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Abstract

This study aimed to validate an organizational whistleblowing model in industrial and mining companies
and examine the serial mediating roles of channel trust and effectiveness and handling quality and
feedback in explaining whistleblowing system effectiveness. This applied, descriptive—correlational survey
employed partial least squares structural equation modeling. The study population comprised employees
of industrial and mining companies located in the industrial estates of Kerman Province, Iran, of whom 250
were selected through stratified random sampling. Data were collected using a researcher-developed 47-
item questionnaire covering seven constructs derived from the grounded theory phase of the same
research project. Statistical analyses were conducted using SPSS 27 and SmartPLS 3, with PLS-SEM and
5,000 bootstrap subsamples used to estimate and test the structural relationships. All seven direct
structural paths were positive and statistically significant. Anti-retaliation security and support (3=0.264),
responsible orientation (3=0.245), identity protection and anonymity (3=0.209), and supportive culture and
responsive management (=0.197) significantly predicted channel trust and effectiveness. Channel trust
significantly predicted handling quality and feedback (3=0.466), while handling quality and feedback
significantly predicted system effectiveness and corrective outcomes (3=0.494). Supportive culture also
had a significant direct effect on system effectiveness (3=0.219). All serial indirect effects were statistically
significant, including the indirect effect of channel trust on system effectiveness through handling quality
(B=0.230). The model explained 36.0% of the variance in channel trust, 21.7% in handling quality, and
33.0% in system effectiveness, while the model SRMR was 0.048. An effective organizational
whistleblowing system depends on a sequential mechanism in which identity protection, anti-retaliation
security, responsible reporting orientation, and a supportive organizational culture first strengthen trust in
the reporting channel, which subsequently facilitates high-quality handling and visible feedback and
ultimately produces corrective organizational outcomes. Accordingly, handling quality and feedback
constitute the central operational link through which protective and cultural conditions are transformed into
an effective whistleblowing system.

