “Ethical climate and the link between success and ethical behavior: An emperical
investment of a non-profit organisation”, Journal of Business Ethics, Vol. 15 No. 3, pp. 315-320.

Dorasamy, N. (2013), “Good governance and whistleblowing: a case of a higher education institution
(HEI) in South Africa”, Journal of Social Sciences, Vol. 34 No. 2, pp. 105-114.

Dozier, J.B. and Miceli, M.P. (1985), “Potential predictors of whistle-blowing: a prosocial behavior
perspective”,Academy ofManagement Review, Vol. 10 No. 4, pp. 823-836.

Ensminger, J. and Knight, J. (1997), “Changing social norms”, Current Anthropology, Vol. 38 No. 1,
pp. 1-24.

Eyaa, S. and Oluka, P.N. (2011), “Explaining non-compliance”, International journal of business and
social science, Vol. 2 No. 11.

Farrell, D. and Petersen, J. (1982), “Patterns of political behavior in organizations”, Academy of
Management Review, Vol. 7 No. 3, pp. 403-412.

Firas, Q. and Brian, K. (2001), “The difficulties of whistle blowers finding employment”, Management
Research News, Vol. 24 Nos 3/4, pp. 97-100.

FreedomHouse (2010).

Global Integrity (2009), Global Integrity Report; 2009.
Greif, A. (1997), “On the interrelations and economic implications of economic, social, political, and

normative factors: reflection from two late medieval societies”, In J.N. Drobak and J.V. C. Nye
(Eds),The Frontiers of the New Institutional Economics, Academic Press, San Diego. pp. 57-94.

Gundlach, M.J., Douglas, S.C. and Martinko, M.J. (2003), “The decision to blow the whistle: a social
information processing framework”,Academy ofManagement Review, Vol. 28 No. 1, pp. 107-123.

Hall, P.A. and Taylor, R.C.R. (1996), “Political science and the three new institutionalisms”, Polit. Stud,
Vol. 44, pp. 936-957.

Whistle-
blowing

intentions and
behaviour

125

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1080%2F09718923.2013.11893122&citationId=p_21
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1016%2Fj.bar.2006.12.002&citationId=p_13
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1016%2Fj.bar.2006.12.002&citationId=p_13
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5465%2Famr.1985.4279105&citationId=p_22
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5465%2Famr.2003.8925239&citationId=p_30
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1467-9248.1996.tb00343.x&citationId=p_31
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1086%2F204579&citationId=p_23
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1744-1714.2002.tb00913.x&citationId=p_15
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1016%2FS0742-7301%2801%2920001-2&citationId=p_17
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1006382407821&citationId=p_10
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F01409170110782702&citationId=p_26
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.2466%2Fpr0.1993.73.2.667&citationId=p_18
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F01409170110782702&citationId=p_26
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1467-6435.1994.tb02246.x&citationId=p_19
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2FBF00382957&citationId=p_20
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1136%2Fjme.2004.010603&citationId=p_12


Hartmann, D. (1971), “Onwhistle blowing”, Computer, Vol. 4 No. 4, p. 34.
Hsu, M.H., Ju, T.L., Yen, C.H. and Chang, C.M. (2007), “Knowledge sharing behavior in virtual

communities: the relationship between trust, self-efficacy, and outcome expectations”,
International Journal Human-Computer Studies, Vol. 65 No. 2, pp. 153-169.

Inspectorate of Government Act (2002), 2011). Inspectorate of Government, Uganda.

Jöreskog, K.G. and Sörbom, D. (1989), A Guide to the Program and Applications, (2nd Ed.), SPSS, IL,
Chicago.

Kaptein, M. (2009), “From inaction to external whistleblowing: the influence of the ethical culture of
organizations on employee responses to observed wrongdoing”, Erasmus Research Institute of
Management (erim) report series research in management, available at: ers-2009-047-org http://
hdl.handle.net/1765/16600

King, G. III (1999), “The implications of an organization's structure on whistleblowing”, Journal of
Business Ethics, Vol. 20 No. 4, pp. 315-326.

