
Wrongdoing by Consultants:

An Examination of Employees’

Reporting Intentions
Susan Ayers

Steven E. Kaplan

ABSTRACT. Organizations are increasingly embedded

with consultants and other non-employees who have the

opportunity to engage in wrongdoing. However, research

exploring the reporting intentions of employees regarding

the discovery of wrongdoing by consultants is scant. It is

important to examine reporting intentions in this setting

given the enhanced presence of consultants in organiza-

tions and the fact that wrongdoing by consultants changes

a key characteristic of the wrongdoing. Using an exper-

imental approach, the current paper reports the results of a

study examining employees’ reporting intentions sub-

sequent to their discovery of wrongdoing by a consultant.

The results of the study indicate that perceptions about

the seriousness of a wrongdoing, personal costs and per-

sonal responsibility related to reporting a wrongdoing,

and moral-equity judgments are significantly associated

with reporting intentions for a normal (non-anonymous)

reporting channel. Only perceptions of seriousness and

personal costs are significantly associated for an anony-

mous reporting channel. Lastly, while personal costs for

the anonymous reporting channel were lower than the

normal reporting channel, reporting intentions were

similar across the two channels.

KEY WORDS: moral-equity, personal cost, personal

responsibility, reporting channels, seriousness, wrong-

doing

Introduction

Researchers have shown a long-standing interest in

whistleblowing (see Grant, 2002; Gundlach et al.,

2003; Near and Miceli, 1995 for reviews). This

interest reflects, in part, the fact that wrongdoing

occurs within organizational settings, and, organiza-

tional members commonly have knowledge of and,

thus, the opportunity to report the wrongdoing.

Recent whistleblowing research has examined the

role of national culture (Chiu, 2003; Tavakoli et al.,

2003), the role of laws and corporate culture/structure

(Baynes, 2002; Callahan et al., 2002; Dworkin and

Near, 1997; King, 1999; Near and Dworkin,1998),

whistleblowers’ perceptions that the wrongdoing will

be terminated (Miceli and Near, 2002), and the role of

wrongdoing type on the whistleblowing process

(Near et al., 2004). Relatedly, Robinson and Bennett

(1995) developed a typology of deviant workplace

behavior. Generally, whistleblowing research and

related work in deviant workplace behavior (Robin-

son and Bennett, 1995) has tended to define and

examine wrongdoing (Near and Miceli, 1985) by

organizational employees.1 While limiting consider-

ation of wrongdoing to organizational employees was
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appropriate 20 years ago, this may no longer be the

case. Increasingly, organizations are embedded with

individuals who are employees of other organizations.

For example, many functions such as human re-

sources, accounting, and/or information technology

can be outsourced. Alliances and partnerships with

other organizations are becoming more common.

Lastly, and the focus of the current study, organiza-

tions frequently rely on consulting firms to facilitate

non-routine projects such as the design and installa-

tion of information technology.

Like organizational employees, consultants (i.e.,

‘‘outside employees’’) have the ability to engage in

wrongdoing that can harm the organization that hired

them. Consultants, however, are under the primary

control of and are directly responsible to their em-

ployer, the consulting firm. They may perceive their

responsibility to the organization hiring the consulting

firm as indirect or secondary to their own employer.

This distinction is important largely because it changes

important characteristics of the wrongdoing (Near

et al., 2004), which in turn are associated with the

likelihood of whistleblowing (Near and Miceli, 1995).

For example, it is likely to be clearer to an employee of

the hiring organization that an outside consultant’s

wrongdoing that harms the hiring organization is

neither implicitly nor explicitly approved by

management of the hiring organization. However, the

way in which this increased clarity might influence the

employee’s relative use of different moral philosophies

to understand and respond to the wrongdoing is not

clear. For example, organizational employees may feel

that retaliation issues will be minimal when reporting

on consultants, making reporting more likely. Con-

versely, organizational employees may believe that it is

not their responsibility to report the wrongdoing of

consultants, making reporting less likely.

How employees decide whether to report the

wrongdoing of consultants represents an important,

yet unexplored topic. The purpose of this study is to

provide initial evidence on this topic by examining

individuals’ reporting intentions regarding the dis-

covery of wrongdoing by information systems con-

sultants. Specifically, using an experimental approach,

participants were placed in a situation in which they

privately discovered that consultants planned to use

deceptive billing practices during the project. In re-

sponse to this scenario, participants were asked whe-

ther or not they would report the consultants’ billing

plans using anonymous and/or non-anonymous

reporting channels. While the literature recognizes

both reporting channels (Gundlach et al., 2003),

experimental research has not simultaneously exam-

ined both reporting channels. As discussed below,

each reporting channel has unique advantages and

disadvantages such that it is not clear which reporting

channel will yield stronger reporting intentions.

The current study also examines the relative

applicability of two different models of ethical deci-

sion-making. One model, by Schultz et al. (1993), is

explicitly intended to capture costs, such as employer

retaliation, as well as benefits, such as prosocial

compliance (Somers and Casal, 1994), that are ex-

pected to influence individuals’ reporting intentions.

Under this model, the reporting of wrongdoing is a

function of perceived seriousness, perceived personal

responsibility, and perceived personal costs. Second,

a multidimensional ethics model, developed by Re-

idenbach and Robin (1990) is explored. Under this

model, reporting intentions are a function of the

relationships among three different ethical philoso-

phies: moral equity, contractualism, and relativism.

