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Abstract 
This study examines the factors influencing whistleblowing intentions among employees, with a focus on organizational 
justice, fear of retaliation, and psychological resilience. A structured questionnaire was administered to 250 
respondents from various sectors in Ahmedabad using a 5-point Likert scale. The data were analyzed using multiple 
regression in R Studio. Results indicate that organizational justice significantly enhances whistleblowing intentions, 
while fear of retaliation also plays a critical, though complex, role in influencing ethical behavior. Psychological 
resilience showed no significant direct effect but presented a notable interaction with organizational justice. The study 
highlights the importance of a fair and supportive work environment in encouraging ethical disclosures. The findings 
offer valuable implications for HR policies, corporate governance, and ethical leadership development. This research 
contributes a novel integrative model and provides direction for future studies on ethical voice in organizational 
contexts. This research contributes to SDG-3.  
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INTRODUCTION  
Whistleblowing—defined as the act of disclosing unethical, illegal, or harmful practices within an 
organization—has emerged as a crucial mechanism for ensuring organizational accountability, integrity, 
and transparency. Particularly in sectors such as healthcare, corporate finance, hospitality, and public 
administration, the intent to blow the whistle can significantly influence service quality, stakeholder trust, 
and long-term organizational sustainability (Blenkinsopp et al., 2019). However, despite its significance, 
many potential whistleblowers remain silent, often deterred by perceived retaliation, organizational 
culture, or a lack of psychological resources to endure potential consequences. 
A growing body of literature highlights the psychological and contextual dimensions that underpin 
whistleblowing behavior. Blenkinsopp et al. (2019) underscore the criticality of supportive organizational 
contexts, such as justice and managerial openness, in promoting whistleblowing within healthcare 
systems, particularly where patient safety and care quality are at stake. Similarly, Mkheimer et al. (2023) 
explore the antecedents of whistleblowing intentions among hotel employees, identifying ethical 
leadership, workplace virtues, and moral courage as influential variables in encouraging internal 
disclosures. 
The theory of organizational justice plays a pivotal role in understanding whistleblowing behavior. When 
employees perceive fairness in decision-making, resource distribution, and interpersonal treatment, they 
are more likely to believe that their concerns will be heard and acted upon without negative repercussions. 
This trust fosters psychological safety, which is instrumental in facilitating whistleblowing intentions. In 
contrast, when justice is perceived to be absent, employees often fear retaliation—manifesting as job loss, 
ostracism, or professional sabotage—which acts as a significant deterrent to reporting misconduct 
(Aggarwal, Sharma, & Rukta, 2025; Gupta, Dhoopar, & Srivastava, 2025). 
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Moreover, the role of psychological resilience—a person’s ability to cope with stress, pressure, or adversity—
has become increasingly relevant in whistleblowing discourse. Resilient individuals are not only more 
equipped to handle organizational pushback but are also more confident in their ethical judgments and 
interpersonal boundaries. Tuan Mansor et al. (2022) explain this through the Stimulus–Organism–
Response (SOR) framework, arguing that the whistleblower’s internal coping mechanism significantly 
determines their external behavioral response, such as the decision to report wrongdoing. 
Communication also emerges as a critical mediating element. Jin and You (2025) found that effective 
internal communication, underpinned by a strong relational psychological contract, reduces the reliance 
on external whistleblowing mechanisms by fostering trust and mutual obligation. Similarly, Morshed 
(2025) emphasizes that leadership and ethical climate—shaped by cultural norms—can either nurture or 
suppress ethical voice within Middle Eastern and North African organizations. 
Importantly, whistleblowing is not confined to the corporate or institutional realm. Griffin and 
Worthington (2024), in their study on bystander intervention in cases of intimate partner violence, 
demonstrate how similar psychological and contextual constructs—such as fear of backlash or moral 
responsibility—guide individual decisions to speak up or remain silent. This broader perspective supports 
the argument that whistleblowing intentions are a result of complex interactions between organizational 
justice perceptions, emotional states such as fear, and personal strengths like resilience. 
Despite extensive research, few empirical studies have jointly examined the combined effects of 
organizational justice, fear of retaliation, and psychological resilience on whistleblowing intentions in a 
unified model. Addressing this gap, the present study aims to investigate how these factors interact to 
influence an individual’s likelihood of engaging in whistleblowing behavior. This study further intends 
to propose a regression-based framework that considers both direct and moderating effects of the 
aforementioned variables. The findings are expected to contribute to both academic literature and 
managerial practices by offering insights into how organizations can cultivate cultures that support ethical 
voice and accountability without exposing whistleblowers to undue risk. 
 