KPMG (2007), Profile of a Fraudster Survey, Vol. 2007 KPMG Forensic, Swiss.
Krejcie, R.V. and Morgan, D.W. (1970), “Determining sample size for research activities”, Educational

and Psychological Measurement, Vol. 30 No. 3, pp. 607-610.
Kyeyune, G. (2016), “Public Finance management and regulatory compliance by Uganda Central

Government Agencies”. PHD thesis.

Lawrence, K. (1958), “The Development of Modes of Thinking and Choices in Years 10 to 16. PHD”.
dissertation, University of Chicago.

Leadership Code Act (2003), Leadership Code Act, Uganda.

Lewin, K., (1935), A Dynamic Theory of Personality, translated by Adams, D. and Zener, K. McGraw-
Hill, New York, NY.

Lewin, K. (1951), Field Theory in Social Science, Harper and Brothers Publishers, New York, NY.
pp. 60-87.

Lewin, M. (1979a), “The crisis of 1927 and the crisis of 1977”, Personality and Social Psychology Bulletin,
Vol. 3 No. 2, pp. 159-172.

Lewin, M. (1979b),Understanding Psychological Research, Wiley, New York, NY.
McDonald, S. and Ahern, K. (2002), “Physical and emotional effects of whistleblowing”, Journal of

Psychosocial Nursing andMental Health Services, Vol. 40 No. 1, pp. 14-27.
Martin, K. and Cullen, J. (2006), “Continuities and extensions of ethical climate theory: a Meta-analytic

review”, Journal of Business Ethics, Vol. 69 No. 2, pp. 175-194.
Megone, C. and Robinson, S.J. (2002), Case Histories in Organization Ethics, (1st Ed.). Routledge, Oxon.
Mesmer-Magnus, J. and Viswesvaran, C. (2005), “Whistle blowing in organisations: An

examination of correlates of whistle blowing intentions, actions, and the impact of moral
reasoning and retaliation on Whistle-Blowing retaliation”, Journal of Business Ethics, Vol.
62, pp. 277-297.

Miceli, M.P. and Near, J.P. (1988), “Individual and situational correlates of whistle-blowing”, Personnel
Psychology, Vol. 41 No. 2.

Miceli, M.P. and Near, J.P. (1992), Blowing theWhistle, Macmillan Publishing Company, Riverside, NJ.

Miceli, M.P. and Near, J.P. (1997), “Definition of ‘whistle-blowing’. The blackwell encyclopedic
dictionary of human rcsource management”, In Peters, L.H., Greer, CR.B. and Youngblood, S.A.
(Eds), Blackwell, Oxford.

Miceli, M.P., Van Scotter, J.R., Near, J.P. and Rehg, M.T. (2001), “‘Responses to perceived organizational
wrongdoing: Do perceiver characteristics matter?’”, in Darley, J., Messick, D. and Tyler, T. (Eds),
Social Influences on Ethical Behavior in Organizations, Lawrence Erlbaum Associates, London,
pp. 119-136.

JOPP
18,2

126

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

ers-2009-047-org
http://hdl.handle.net/1765/16600
http://hdl.handle.net/1765/16600
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1006028417000&citationId=p_37
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1177%2F014616727700300203&citationId=p_45
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1006028417000&citationId=p_37
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1177%2F001316447003000308&citationId=p_39
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1177%2F001316447003000308&citationId=p_39
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1109%2FC-M.1971.216817&citationId=p_32
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-006-9084-7&citationId=p_48
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1016%2Fj.ijhcs.2006.09.003&citationId=p_33
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-005-0849-1&citationId=p_50
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1744-6570.1988.tb02385.x&citationId=p_51
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1744-6570.1988.tb02385.x&citationId=p_51


Miceli, M.P., Dozier, J.B. and Near, J.P. (1991), “Blowing the whistle on data fudging: a controlled field
experiment”, Journal of Applied Social Psychology, Vol. 21 No. 4, (1991), pp. 271-295.

Miceli, M.P., Near, J.P. and Dworkin, T.M. (2008),Whistle-Blowing in Organizations. Lawrence Erlbaum
Associates, Routledge, New York, NY.