Keywords: Organizational whistleblowing; reporting channel trust; anti-retaliation; identity protection;
handling quality and feedback; structural equation modeling; industrial and mining companies.
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Extended Abstract
Introduction
Organizational whistleblowing has become an essential component of contemporary corporate
governance, internal control, risk management, and organizational learning because employees are
often the first actors capable of detecting misconduct, unsafe practices, fraud, regulatory violations,
and operational failures before such problems become visible to senior management or external
regulators. Whistleblowing, however, should not be understood merely as an individual decision to
disclose wrongdoing; rather, it is a multistage organizational process in which personal responsibility,
perceived risks, organizational culture, reporting-channel characteristics, managerial responses, and
post-report handling jointly determine whether misconduct information is transformed into corrective
action. Research on whistleblowing has demonstrated that reporting behavior is shaped by
characteristics of the whistleblower, the wrongdoing, the wrongdoer, the reporting recipient, the
reporting channel, and the wider organizational context (Gao & Brink, 2017). The effectiveness of
whistleblowing therefore depends not only on whether employees are willing to report but also on
what happens after a report is submitted. Organizational responses such as timely investigation,
impartial handling, protection from retaliation, communication of outcomes, and corrective action are
central to sustaining employees’ willingness to use internal reporting mechanisms (Near & Miceli,
2016). Previous studies have further shown that professional commitment, group cohesion,
psychological resources, and perceptions of responsibility can influence employees’ reporting
intentions (Alleyne et al., 2019; Horiguchi et al., 2024; Kaplan et al., 2026; Tuan Mansor et al., 2020). At
the same time, reporting decisions are strongly conditioned by organizational risks. Fear of retaliation
and potential disruption to workplace relationships may suppress reporting intentions (Mogbel et al.,
2026), particularly in high power-distance contexts where organizational hierarchy can increase the
perceived costs of challenging those in authority (Puni & Anlesinya, 2017). ldentity protection and
anonymity are therefore essential components of an effective reporting system; evidence indicates
that stronger identity protection reduces adverse social consequences for whistleblowers and
increases the perceived safety of internal reporting (Sommerfeldt, 2026), while technological and Al-
enabled mechanisms may further enhance confidentiality and whistleblower protection (Kayembe &
Mvenene, 2026). Organizational culture also plays a fundamental role. Ethical culture, fair treatment,
responsive management, ethical leadership, and opportunities for employee voice can foster
reporting behavior and reduce silence (Farooqi et al., 2017; Said et al., 2017; Yue et al., 2025; Zheng et
al.,, 2025), whereas perceived organizational politics may consume employees’ psychological
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resources and inhibit constructive voice (Zhou & Sun, 2025). Nevertheless, the existence of formal
reporting mechanisms does not necessarily guarantee their effectiveness. Studies of employee voice
have revealed substantial gaps between formal reporting arrangements and employees’ actual
experiences of being heard and producing meaningful organizational change (Hague et al., 2024;
Maynes et al., 2024; McCarthy et al., 2025). Internal communication is particularly important because
employees must receive credible information about reporting procedures, case progress, and
organizational responses if confidence in the reporting system is to be maintained (Nan & Zheng,
2026). Evidence from other organizational contexts similarly indicates that the design and actual
functioning of reporting channels determine whether they generate meaningful outcomes
(Verschuuren, 2020). Recent research further suggests that formal whistleblowing mechanisms and
informal ethical controls can operate complementarily in deterring organizational misconduct (Chong
et al.,, 2026), while broader reviews emphasize that whistleblowing outcomes emerge from the
interaction of individual, organizational, institutional, and procedural conditions (Al-Thani & Wright,
2026). These observations highlight an important research gap: much of the existing literature has
examined whistleblowing intentions or individual antecedents, whereas considerably less attention
has been given to an integrated process through which protective, individual, and cultural
antecedents build trust in the reporting channel, channel trust improves handling quality and
feedback, and handling quality ultimately generates system effectiveness and corrective outcomes.
Because predictive relevance is especially important when structural models are intended to inform
managerial intervention, evaluation should also extend beyond statistical significance to the model's
out-of-sample predictive performance (Shmueli et al., 2019). Accordingly, the present study sought to
validate an organizational whistleblowing model in industrial and mining companies and to examine
the serial mediating roles of channel trust and effectiveness and handling quality and feedback in
linking responsible orientation, identity protection, anti-retaliation security and support, and
supportive culture with whistleblowing system effectiveness and corrective outcomes.

Methods and Materials

This applied study employed a descriptive—correlational survey design and partial least squares
structural equation modeling. The statistical population consisted of employees working in industrial
and mining companies located in the industrial estates of Kerman Province, Iran, during 2025-2026.
Participants represented production, maintenance, health, safety and environment, quality control,
human resources, and administrative and support units. Stratified random sampling was performed
according to company, organizational unit, and occupational level, resulting in 250 complete and
analyzable questionnaires. The research instrument was a researcher-developed questionnaire
derived directly from the qualitative grounded-theory phase of the broader study. It comprised 47
items measuring seven constructs: responsible orientation, channel trust and effectiveness, identity
protection and anonymity, anti-retaliation security and support, handling quality and feedback,
supportive culture and responsive management, and system effectiveness and corrective outcomes.
All items were scored on a five-point Likert scale. Content validity was assessed by five academic
and professional experts, and negatively worded items were reverse-coded before analysis. Data
analysis was conducted using SPSS 27 and SmartPLS 3. The measurement model was evaluated
using outer loadings, Cronbach’s alpha, composite reliability, average variance extracted, the
Fornell-Larcker criterion, and the heterotrait—monotrait ratio. Common method bias was examined
using Harman'’s single-factor test and full-collinearity variance inflation factors. The structural model
was assessed using path coefficients, 5,000-subsample bootstrapping, effect sizes, coefficients of
determination, predictive relevance, SRMR, and PLSpredict.
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Findings