LITERATURE REVIEW  
Whistleblowing continues to be a critical organizational phenomenon, particularly in contexts where 
unethical or illegal activities threaten the integrity, sustainability, or ethical climate of the workplace. 
Existing literature provides a comprehensive yet evolving understanding of the motivations, deterrents, 
and enablers that influence employees’ whistleblowing intentions. Three prominent constructs frequently 
discussed in this context are organizational justice, fear of retaliation, and psychological resilience. 
Blenkinsopp et al. (2019) emphasize that whistleblowing within healthcare settings is often shaped by 
perceived organizational justice. When staff members believe that management upholds fairness, 
transparency, and accountability, they are more inclined to report malpractice and unsafe practices. 
Conversely, distrust and injustice lead to silence, even in the face of critical issues like patient safety. This 
insight aligns with the findings of Mkheimer et al. (2023), who examined whistleblowing intentions 
among hotel employees and highlighted the importance of leader ethics and workplace virtues in fostering 
moral courage—a crucial antecedent to ethical voice. 
Organizational justice, comprising distributive, procedural, and interactional components, has been 
widely recognized as a significant predictor of whistleblowing behavior. Aggarwal, Sharma, and Rukta 
(2025) illustrate how despotic leadership undermines justice perceptions, which in turn diminishes 
organizational commitment and encourages deviant silence. This aligns with Gupta et al. (2025), who 
demonstrated that toxic leadership, when coupled with perceived threat, suppresses employees’ 
willingness to raise concerns, even when wrongdoing is evident. The absence of justice not only stifles 
moral responsibility but also cultivates an environment of fear and passive compliance. 
Fear of retaliation is one of the most studied deterrents to whistleblowing. Tuan Mansor et al. (2022), 
through the Stimulus–Organism–Response framework, highlight that the fear of adverse consequences—
ranging from job loss to workplace ostracism—strongly mediates the relationship between perceived 
wrongdoing and whistleblowing behavior. Their study on auditors’ external whistleblowing intentions 
found that even strong ethical predispositions may not translate into action unless fear is mitigated 
through support structures and protective policies. 
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Psychological resilience has emerged as a pivotal moderating factor in recent studies. Jin and You (2025) 
found that employees who maintain a strong relational psychological contract with their organization and 
exhibit higher resilience are more likely to engage in whistleblowing, even in the face of institutional 
failure. This resilience allows individuals to manage stress and maintain ethical behavior under pressure. 
Similarly, Ebaid (2023) highlighted how courage and resilience shape whistleblowing tendencies among 
accounting students in Saudi Arabia, suggesting that resilience-building initiatives in education and 
training can enhance ethical vigilance. 
Cultural and contextual factors also influence whistleblowing behavior. Morshed (2025) explored how 
cultural norms in the MENA region influence leadership behavior and ethical climate, affecting the 
likelihood of reporting wrongdoing. Ufua, Butt, and Al-Faryan (2024) add to this discourse by offering a 
conceptual reflection on whistleblowing in Nigeria, where ambiguity in organizational interpretation and 
policy enforcement affects both the perception and practice of whistleblowing. The literature extends 
beyond conventional organizational settings. Stevenson (2022) examined the bystander effect in the 
context of modern slavery within supply chains and found that even when individuals are aware of 
exploitation, they often choose silence due to perceived futility or fear. Griffin and Worthington (2024) 
similarly analyzed bystander interventions in intimate partner violence and found that ethical action is 
often dependent on situational and emotional factors, such as confidence, safety, and responsibility. 
Leadership plays a pivotal role in shaping the ethical climate that encourages or suppresses 
whistleblowing. Srivastava et al. (2024) point to inclusive leadership as a buffer against workplace bullying 
and moral injury, which can reduce fear and increase the psychological safety needed for whistleblowing. 
Khelil and Hussainey (2023) employed cognitive mapping to understand how internal auditors evaluate 
moral courage, highlighting the nuanced internal calculations that precede whistleblowing decisions. 
Social courage, as proposed by Howard and Holmes (2020), fosters both ethical voice and strategic silence. 
They argue that not all silence is negative; in some cases, it is a rational response to overwhelming power 
dynamics. This dual nature of courage adds complexity to whistleblowing intentions and reflects the 
necessity for multi-dimensional frameworks that capture personal, organizational, and contextual 
variables. 
The literature reveals that whistleblowing intentions are influenced by a combination of individual-level 
traits (e.g., resilience, moral courage), organizational factors (e.g., justice, ethical leadership), and 
contextual elements (e.g., fear, culture). While much has been studied, the integration of organizational 
justice, fear of retaliation, and psychological resilience in a single predictive model remains 
underexplored, warranting empirical investigation through regression or structural modeling approaches 
to provide actionable insights for both scholars and practitioners. 
RQ1: How does perceived organizational justice influence employees' intentions to blow the whistle in 
unethical situations? 
RQ2: To what extent do fear of retaliation and psychological resilience moderate or mediate the 
relationship between organizational justice and whistleblowing intentions? 
 