In contrast to prior whistleblowing research

studies that have each examined only one reporting

model, our study is able to compare and contrast the

efficacy of the two models in explaining reporting

intentions under conditions of both anonymity and

non-anonymity. This allows us to assess: (1) the

extent to which the two models are capturing similar

and/or unique constructs, and (2) the ability of the

two models to incrementally explain employees’

reporting intentions.

In the next section of the paper, we provide

background about the information technology set-

ting. This is followed by a discussion of the two

reporting models. ‘‘Method’’ and ‘‘Results’’ sections

describe the experimental methods and results,

respectively. The last section of the paper discusses

the limitations and implications of our findings.

Prevalence of information technology projects

involving outside consultants

Information technology (IT) is of strategic impor-

tance to organizations and, despite difficult eco-

nomic times, IT spending is expected to increase

4.0% worldwide during 2003, with 5–6% increases

per year predicted for the period of 2004–2006
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(Aberdeen Group, 2002). In the context of our

study, two points are central. First, outside

consulting firms are frequently hired to facilitate the

design and implementation of IT projects.2 Based on

recent survey results, 68% of Chief Information

Officers (hereafter, CIOs) reported that their use of

outside consultants in the IT area increased during

2002 (Overby, 2003). Furthermore, 47% of the

surveyed CIOs expected to increase their use of

consultants during 2003, and 46% of the executives

interviewed for the study saw the use of outside

consultants as a permanent strategy (Overby, 2003).

Second, both anecdotal and experimental evi-

dence suggests that IT projects with known prob-

lems are implemented, often at huge costs to the

acquiring organization. Koch (2002) notes that IT

executives have complained of such problems as

undertrained consultants billing at high rates, high

turnover among the consultants during project

implementations, and blown budgets and schedules.

Problems involving the use of IT consultants are also

reported in the academic literature. In this regard,

based on agency theory (Jensen and Meckling,

1976), Tuttle et al. (1997a) contend that consulting

firm employees will make decisions on whether to

implement an IT project with known problems

based on their own organization’s self-interest. Thus,

when IT projects have known problems, consultants

are likely to implement these projects without cor-

recting the problems when the benefits of doing so

exceed the costs to the consulting firm.

Of particular interest to this study, Tuttle et al.

(1997a) predict and find that among information

system professionals, consultants’ intentions were

significantly influenced by whether organizational

employees had knowledge of the problems. As ex-

pected, in comparison to a setting in which organi-

zational employees had knowledge of the problems,

consultants were much more likely to implement

projects with known problems when the problems

were known only to the consulting firm employees.

Models of reporting wrongdoing

Schultz et al. (1993) Model of reporting questionable acts

Grounded in the work of Graham (1986), Schultz

et al. (1993) proposed and tested a model of

reporting questionable acts. The first stage of the

model involves an individual’s awareness that a

questionable act has been committed, suggesting that

individuals can only report on the ‘‘questionable’’

acts of others for which they are aware. This stage is

consistent with several models of whistleblowing

(Dozier and Miceli, 1985; Miceli et al., 1991; Near

and Miceli, 1983), in which the reporting of ques-

tionable behavior is characterized as a type of pro-

social behavior intended to help others (Brief and

Motowidlo, 1986; Somers and Casal, 1994). Once

an individual is aware that a questionable act has

occurred, the model predicts that the decision to

report the act is related to three assessments: the

seriousness of the act, the individual’s attribution of

responsibility, and the perceived costs of reporting.

To test their model, Schultz et al. (1993) used an

experimental approach to examine the reporting

intentions of managers and professional staff mem-

bers from three different countries. For each of six

hypothetical scenarios describing the occurrence of a

questionable act, participants initially provided the

three assessments from the model (e.g., the

seriousness of the act, responsibility for reporting,

and personal costs of reporting) and then indicated a

reporting intention.

The first variable in the model involves the

individual’s assessment of the seriousness of the act.

Graham (1986) contends that perceived seriousness

is related to both objective characteristics of the

situation and the individual’s tendency to exag-

gerate or minimize the severity of the act. Pre-

sumably, information about the amount and/or

extent of the damages or losses associated with the

wrongdoing represent key elements of the objec-

tive characteristics of the situation. Social influences

such as group norms and the organization’s toler-

ance for wrongdoing also may color individuals’

perceptions about the seriousness of questionable

acts (Hooks et al., 1994). Previous whistleblowing

research has generally found that the perceived

seriousness of the wrongdoing is significantly asso-

ciated with reporting decisions (Miceli and Near,

1985; 1992; Near and Miceli, 1987, 1995; Singer

et al., 1998).

Schultz et al.’s results (1993) showed that serious-

ness was significantly related to reporting intentions

in the pooled sample containing participants from all

three countries, but not in the sample of subjects from
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the United States. More recently, Kaplan and

Whitecotton (2001) applied the Schultz et al. (1993)

model to examine auditors’ reporting intentions

regarding their supervisor’s receipt of an employment

offer from a client.3 Kaplan and Whitecotton (2001)

also found that assessment of the seriousness of the act

was not significantly associated with auditors’

reporting intentions. Despite these mixed findings

with respect to the seriousness dimension, our pre-

dictions for this study involving outside consultants

derive from the Schultz et al. (1993) model, as pro-

posed in the following hypothesis.