The measurement model demonstrated satisfactory psychometric properties. Outer loadings for all
47 indicators ranged from 0.701 to 0.870, Cronbach’s alpha coefficients ranged from 0.877 to 0.932,
composite reliability values ranged from 0.910 to 0.943, and average variance extracted ranged from
0.623 to 0.669. The highest HTMT value was 0.574, supporting discriminant validity. The first factor
in Harman’s unrotated solution explained 25.966% of total variance, and the maximum inner VIF
was 1.173, indicating no serious common method bias. All seven hypothesized direct paths were
positive and statistically significant. Anti-retaliation security and support was the strongest predictor
of channel trust and effectiveness (8=0.264, t=4.769, p<0.001), followed by responsible orientation
(B=0.245, t=4.747, p<0.001), identity protection and anonymity (=0.209, t=3.799, p<0.001), and
supportive culture and responsive management (=0.197, t=3.535, p<0.001). Channel trust and
effectiveness significantly predicted handling quality and feedback (=0.466, t=9.003, p<0.001),
while handling quality and feedback exerted the strongest direct effect on system effectiveness and
corrective outcomes (=0.494, t=10.257, p<0.001). Supportive culture and responsive management
also had a significant direct effect on system effectiveness (=0.219, t=3.956, p<0.001). All indirect
effects were statistically significant. The indirect effect of channel trust on system effectiveness
through handling quality was 0.230, while the serial indirect effects of responsible orientation, identity
protection, anti-retaliation security, and supportive culture on system effectiveness through channel
trust and handling quality were 0.056, 0.048, 0.061, and 0.045, respectively. The model explained
36.0% of the variance in channel trust and effectiveness, 21.7% of the variance in handling quality
and feedback, and 33.0% of the variance in system effectiveness and corrective outcomes. All
blindfolding Q2 values were positive, PLSpredict showed lower RMSE and MAE values than the
linear-model benchmark for all indicators of the endogenous constructs, and the estimated model
demonstrated satisfactory fit with an SRMR of 0.048.

Discussion and Conclusion

The results demonstrate that organizational whistleblowing effectiveness is best understood as a
sequential process rather than as the direct consequence of any single protective or cultural
mechanism. Anti-retaliation security emerged as the strongest predictor of channel trust, indicating
that employees primarily assess reporting systems in terms of the personal and occupational risks
associated with speaking up. ldentity protection was also significant, showing that confidentiality and
anonymity constitute practical foundations of trust rather than merely administrative features of a
reporting system. Responsible orientation contributed significantly to channel trust, suggesting that
employees who perceive reporting as a professional, preventive, and good-faith responsibility are
more likely to regard internal reporting mechanisms as legitimate organizational tools. Supportive
culture also strengthened channel trust and exerted an additional direct effect on system
effectiveness, demonstrating that formal reporting arrangements and informal managerial behavior
operate together. The strongest structural relationship was the effect of handling quality and
feedback on system effectiveness, indicating that the decisive point in the whistleblowing process
lies between the submission of a report and the production of a visible organizational response. A
reporting channel cannot remain credible when reports are received but not investigated promptly,
impartially, transparently, and with observable corrective consequences. The significant serial
indirect effects further show that protective, individual, and cultural antecedents do not automatically
produce corrective outcomes. Instead, they first create confidence in the reporting channel; this
confidence facilitates higher-quality information exchange and case handling; and effective handling
subsequently produces corrective outcomes. Thus, trust functions as a critical gateway, while
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handling quality and feedback constitute the central operational mechanism through which
whistleblowing generates organizational improvement. The model’s satisfactory explanatory and
predictive performance supports its practical utility in industrial and mining environments, where early
reporting of safety hazards, operational misconduct, procedural violations, and unethical behavior
can prevent substantial organizational harm. Overall, the findings suggest that effective
whistleblowing systems should not be designed around the reporting channel alone. They require
an integrated architecture combining identity protection, credible anti-retaliation safeguards,
responsible reporting norms, supportive management, trustworthy channels, timely and impartial
case handling, and visible feedback. Strengthening only one component is unlikely to be sufficient
because failure at any stage may interrupt the entire process. The validated model therefore
conceptualizes whistleblowing effectiveness as a chain beginning with protection, professional
legitimacy, and supportive culture, continuing through channel trust, and culminating in high-quality
handling, feedback, and corrective organizational outcomes.
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