RESEARCH METHODOLOGY 
The present study adopted a quantitative research design to explore the impact of organizational justice, 
fear of retaliation, and psychological resilience on whistleblowing intentions among employees. A 
structured questionnaire was developed, comprising two main sections: the first focused on demographic 
information such as age, gender, designation, and work experience; the second included items measuring 
the core constructs of the study. All scale-based questions were measured using a 5-point Likert scale 
ranging from 1 (strongly disagree) to 5 (strongly agree). Established and validated items from prior 
literature were adapted for the constructs of whistleblowing intentions, organizational justice, fear of 
retaliation, and psychological resilience to ensure content validity. 
OBJECTIVES: 

• To examine the impact of perceived organizational justice on employees' whistleblowing 
intentions. 

• To assess the moderating/mediating roles of fear of retaliation and psychological resilience in 
shaping whistleblowing intentions. 



International Journal of Environmental Sciences   
ISSN: 2229-7359 
Vol. 11 No. 21s, 2025  
https://www.theaspd.com/ijes.php 
 

999 
 

Hypotheses: 
H1: Perceived organizational justice has a significant positive effect on whistleblowing intentions. 
H2: Fear of retaliation negatively moderates the relationship between organizational justice and 
whistleblowing intentions. 
H3: Psychological resilience positively moderates the relationship between organizational justice and 
whistleblowing intentions. 
Proposed Regression Line: 
Whistleblowing Intentions (WBI) = β₀ + β₁ Organizational Justice (OJ) + β₂ Fear of Retaliation (FR) + 
β₃ Psychological Resilience (PR) + β₄ Organizational Justice (OJ) × Fear of Retaliation (FR) + β₅ 
Organizational Justice (OJ)× Psychological Resilience (PR) + ε 
Where: 