Hypothesis One: Increases in perceived serious-

ness of the outside consultants’ wrongdoing will

be positively associated with employee partici-

pants’ intentions to report the wrongdoing.

The second attribute in the reporting model is

individuals’ assessments of their personal responsi-

bility for reporting. When whistleblowing is

viewed as a form of prosocial behavior in orga-

nizations (Brief and Motowidlo, 1986; Gundlach

et al., 2003), personal responsibility is considered

an important component of an individual’s deci-

sion making. Upon learning that another individ-

ual is engaging in wrongdoing, individuals may

feel a responsibility to report the act either because

it is prescribed by their organizational role, or

because of their personal sense of social responsi-

bility. The former responsibility may be further

affected by an individual’s sense of organizational

commitment or loyalty (e.g., Somers and Casal,

1994), while the latter may be influenced by that

individual’s own moral sense of right and wrong

(Graham, 1986).

Miceli and Near (1984) note that whistleblowing

is sometimes prescribed as part of an individual’s role

responsibilities. A survey of internal auditors con-

ducted by Miceli et al. (1991) demonstrated that

such individuals were more likely to report ques-

tionable behavior when it was judged to be part of

their role responsibility, or when they felt morally

compelled to do so. Relatedly, the study also found

that internal auditors were more likely to blow the

whistle on wrongdoing when there were few other

observers. This last finding is consistent with previ-

ous research (Dozier and Miceli, 1985; Graham,

1986) suggesting that individuals are less likely to

blow the whistle when many organizational mem-

bers could have observed the wrongdoing.

Regarding personal responsibility, both Schultz

et al. (1993) and Kaplan and Whitecotton (2001)

found strong, positive relations between this variable

and the likelihood of reporting questionable acts.

Based on prior research (Dozier and Miceli, 1985;

Graham, 1986; Miceli et al., 1991), individuals in the

current study were told that no one else was aware of

the wrongdoing, which should elevate perceptions of

personal responsibility. Applying the Schultz et al.

(1993) model in the context of wrongdoing by outside

consultants, the second hypothesis is proposed.

Hypothesis Two: Increases in perceived personal

responsibility for reporting will be positively associ-

ated with employee participants’ intentions to report

wrongdoing committed by outside consultants.

The third attribute in the model is individuals’

assessments of the personal costs of reporting. Graham

(1986) contends that the primary personal cost is the

risk of reprisal from others in the organization.

Similarly, Ponemon (1994, p. 123) notes ‘‘the nature

and extent of the retaliations or sanctions imposed by

management or co-workers against the whistle-

blower is perhaps the most significant determinant to

the prospective whistle-blower’s decision in the

communication of organizational wrongdoing.’’

Previous research (Dozier and Miceli, 1985; Miceli

and Near, 1992) has found that cost perceptions are

associated with reporting intentions. Similarly, both

Schultz et al. (1993) and Kaplan and Whitecotton

(2001) report that the relation between individuals’

assessments of the perceived costs of reporting and

their reporting intentions is negative and significant.

In this study, perceived costs of reporting may be

somewhat minimized by the fact that the reporting is

tied to the wrongdoing of a non-employee (i.e.,

outside consultant) as opposed to a fellow employee

or supervisor. However, the negative relationship

predicted by the Schultz et al., (1993) model should

still apply and, in the context of wrongdoing by

outside consultants, our third hypothesis is proposed.

Hypothesis Three: Increases in the perceived per-

sonal cost of reporting will be negatively associated

with employee participants’ intentions to report

wrongdoing committed by outside consultants.
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A multidimensional ethics model of reporting

questionable acts

Reidenbach and Robin (1988) advocate a multidi-

mensional approach to examine individuals’ decision

making about ethical business issues. Reidenbach

and Robin (1990) observe that much of previous

research has measured ethical beliefs using a single

research item, typically anchored by ‘‘very ethical’’

and ‘‘very unethical’’. In their view this is a problem

because individuals may be using any of a number of

different ethical philosophies when answering how

‘‘ethical’’ an action is. In particular, they assert (1990,

p. 639), ‘‘individuals use more than one rationale in

making ethical judgments, and that the importance

of those rationales is a function of the problem sit-

uation faced by the individual.’’ Further, when

making a decision about an ethical issue, use of

different ethical philosophies could give rise to the

same ethical assessment. Because one cannot work

backwards from an individuals’ ethical evaluation to

the ethical philosophy that gave rise to the evalua-

tion, Reidenbach and Robin (1990) contend that

individuals’ ethical assessments provide little insight

into ethical decision making.

In response to this dilemma, Reidenbach and

Robin (1990) developed a valid and reliable scale to

measure multiple dimensions of ethical philosophies

that might be used when making decisions about

ethical issues. Their multidimensional ethics scale

(MES) contains three dimensions of ethical decision

making. These include a moral equity dimension, a

relativistic dimension, and a contractualism dimen-

sion. As discussed below, previous research has

found that these three dimensions are associated with

ethical decision making by individuals.