Near, J.P. and Miceli, M.P. (1985), “Organizational dissidence: the case of whistle blowing”, Journal of
Business Ethics, Vol. 4 No. 1, pp. 1-16.

Near, J.P., Dworkin, T. and Miceli, M. (1993), “Explaining the whistle-blowing process: suggestions
from power theory and justice theory”,Organisation Science, Vol. 4 No. 3, pp. 393-411.

Near, J.P., Rehg, M.T., Scotter, J.R. and van Miceli, M. (2004), “Does type of wrongdoing af-fect the
whistleblowing process?”, Business Ethics Quarterly, Vol. 14 No. 2, pp. 219-242.

North, D. (1990), Institutions, Institutional Change, and Economic Performance, Cambridge, NewYork, NY.
Ntayi, J.M. (2013), “Leadership styles, workplace politics and moral identity of ugandan public

procurement staff”, International Journal of Public Administration, Vol. 36 No. 1, pp. 35-44.
Ntayi, J., M., Ngoboka, P. and Kakooza, C., S. (2013), “Moral schemas and corruption in ugandan public

procurement”, Journal of Business Ethics, Vol. 112 No. 3, pp. 417-436.
Ntayi, J.M., Mutebi, H., Byangwa, K. and Kamanyi, S. (2014), “Institutional framing and

entrepreneurship Capital in Uganda”, World Journal of Entrepreneurship, Management and
Sustainable Development, Vol. 10 No. 3.

Ntayi, J., Beijuka, R., Mawanga, F. and Muliira, A. (2009), “Percieved workplace discrimination,
instrumental ethical climate psychological wellness and task performance”, E-Journal of
Business and Economic Issues, Vol. IV No. 1.

Ntayi, J., Kakwezi, P. and Mtutebi, H. (2012), “Ethical work climates in ugandan PDEs: Implications for
leadership”, International journal of business and social science, Vol. 3 No. 18.

OECD (2012), Perspectives on Global Development 2012: Social Cohesion in a ShiftingWorld, OECD.
Organisation for Economic Co-operation and Development (OECD) (2005), “Globalisation and

fisheries”, Proceedings of an OECD-FAOworkshop. OECD, Paris.
Organisation for Economic Co-operation and Development (OECD) (2007), “Globalisation and

fisheries”, Proceedings of an OECD-FAOworkshop. ECD, Paris
Okpara, O. andWynn, P. (2008), “The impact of ethical climate on job satisfaction, and commetment in

Nigeria – Implication for management development”, Journal of Management Development,
Vol. 27 No. 9, pp. 935-950.

Orly, S.L. and Zehava, R. (2010), “School ethical climate and teachers’ voluntary absence”, Educational
Administration, Vol. 48 No. 2, pp. 164-181.

Park, H. and Blenkinsopp, J. (2009), “Whistle blowing as planned behaviour: a survey of South korean
police officers”, Journal of Business Ethics, Vol. 85 No. 4, pp. 545-556.

Park, H., Blenkinsopp, J., Oktem, M.K. and Omurgonulsen, O. (2008), “Cultural orientation and attitudes
towards different forms of whistleblowing: a comparison of South korea, Turkey and the UK”,
Journal of Business Ethics, Vol. 82 No. 4, pp. 929-939.

Paul, R.J. and Townsend, J.B. (1996), “Don’t kill the messenger! whistle blowing in America – A review
with recommendations”, Employee Responsibilities and Rights Journal, Vol. 9 No. 2, pp. 149-161.

PPDA (2003), Public Procurement and Disposal of Public Asset Act, PPDA, Kampala.

Public Procurement and Disposal of Public Assets Authority reports (2013).
Rehg, M., Miceli, M., Near, J. and Van Scotter, J. (2004), “Predicting retaliation against Whistle-Blowers:

Outcomes of power relationships within organizations”, Academy of Management Proceedings,
Vol. 2004 No. 1, pp. 1-6.

Rosenblatt, Z. and Peled, D. (2002), “School ethical climate and parental involvement”, Journal of
Educational Administration, Vol. 40 No. 4, pp. 349-367.