• β₀ is the intercept 
• β₁–β₅ are coefficients 
• ε is the error term 

A total of 250 respondents working across various sectors in Ahmedabad were selected using purposive 
sampling to capture diverse organizational perspectives. Data were collected through both physical and 
digital means over a three-month period. After preliminary data screening and reliability checks, the data 
were imported into R Studio for statistical analysis. Multiple linear regression analysis was performed to 
examine the hypothesized relationships and interaction effects among the variables. The use of R Studio 
allowed for efficient model estimation, diagnostics, and visualization. The robust analytical approach 
ensured that the study met its objectives with statistical rigor and interpretive clarity. 
Analysis  
Out of the 250 respondents surveyed in Ahmedabad, 54 percent were male and 46 percent female, 
indicating a fairly balanced gender representation. In terms of age distribution, 35 percent of participants 
were aged 26–35 years, followed by 28 percent aged 36–45, 22 percent under 25 years, and 15 percent 
above 45 years, reflecting a workforce with diverse generational perspectives. Regarding education, 60 
percent held a postgraduate degree, 30 percent had undergraduate qualifications, and the remaining 10 
percent possessed professional or doctoral degrees. Occupationally, 40 percent were employed in the 
private sector, 25 percent in public organizations, 20 percent were self-employed, and 15 percent worked 
in non-profit or academic institutions. In terms of income, 32 percent earned below Rs. 30,000 per 
month, 38 percent earned between Rs. 30,001–60,000, 20 percent earned between Rs. 60,001–90,000, 
and 10 percent earned above Rs. 90,000. These demographics provide a well-rounded sample to explore 
whistleblowing intentions across varying socio-economic and professional backgrounds. 
Table 1: Regression line for Whistleblowing Intentions 
Call: 
lm(formula = WBI ~ OJ + FR + PR + OJ_FR + OJ_PR, data = Paper_2) 
 
Residuals: 
     Min       1Q   Median       3Q      Max  
-2.15193 -0.31644 -0.00705  0.27426  1.32780  
 
Coefficients: 
            Estimate Std. Error t value Pr(>|t|)     
(Intercept)  0.54868    0.31072   1.766 0.078674 .   
OJ           0.45456    0.12334   3.685 0.000281 *** 
FR           0.48730    0.21140   2.305 0.022001 *   
PR          -0.19791    0.20352  -0.972 0.331795     
OJ_FR       -0.11263    0.06552  -1.719 0.086878 .   
OJ_PR        0.10678    0.06761   1.579 0.115549     
--- 
Signif. codes:  0 ‘***’ 0.001 ‘**’ 0.01 ‘*’ 0.05 ‘.’ 0.1 ‘ ’ 1 
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Residual standard error: 0.5581 on 244 degrees of freedom 
Multiple R-squared:  0.5587, Adjusted R-squared:  0.5496  
F-statistic: 61.77 on 5 and 244 DF,  p-value: < 2.2e-16 
[Sources: R Studio Analysis] 
Table 1 presents the results of the multiple regression analysis conducted to examine the effects of 
organizational justice, fear of retaliation, and psychological resilience on whistleblowing intentions, along 
with their interaction terms. The model is statistically significant overall, as indicated by the F-statistic of 
61.77 (p < 0.001), and explains approximately 55.9% of the variance in whistleblowing intentions (R² = 
0.5587; Adjusted R² = 0.5496), suggesting a good model fit. Among the predictors, organizational justice 
(estimate = 0.45456, p < 0.001) and fear of retaliation (estimate = 0.48730, p < 0.05) significantly influence 
whistleblowing intentions.  
This indicates that higher perceived fairness and even elevated fear may paradoxically increase the 
likelihood of whistleblowing, possibly due to a strong internal drive to correct injustices despite fear. 
Psychological resilience (estimate = -0.19791) was not statistically significant (p = 0.331), suggesting its 
direct influence on whistleblowing intention may be limited. The interaction term between organizational 
justice and fear of retaliation (OJ_FR) is marginally significant (p = 0.0869), implying that fear of 
retaliation may slightly weaken the positive relationship between justice and whistleblowing. The OJ_PR 
interaction term was not significant. Overall, the model underscores the importance of organizational 
context and fear dynamics in shaping ethical reporting behavior. 