Reidenbach and Robin’s (1990) MES scale was

recently used in a study investigating the individual

and joint influences of ethical judgment of a behavior

and locus of control on whistleblowing intentions of

Chinese managers and professionals Chiu (2003).

Results of that study indicate a strong positive rela-

tionship between judgments of the ethicality of

whistleblowing and whistleblowing intentions (Chiu,

2003). However, Reidenbach and Robin (1990)’s

MES does not explicitly incorporate a utilitarian, or

cost/benefit, dimension, which generally is consid-

ered a significant predictor of individuals’ reporting of

wrongdoing (Gundlach et al., 2003).

The first dimension on the MES is a moral equity

dimension. This dimension measures individuals’

perceptions about whether behavior is fair, just,

morally right and acceptable. By moral, the authors

refer to a characterization proposed by Beauchamp

(1982, p. 5) as ‘‘concerned with many forms of belief

about right and wrong human conduct. These

normative beliefs are expressed through such general

terms as ‘good,’ ‘bad,’ ‘virtuous,’ ‘praiseworthy,’

‘right,’ ‘ought,’ and ‘blameworthy’.’’ This dimen-

sion is grounded in Aristotle’s principle of formal

justice that holds that equals ought to be treated

equally whereas unequals ought to be treated un-

equally.

The results from Reidenbach and Robin (1990)

indicate that the moral equity dimension was sig-

nificantly associated with individuals’ behavioral

intentions in each of the three business scenarios

examined. Subsequently, Flory et al. (1992) found

that the moral equity dimension was significantly

associated with individuals’ behavioral intentions in

each of the four management accounting scenarios

that they examined. Cohen et al. (1996) found that

the moral equity dimension was significantly asso-

ciated with behavioral intentions in seven of the

eight business vignettes they tested. Finally, Tuttle

et al. (1997a) found that the moral equity dimension

was significantly associated with intentions to

implement an information system with known

problems. Based on this collection of findings, we

propose hypothesis four as follows:

Hypothesis Four: Scores on the moral equity

dimension of the MES will be positively associated

with employee participants’ intentions to report

wrongdoing committed by outside consultants.

The second dimension of the MES is the relativism

dimension. This dimension reflects whether behav-

ior is acceptable in relation to the guidelines and/or

requirements inherent in the individual’s social or

cultural system. The items contained within this

dimension go beyond legal structures of society and

address traditional and culturally learned under-

standings. The dimension underscores the impor-

tance of social and cultural systems in helping to

define our ethical beliefs. This dimension represents

both a source of and standard for ethical evaluation.

Thus, culture and tradition not only define and
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shape our value system but also play an evaluative

role in ethical decision making. Chiu’s (2003)

finding of a relatively low intent to blow the whistle

by Chinese managers and professionals (2.35 on a

1–5 Likert scale) suggests that cultural norms indeed

play a role in ethical judgments and intentions. As

Chiu (2003) notes, ‘‘Chinese culture treasures the

values of harmony and face-saving, however, whis-

tleblowing is considered to be negative and dam-

aging, . . .’’.
The results from Reidenbach and Robin (1990)

indicate that the relativism dimension was signifi-

cantly associated with individuals’ behavioral inten-

tions in two of the three business scenarios examined

in their study. Results from Flory et al. (1992) and

Tuttle et al. (1997b) indicate strong support for this

association, while Cohen et al. (1996) found support

in five of the eight business vignettes examined. This

discussion leads to our fifth hypothesis.

Hypothesis Five: Scores on the relativism

dimension of the MES will be positively associ-

ated with employee participants’ intentions to

report wrongdoing by outside consultants.

The third dimension of the MES is contractualism.

This dimension reflects whether behavior violates

implied obligations, contracts, duties, and rules. The

dimension is grounded in notions of deontology,

which proposes that individuals have an inherent

duty to other members of society. Perhaps this

perspective is best reflected in the work of Rawls

(1971), in which he uses the idea of a social contract.

For example, Reidenbach and Robin (1990) observe

that implicit promises such as fair play and truth

telling may be embedded within most business ex-

changes. In addition, the idea of organizational

commitment or loyalty (e.g., Somers and Casal,

1994) which has been found in prior whistleblowing

studies to be a significant predictor of reporting

intentions, may be captured within this dimension of

the MES model.

The results from Reidenbach and Robin (1990),

Flory et al. (1992), and Cohen et al. (1996) indicate

strong support for the association between the

contractualism dimension and individuals’ behav-

ioral intentions. Tuttle et al. (1997b), however,

reports that the contractualism dimension was not

associated with intentions to implement an infor-

mation system with known problems. This discus-

sion leads to our sixth hypothesis.

Hypothesis Six: Scores on the contractualism

dimension of the MES will be positively associated

with employee participants’ intentions to report

wrongdoing committed by outside consultants.

Method

Task

Graduate business student subjects were given one of

two versions of a case describing an Enterprise Re-

source Planning (ERP) software implementation. As

in our case, consulting firms commonly are hired by

organizations to assist in implementing ERP systems.

To varying degrees, ERP projects integrate business

processes through the use of complex and costly

software. Also, as in our case, the results from a

Deloitte and Touche (1999) survey suggest that

implementation problems may be relatively com-

mon when a company installs an ERP system. A

more recent survey by the Conference Board indi-

cated that 40% of the internal ERP project manager

respondents claimed that they had failed to achieve

the promised results of their ERP implementations

after the system was up and running for at least one

year (Koch, 2002).