Whistle-
blowing

intentions and
behaviour

127

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5465%2Fambpp.2004.13857462&citationId=p_76
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1080%2F01900692.2012.713288&citationId=p_61
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F09578230210433427&citationId=p_77
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F02621710810901282&citationId=p_69
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F09578230210433427&citationId=p_77
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F09578231011027833&citationId=p_70
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-012-1269-7&citationId=p_62
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F09578231011027833&citationId=p_70
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1111%2Fj.1559-1816.1991.tb00521.x&citationId=p_55
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-008-9788-y&citationId=p_71
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-007-9603-1&citationId=p_72
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2FBF02622256&citationId=p_73
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2FBF00382668&citationId=p_57
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2FBF00382668&citationId=p_57
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1287%2Forsc.4.3.393&citationId=p_58
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5840%2Fbeq200414210&citationId=p_59
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1257%2Fjep.5.1.97&citationId=p_60


Rothwell, G.R. and Baldwin, J.N. (2006), “Ethical climates and contextual predictors of whistle
blowing”, Review of Public Personnel Administration, Vol. 26 No. 3, pp. 216-244.

Sarah, S.R., Scott, T. and Amanda, D.E. (2009), “The effects of ethical climate on group and individual
level deception in negotiation”, International Journal of Conflict Management, Vol. 20 No. 3,
pp. 287-308.

Schermelleh-Engel, K., Moosbrugger, H. and Müller, H. (2003), “Evaluating the fit of structural equation
models: Tests of significance and descriptive goodness-of-fit measures”,Methods of Psychological
Research Online, Vol. 8, pp. 23-74.

Scott, R. (2001), Institutions and Organizations, 2nd edition. Sage Publications: Thousand Oaks.
Scott, W.R. (2004), “Institutional theory”, Encycopedia Theory, CA, Thousand Oak.
Shafer, E. (2009), “Ethical climate, Organizational-Professional conflict and organizational commitment”,

Accounting, Auditing and Accountability Journal, Vol. 22 No. 7, pp. 1087-1110.
Smith, J.M. (1971), “More on whistle blowing”, Computer, Vol. 4 No. 4, p. 13.
Tavakoli, A.A., Keenan, J.P. and Crnjak-Karanovic, B. (2003), “Culture and whistleblowing: an empirical

study of croation and United States managers utilizing hofstede's cultural dimensions”, Journal of
Business Ethics, Vol. 43, pp. 49-64.

Thomas,W. and Thomas, D.S. (1928),The Child in America, Knopf, New York, NY.
Transparency International Uganda (2010), Draft National Integrity SystemReport.

Tsahuridu, E. and Vandekerckhove, W. (2008), “Organisational whistleblowing policies: Making
employees responsible or liable?”, Journal of Business Ethics, Vol. 82 No. 1, pp. 107-118.

Vadera, A.K., Aguilera, R.V. and Caza, B.B. (2009), “Making sense of whistle-blowing’s antecedents:
Learning from research on identity and ethics programs”, Business Ethics Quarterly, Vol. 19
No. 4, pp. 553-586.

VanSandt, C.V., Shepard, J.M. and Zappe, S.M. (2006), “An examination of the relationship between
ethical work climate andmoral awareness”, Journal of Business Ethics, Vol. 68 No. 4, pp. 409-432.

Victor, B. and Cullen, J. (1988), “The organizational bases of ethical work climate”, Administrative
Science Quarterly, Vol. 33 No. 1, pp. 101-125.

Vroom, V.H. (1964),Work andMotivation, Wiley, NewYork, NY.

Walters, K.D. (1975), “Your employees right to blow the whistle”, Harvard Business Review, Vol. 53
No. 4, pp. 26-34. 161-162.

Whistle blowing Protection Act (2010),
Zhang, J., Chiu, R.K. and Wei, L. (2009), “Decision-making process of internal whistle blowing behavior

in China: Empirical evidence and implications”, Journal of Business Ethics, Vol. 88 NO. S1,
pp. 25-41.

Further reading
Association of Certified Fraud Examiners (2010).
Auditor General (2012), “Special investigation report on the allegations of financial impropriety in the

office of the primeminister”.