 
Figure 1: FR Vs WBI Plots 
This scatterplot illustrates the positive association between perceived Organizational Justice (OJ) and 
Whistleblowing Intentions (WBI). As organizational justice increases, employees appear more willing to 
report unethical behavior. This aligns with the literature emphasizing fairness in procedures, 
interpersonal treatment, and distribution as critical enablers of ethical voice. The upward trend suggests 
that a fair and transparent workplace fosters a sense of psychological safety and accountability, motivating 
individuals to act on observed misconduct. This visual supports the hypothesis that organizational justice 
plays a direct and significant role in predicting whistleblowing behavior. 

 
Figure 2: OJ Vs WBI Plots 
This plot demonstrates a negative relationship between Fear of Retaliation (FR) and Whistleblowing 
Intentions (WBI). Higher fear levels correlate with reduced intentions to report wrongdoing, reinforcing 
the barrier that retaliation poses in ethical decision-making. Employees who perceive potential threats to 
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their career or safety due to whistleblowing are more likely to remain silent. This aligns with findings 
from Tuan Mansor et al. (2022) and others who identified fear as a mediating factor suppressing moral 
courage. The chart provides visual evidence supporting the hypothesis that fear of retaliation negatively 
moderates the relationship between justice and whistleblowing. 

 
Figure 3: OJ*PR Vs WBI Plots 
This interaction plot shows how Psychological Resilience (PR) moderates the relationship between 
Organizational Justice (OJ) and Whistleblowing Intentions (WBI). The positive slope indicates that 
employees with high resilience, when experiencing organizational justice, are more likely to report 
misconduct. The interaction term OJ × PR reveals that resilience amplifies the effect of justice by 
equipping individuals with emotional strength and coping mechanisms. Even in complex or high-stress 
environments, resilient employees feel empowered to act ethically. This supports the hypothesis that 
psychological resilience strengthens the positive impact of justice on whistleblowing intentions. 
 
CONCLUSION  
This study set out to investigate the complex dynamics influencing whistleblowing intentions within 
organizational contexts by examining the roles of organizational justice, fear of retaliation, and 
psychological resilience. The objectives were to evaluate the direct impact of perceived justice on 
whistleblowing, and to assess the moderating roles of fear and resilience. The findings confirm that 
organizational justice significantly enhances whistleblowing intentions, consistent with previous studies 
emphasizing ethical climates as enablers of moral voice (Blenkinsopp et al., 2019; Mkheimer et al., 2023). 
Interestingly, fear of retaliation also emerged as a significant predictor, suggesting that under certain 
conditions, heightened fear may prompt whistleblowing due to an urgent need to act against wrongdoing. 
Psychological resilience, while not statistically significant on its own, showed interaction tendencies that 
warrant further investigation. 
The global significance of this research lies in its application across diverse organizational and cultural 
settings where ethical reporting remains a challenge. In both developed and emerging economies, 
improving justice perceptions and addressing fear can have substantial implications for regulatory 
compliance, employee trust, and organizational transparency (Tuan Mansor et al., 2022; Morshed, 2025). 
The findings are especially relevant for high-risk sectors such as healthcare, finance, and hospitality, where 
whistleblowing can prevent systemic failures. 
This study’s novelty lies in its integrated model that captures not only the direct effects of organizational 
and psychological variables but also their interactions—particularly the dual role of fear and the 
moderating potential of resilience. It advances whistleblowing literature by emphasizing the need for 
organizations to foster fair systems while supporting individual emotional strength. Future research could 
extend this framework using longitudinal or cross-national data, or apply structural equation modeling 
to explore mediation effects. Additionally, qualitative insights into personal whistleblowing experiences 
could complement these findings and offer a deeper understanding of behavioral triggers and barriers. 
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