In our study, subjects were asked to assume the

role of an employee serving as a systems analyst on

an ERP implementation team for Garments, Inc., a

retailer of discount priced clothing for men, women,

and children. In the case, information was presented

on the company’s background, and the company’s

current computing environment including specific

discussions of the current electronic data interchange

(EDI) relationships with suppliers and the current

revenue subsystem. A section also described the

changes to the company’s computing environment.

This section indicated that the company had hired an

independent, outside consulting firm, M. L. Hughes

& Company (Hughes), to take the lead role on a

planned ERP implementation.4 Thus, the imple-

mentation team consisted of employees and outside

consultants.
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Following this background material was a section

identified as ‘‘ERP Implementation Team Details

and the Dilemma.’’ This section of the case de-

scribed an implementation problem that the subject,

in his/her role as an internal employee member of

the implementation team, learned about while

working late one night.

Two different versions of the case were developed.

Each version described a unique implementation

problem that was encountered which involved

intentional wrongdoing on the part of the outside

consultants. While the nature of the wrongdoing

between the two cases differed, the monetary effect

of the wrongdoing was held constant. The two

versions were manipulated between subjects, with

each subject receiving only one version. Since prior

research (Miceli et al., 1991; Near and Miceli, 1995;

Near et al., 2004) indicates that the nature or type of

wrongdoing can affect observers’ reactions to it, our

generalizability should be enhanced by using cases

with two different forms of wrongdoing.

Under one version, subjects overheard a conver-

sation between the partner and the manager of

Hughes, the outside consulting firm. The partner

and the manager are the project leaders for the ERP

implementation. The partner tells the manager that

the implementation was not nearly as sophisticated

or as complicated as originally thought. In order to

increase the consulting firm’s profitability by

$300,000, less experienced (i.e., less costly) outside

consultant team members than originally specified in

the budget proposal could be used for the remainder

of the project, without informing management. The

firm would still bill for the $300,000 difference in

hourly charges between less and more experienced

consulting personnel. This case is referred to as the

inexperienced personnel case.

Under the alternative version, subjects also over-

heard a conversation between the partner and the

manager of the outside consulting firm. The partner

tells the manager that about six months of work,

costing an additional $300,000 to the client, would

have to be completely redone due to a misunder-

standing on the part of the outside consultant project

leaders. The two project leaders decided to hide the

‘‘bad’’ time in their future billings to the client so

that client management would not suspect that

anything had gone wrong on the project. This case is

referred to as the overbilling case.

Both cases also indicated that the two outside

consulting leaders were not aware that their con-

versation had been overheard and that no one else

had overheard the conversation. Next, subjects re-

sponded to a questionnaire that included dependent

and independent measures, which are described

below. Finally, subjects completed questions about

their background.

Dependent variables

The dependent measures focus on the subjects’

intentions to report the consultants’ plans to charge

the company for the questionable $300,000. For the

overbilling case, the first dependent measure asks,

‘‘Based on the information presented in the case,

how likely is it that you would inform Garments Inc.

management that Hughes is planning to bill

Garments Inc. for $300,000 of wasted effort?’’

For the inexperienced personnel case, the bolded

portion of the question reads, ‘‘that Hughes is

planning to use less experienced consultants to in-

crease profits by $300,000?’’ Subjects responded to a

seven-point scale anchored at 1 by ‘‘extremely un-

likely that I would inform management’’ and at 7 by

‘‘extremely likely that I would inform manage-

ment.’’ This measure and response scale is similar to

one used by Kaplan (1995) and Kaplan and White-

cotton (2001) and is referred to as the normal

reporting measure.5

The second dependent measure explores sub-

jects’ intentions with respect to an anonymous

reporting channel. Previous research (e.g., Near

and Miceli, 1995; Near et al., 2004) indicate that

individuals are likely to distinguish anonymous

reporting channels (versus non-anonymous

reporting channels) along two dimensions that lead

to conflicting predictions. First, reporters are more

likely to avoid retaliation. This suggests lower

personal costs of reporting under an anonymous

reporting channel. Personal costs from an anony-

mous channel may also be lower because the

organization will be unable to contact the re-

porter. Second, individuals who use an anonymous

reporting channel may be taken less seriously, in

part, because it is impossible for the organization

to assess the credibility of the information pro-

vider. Individuals may be less likely to use an
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anonymous reporting channel if they do not be-

lieve an effective response to the wrongdoing will

occur. Overall, it is unclear whether individuals

will have stronger intentions to use an anonymous

reporting channel than a reporting channel

requiring the reporter to reveal one’s identity.

For the overbilling case, this question asks,

‘‘Assume that Garments Inc. has an anonymous

telephone hot-line to inform the company of any

wrongdoing. Based on the information presented in

the case, how likely is it that you would call the

anonymous hot-line about Hughes’ plan to bill

Garments Inc. for $300,000 of wasted effort?’’ For

the inexperienced personnel case, the last portion

of the question reads, ‘‘. . .about Hughes’ plan to

use less experienced consultants to increase their

profits by $300,000.’’ Subjects responded to a se-

ven-point scale anchored at 1 by ‘‘extremely un-

likely that I would call the hot-line’’ and at 7 by

‘‘extremely likely that I would call the hot-line.’’6

This measure is referred to as the anonymous

reporting measure.