CIMA (2008), The Chartered Institute of Management Accountants, UK.
Cropanzano, R., Slaughter, J.E. and Bachiochi, P.D. (2005), “Organizational justice and black applicants’

reactions to affirmative action”, Journal of Applied Psychology, Vol. 90 No. 6, pp. 1168-1184.
Dyrmishi, A., Hroni, E. and Gjokutaj, E. (2013),Whistleblowers Protection in Albania: An Assessment of

the Legislation and Practice, Institute for Democracy andMediation.
Elliston, F.A. (1982), “Anonymity andwhistle-blowing”, Journal of Business Ethics, Vol. 1 No. 3, pp. 167-177.
Gilman, S.C. (2005), Ethics Codes and Codes of Conduct as Tools for Promoting an Ethical and

Professional Public Service: Comparative Successes and Lessons, World Bank,Washington, DC.

JOPP
18,2

128

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1022959131133&citationId=p_85
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1022959131133&citationId=p_85
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1177%2F0734371X05278114&citationId=p_78
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-008-9831-z&citationId=p_95
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F10444060910974894&citationId=p_79
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-007-9565-3&citationId=p_88
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5840%2Fbeq200919432&citationId=p_89
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2FBF00382768&citationId=p_101
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-006-9030-8&citationId=p_90
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.2307%2F2392857&citationId=p_91
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&system=10.1108%2F09513570910987385&citationId=p_83
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.2307%2F2392857&citationId=p_91
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1037%2F0021-9010.90.6.1168&citationId=p_99


Gökçe, A.T. (2013), “Teachers’ value orientations as determinants of preference for external and
anonymous whistleblowing”, Int J. Hum. Soc. Sci, Vol. 3 No. 4, pp. 163-173.

Greene, A.D. and Latting, J.K. (2004), “Whistle-blowing as a form of advocacy: Guidelines for the
practitioner and organization”, SocialWork, Vol. 49 No. 2, pp. 219-230.

Hartman, E.M. (1996),Organizational Ethics and the Good Life, Oxford University Press, Oxford.
Holtzhausen, N. (2007), Whistle Blowing and Whistle Blower Protection in the South African Public

Sector, University of South Africa, Pretoria.
Jubb, P.B. (1999), “Whistle blowing: a restrictive definition and interpretation”, Journal of Business

Ethics, Vol. 21 No. 1, pp. 77-94.
Keenan, J.P. (2002), “Whistle blowing: a study of managerial differences”, Employees Responsibilities

and Rights Journal, Vol. 146 No. 1, pp. 17-32.
Kelly, D. and Jones, A. (2013), “Deafening silence? time to reconsider whether organisations are silent or

deaf when things go wrong”, BMJQuality &Amp; Safety, Vol. 23 No. 9, pp. 709-713.
Kimaro, H.C. and Sahay, S. (2007), “An institutional perspective on the process of decentralization of

health information systems: a case study from tanzania”, Information Technology for
Development, Vol. 13 No. 4, pp. 363-390. ISSN 0268-1102.

Inspectorate of Government (2008), The Third National Integrity Survey.

Lewin, K. (1936), Principles of Topological Psychology, McGraw-Hill, New York, NY.
Lewin, K. (1938), “The conceptual representation and measurement of psychological forces”, Vol. 1 No.

4, Contributions to Psychological Theory, Duke University Press, Durham, N.C.

Liyanarachchi, G. and Newdick, C. (2009), “The impact of moral reasoning and retaliation on Whistle-
Blowing:New Zealand evidence”, Journal of Business Ethics, Vol. 89 No. 1, pp. 37-57.

Mawanga, F. (2014), “Perceived retaliation against internal whistle blowers: Evidence from public
institutions in Sub-Saharan Africa, electronic”, Journal of Business Ethics and Organization
Studies, Vol. 19 No. 1.

Max, W. (1968), Economy and Society: An Outline of Interpretive Sociology, Edited by Günther R. and
ClausW. (Eds), Bedminster Press, New York, NY.

Nayir, D.Z. and Herzig, C. (2012), “Value orientations as determinants of preference for external and
anonymous whistle blowing”, Journal of Business Ethics, Vol. 107 No. 2, pp. 197-213.