Measured independent variables

The measures for perceived seriousness, perceived

personal cost, and perceived personal responsibility

were adopted from Schultz et al. (1993). For the

overbilling case,7 subjects responded to each of the

following using a seven point scale anchored at 1 by

‘‘very low’’ and at 7 by ‘‘very high’’:

(1) ‘‘Please assess the seriousness (i.e., the amount of

harm done) of Hughes’ decision to bill for

$300,000 of wasted effort.’’

(2) ‘‘Please assess the personal costs (i.e., trouble,

risk, discomfort) to you of informing Garments

Inc. management of Hughes’ decision to bill for

$300,000 of wasted effort.’’

(3) ‘‘Please assess the personal costs (i.e., trouble, risk,

discomfort) to you of using an anonymous hot-line

to inform Garments Inc. management of Hughes’

plan to bill for $300,000 of wasted effort.’’

(4) ‘‘Please assess the personal responsibility of a

Garments Inc. employee (i.e., duty or obliga-

tion) for informing Garments Inc. management

of Hughes’ decision to bill for $300,000 of

wasted effort.’’

Note that two questions were used to assess

personal costs. The use of these two questions

recognizes that personal costs may be lower when

using an anonymous hot-line than when reporting

directly to management. Presumably, the reporting

channel should not influence perceptions of per-

ceived seriousness or perceptions of personal

responsibility.

The measures for the moral equity, relativism, and

contractualism dimensions are based on the MES

(Reidenbach and Robin, 1990). These items are

presented in the appendix to this paper. As in pre-

vious work using this scale, subjects were told of an

action taken by another individual and were pro-

vided with ethical judgments. Specifically, subjects

were told to imagine that another systems analyst

had overheard the conversation and decided NOT

to tell anyone about the conversation. The MES

contains eight items. The moral equity dimension is

composed of four items. The relativism and con-

tractualism dimensions are each composed of two

items. A seven point scale was used to assess each

item. The mean response among the items within a

dimension was calculated and used as the dimension

score for each subject.

Subjects

Subjects in the study were graduate business students

enrolled in a course on ERP software at Arizona

State University. The course is offered exclusively to

full time students emphasizing information systems

in their masters program. The study was adminis-

tered towards the end of the course. Subjects from

this course were selected because they are expected

to begin an information systems career and may

confront dilemmas similar to the ones depicted in

this study.

Eighty students attending class on the day the

study was administered completed the study. The

course instructor, who was not involved in

the study, administered the study. The questionnaire

included an informed consent statement. The state-

ment indicated that participation was voluntary,

students could stop at any time, there was no penalty

for not completing the questionnaire, and that

completion of the questionnaire would represent

their consent. Students were also told that their
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responses were anonymous. Questionnaires from six

of the 80 participants contained incomplete infor-

mation, and these were dropped from further anal-

ysis. Thus, the analysis is based upon the responses

from 74 subjects. Mean age and mean months of

formal work experience of subjects was 28 years and

31 months, respectively. Fifty-three percent of the

subjects were male. The mean response to the self-

assessed knowledge of issues and potential problems

related to ERP systems implementations was above

the midpoint at 4.2 on a seven point scale with 7

anchored as ‘‘very high.’’

Results

Descriptive statistics

Descriptive statistics for the seven independent vari-

ables are displayed in Table I Panel A. Regarding the

independent variables from the Schultz et al. model

(1993), subjects’ mean seriousness assessment of 5.4

indicates that they perceived the implementation

problems to be serious. Subjects’ mean personal cost

assessments of 4.9 for informing management and 2.6

for anonymous reporting indicate that subjects per-

ceived the costs of the former to be moderate and the

latter to be relatively low. The results of a within

subjects t-test confirms that these means differed

significantly (t ¼ 12.40, p < 0.001). Finally, subjects’

mean personal responsibility assessment of 5.8 indi-

cates a relatively high level of personal responsibility

for reporting the act. Regarding the independent

variables from the Reidenbach and Robin (1990)

measure, subjects’ mean response on the moral

equity, relativism, and contractualism dimensions

were 5.3, 4.5, and 3.4, respectively. Thus, on average,

subjects judged an action not to report more uneth-

ically with respect to the moral equity dimension than

the other two dimensions.

Panel B of Table I reports descriptive statistics for

subjects’ responses to the two reporting judgments

across both cases. The mean normal reporting

response of 5.3 is above the scale mid-point. The

mean anonymous reporting response of 5.4 is also

above the scale mid-point. A within-subjects t-test

TABLE I

Descriptive statistics (N = 74)

M SD Range

Panel A: Independent variables

Seriousness of Hughes’ decision 5.4 1.4 2–7

Personal costs of informing management 4.9 1.8 1–7

Personal costs of using anonymous hot-line 2.6 1.6 1–7

Personal responsibility for informing management 5.8 1.5 1–7

Moral equity dimension 5.3 1.3 1–7

Relativism dimension 4.5 1.8 1–7

Contractualism dimension 3.4 1.9 1–7

Panel B: Dependent variables

Normal-reporting measure

Based on the information presented in the case, how likely is it

that you would inform Garments Inc. management that Hughes

is planning to bill Garments Inc. for $300,000 of wasted effort?

(to use less experienced consultants to increase their profits by $300,000?)

5.3 1.7 1–7

Anonymous measure

Assume that Garments Inc. has an anonymous Telephone

hot-line to inform the company of any Wrongdoing. Based

on the information presented in the case, how likely is it that

you would call the anonymous hot-line about Hughes’ plan to bill

Garments Inc. for $300,000 of wasted effort? (to use less experienced

consultants to increase their profit by $300,000?)

5.4 1.9 1–7
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indicates that subjects’ intentions across the two

reporting channels were not significantly different

(t ¼ )0.90, t < 0.37). However, the standard devi-

ations for these measures suggest that on an indi-

vidual basis, some subjects had more extreme

preferences for reporting and not reporting.

Hypothesis testing

General linear models are used for hypothesis testing.

Three models were run for each dependent variable.

One model included only variables from the Schultz

et al. (1993) model as well as a case variable that

captured the effect, if any, of the overbilling versus

inexperienced personnel manipulation. A second

model included only variables from Reidenbach and

Robin (1990) along with the same case variable

described above. The third model included variables

from both Schultz et al. (1993) and Reidenbach and

Robin (1990) plus the case variable. Results related

to each of the dependent measures are discussed

below.

Normal reporting measure

The results for the normal reporting measure are

presented in Table II. As shown, each of the three

variables are significant in Model 1. The positive

coefficients for seriousness and personal responsibil-

ity indicate that increases in seriousness and personal

responsibility, respectively, are associated with

higher reporting intentions. The negative coefficient

for personal costs indicates that increases in personal

costs are associated with lower reporting intentions.

Under Model 2, only the moral equity dimension is

significant. The positive coefficient indicates that

increases in the moral equity dimension are associ-

ated with higher reporting judgments. Under Model

3, with the exception of the intercept, each of the

variables previously found to be significant in

Models 1 and 2 remain significant. In addition,

Model 3 accounts for the greatest proportion of the

variance in the dependent measure (r2 ¼ 0.40).

Jointly, this pattern of results suggests that multi-

collinearity is not a problem. Below, a correlation

matrix among independent variables is presented and

described to address this issue further.

Anonymous reporting measure

The results for the anonymous reporting measure are

presented in Table III. When comparing the results

using the normal reporting measure (Table II) to the

results in Table III for model one, the only key dif-

ference relates to the lack of significance for the

personal responsibility dimension when the anony-

mous measure is used. When performing a similar

comparison on model two, the moral equity

dimension loses significance as a predictor of report-

ing intentions when an anonymous reporting channel

is used. As expected from the above results, personal

responsibility from model one and moral equity from

model two are no longer significant in the combined

TABLE II

General linear models to test Hypotheses using the normal reporting measure estimate (and t-values) (N = 74)

Model 1: Schultz et al. Model 2: Reidenbach

and Robin

Model 3: Combined

Intercept 2.44 (1.87)� 2.16 (2.04)�� 1.68 (1.20)

Case )0.04 ()0.11) )0.16 ()0.44) )0.02 ()0.07)

Seriousness 0.26 (2.08)�� – 0.20 (1.62)�

Personal costs )0.20 ()2.29)�� – )0.21 ()2.09)��

Personal responsibility 0.47 (3.64)�� – 0.27 (2.01)��

Moral-equity dimension – 0.65 (3.74)��� 0.37 (2.03)��

Relativism dimension – 0.04 (0.35) 0.06 (0.53)

Contractualism dimension – )0.09 ()0.92) )0.08 ()0.86)

Model F-Value 8.56��� 6.91��� 6.34���

Model R-square 0.32 0.29 0.40

���p < 0.01, ��p < 0.05, �p < 0.10.

(all reported probabilities are two-tailed).
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model. It is also important to note that, in comparison

to the normal reporting model, substantially less

variance is being explained by each of these models

and that Model 2 is not statistically significant.

Table III also shows a marginally significant effect

for case. This indicates that anonymous reporting

intentions were marginally associated with the case.

Means reporting judgments were 5.27 (2.07 SD) and

5.74 (1.69 SD) for the overbilling and inexperienced

personnel case, respectively.

Correlation matrix

Table IV presents the pearson product-moment

correlations among the seven independent variables.

This matrix is useful in evaluating the extent to

which the variables within each model are related to

one another as well as the extent to which the

variables between each model are overlapping with

one another. As shown, several of the correlations

are significant. Within the Schultz et al. (1993)

model, seriousness is significantly associated with

personal costs – anonymous and personal responsi-

bility. Previously, Kaplan and Whitecotton (2001)

reported a significant and even stronger association

between seriousness and personal responsibility.