Near, J.P., Rehg, M.T., Van Scotter, J.R. and Miceli, M.P. (1993), “Does type of wrongdoing affect the
whistle blowing process”, Business Ethics Quarterly, Vol. 14No. 2, pp. 219-242.

Oktem, M.K. and Shahbazi, G. (2012), “Attitudes toward different forms of whistleblowing in Turkey
and iran”, “Middle-East J. Sci. R”, Vol. 12 No. 7, pp. 945-951.

Sahay, S., Sæbø, J.I., Mekonnen, S. and Gizaw, A.A. (2010), “Interplay of Institutional Logics and
Implications for Deinstitutionalization: Case Study of HMIS Implementation in
Tajikistan”. Information Technologies and International Development. ISSN 1544-7529.
6(3), s 19-32.

Verschoor, C. (2005), “Is this the age of whistleblowers?”, Strategic Finance, Vol. 86 No. 7, pp. 17-18.

About the authors
Brenda Tumuramye, MA, is a Lecturer at the Department of Procurement and Supply Chain
Management of Procurement and Supply Chain Management, Business School, Makerere University,
Uganda. Ms Tumuramye’s research interests are in procurement-related areas such as procurement
ethics, public procurement in Uganda and whistle-blowing behaviour in Ugandan procuring and
disposing entities.

Joseph Mpeera Ntayi, PhD, is a Professor at the Department of Procurement and Supply Chain
Management of Procurement and Supply Chain Management, Business School, Makerere University,
Uganda. Dr Ntayi’s teaching and research interests are in procurement, supply chain management,

Whistle-
blowing

intentions and
behaviour

129

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1037%2F10019-000&citationId=p_112
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1093%2Fsw%2F49.2.219&citationId=p_104
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1037%2F13613-000&citationId=p_113
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-008-9983-x&citationId=p_114
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1005922701763&citationId=p_107
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1005922701763&citationId=p_107
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1015796528233&citationId=p_108
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1023%2FA%3A1015796528233&citationId=p_108
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1007%2Fs10551-011-1033-4&citationId=p_117
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1002%2Fitdj.20066&citationId=p_110
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.1002%2Fitdj.20066&citationId=p_110
https://www.emeraldinsight.com/action/showLinks?doi=10.1108%2FJOPP-06-2018-008&crossref=10.5840%2Fbeq200414210&citationId=p_118


logistics, transport management, social performance management, microfinance governance, project
scope management, project risk management, institutional framing and schemas, social insurance
and social inclusion, pension management, wealth management, savings and credit cooperative
societies, public administration and public policy. Joseph Mpeera Ntayi is the corresponding author
and can be contacted at: ntayius@gmail.com

Moses Muhwezi, PhD, is a Lecturer at the Department of Procurement and Supply Chain
Management of Procurement and Supply Chain Management, Business School, Makerere University,
Uganda. Dr Moses Muhwezi is also Deputy Principal, Business School, Makerere University Uganda,
and his teaching and research interests are in procurement, contract and project management and
public administration.

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

JOPP
18,2

130

D
ow

nl
oa

de
d 

by
 S

to
ck

ho
lm

 U
ni

ve
rs

ity
 L

ib
ra

ry
 A

t 2
1:

49
 2

0 
D

ec
em

be
r 

20
18

 (
PT

)

mailto:ntayius@gmail.com

	Whistle-blowing intentions and behaviour in Ugandan public procurement
	Introduction
	Conceptual framework
	Regulatory framework for whistle-blowing in Uganda

	Literature review
	Whistle-blowing support institutions and whistle-blowing intentions and behaviour
	Procuring and disposing entity ethical climate and whistle-blowing behaviour
	Whistle-blowing expectancy and whistle-blowing behaviour

	Empirical research
	Hypotheses
	Research design, population, sample size and sampling design
	Measurements, validity and reliability

	Findings
	Relationships between study variables
	Predicting whistle-blowing behaviour in Ugandan PDEs

	Discussion of findings
	Conclusions
	Theoretical implications
	Recommendations
	Limitations of the study

	References