Within the Reidenbach and Robin (1990) model,

the correlation between the moral-equity dimension

and the relativism dimension was 0.60 (e.g., shared

variance equals 36%), which might account, in part,

for the lack of significance for relativism in the two

reporting models. Regarding the correlations

involving a variable from each of the two models

TABLE III

General linear models to test Hypotheses using the anonymous reporting measure estimate (and t-values) (N = 74)

Model 1: Schultz et al. Model 2: Reidenbach

and Robin

Model 3: Combined

Intercept 1.79 (1.21) 3.42 (2.55)�� 1.87 (1.12)

Case 0.78 (1.92)� 0.48 (1.07) 0.81 (1.83)�

Seriousness 0.39 (2.43)��� – 0.38 (2.29)��

Personal costs )0.25 ()1.82)�� – )0.25 ()1.72)��

Personal responsibility 0.17 (1.15) – 0.13 (0.80)

Moral-equity dimension – 0.34 (1.54) 0.07 (0.29)

Relativism dimension – )0.05 ()0.33) )0.01 ()0.03)

Contractualism dimension – )0.07 ()0.58) )0.05 ()0.44)

Model F value 4.91��� 1.12 2.47��

Model R-square 0.20 0.06 0.21

���p < 0.01, ��p < 0.05, �p < 0.10.

(all reported probabilities are two-tailed).

TABLE IV

Pearson product–moment correlations among independent variables (and significance levels) (N = 74)

1 2 3 4 5 6 7

Variables

Seriousness (1) 1.00

Personal costs – reporting (2) )0.08(0.46) 1.00

Personal costs – anonymous (3) )0.29(0.02) 0.49 (0.01) 1.00

Personal responsibility (4) 0.23(0.04) )0.12 (0.29) 0.14 (0.22) 1.00

Moral-equity dimension (5) 0.29(0.02) )0.20 (0.09) )0.16 (0.18) 0.50 (0.01) 1.00

Relativism dimension (6) 0.17(0.14) )0.07 (0.56) )0.01 (0.98) 0.32 (0.01) 0.60 (0.01) 1.00

Contractualism dimension (7) )0.01(0.94) )0.03 (0.80) 0.04 (0.74) )0.13 (0.27) )0.09 (0.43) 0.17 (0.14) 1.00

(all reported probabilities are two-tailed).
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only the correlation between personal responsibility

and the moral equity dimension was significant, with

the shared variance equal to 25%.

Supplemental analysis

As discussed above, two cases were used in the study.

In the above analysis, data for both cases was pooled

and case was included as a dummy variable in the

models. Additional analysis was conducted to further

explore the role of case in the study. First, a series of

tests were conducted to determine whether any of

the six independent measures used in the hypothesis

testing varied across cases. The only significant

(p < 0.05) difference found was with respect to

seriousness assessments. The overbilling case was

judged to be more serious (M ¼ 5.87, S.D. ¼ 1.31)

than the inexperienced personnel case (M ¼ 5.18,

S.D. ¼ 1.43).

Next, the models were separately run for each

case. The results for the normal reporting channel

are presented in Table V. The coefficients for the

independent variables across the three models are

generally qualitatively similar to those shown for the

pooled data (see Table II). Further, the explanatory

power of the overall model for the inexperience case

was uniformly higher than found with the overbilling

case. This finding that the explanatory power of the

overall model varies across situations is consistent with

previous work examining the multidimensional ethics

scale (Cohen et al., 1996; Flory et al., 1992).

The results for the anonymous reporting channel

are presented in Table VI. The coefficients for the

independent variables across Model 1 are qualita-

tively similar to those shown for the pooled data (see

Table II). However, in Models 2 and 3, the signs for

the relativism dimension changed across the cases.

While neither coefficient for the relativism dimen-

sion was significant in Model 2, the coefficient for

relativism was marginally significant under the

inexperienced case for Model 3. In comparison,

relativism was not significant for the pooled data (see

Table II). Also, in Model 3, the coefficient for

personal responsibility under the inexperience case

has the opposite sign found in the pooled data (see

Table II) and is marginally significant. However, in

the pooled data, personal responsibility was not

significant. Similar to the normal reporting results,

the explanatory power of the overall model for the

inexperience case was uniformly higher than found

with overbilling case.

TABLE V

General linear models using the normal reporting measure: results for overbilling (billing) case (N = 40) and

inexperienced personnel (inexperience) case (N = 34) estimate (and t-values)

Case Model 1: Schultz et al. Model 2:

Reidenbach and Robin

Model 3:

Combined

Billing Inexperience Billing Inexperience Billing Inexperience

Intercept 1.83 (1.63) 2.21 (1.58) 3.22 (2.52)�� 0.03 (0.03) 2.35 (1.19) 0.56 (0.40)

Seriousness 0.31 (1.58) 0.24 (1.37) – – 0.31 (1.56) 0.22 (1.35)

Personal costs )0.26 ()1.71)� )0.16 ()1.33) – – )0.35 ()2.08)�� )0.14 ()1.20)

Personal

responsibility

0.52 (3.26)��� 0.43 (2.21)�� – – 0.34 (1.88)� )0.18 ()0.77)

Moral-equity

dimension

– – 0.53 (2.02) 0.85 (4.15)��� 0.31 (1.21) 0.76 (2.87)���

Relativism

dimension

– – )0.06 ()0.30) 0.15 (1.09) )0.04 ()0.22) 0.24 (1.58)

Contractualism

dimension

– – )0.11 ()0.81) )0.01 ()0.05) )0.15 ()1.08) 0.06 (0.48)

Model F-Value 5.05��� 6.40��� 2.07 12.72��� 2.90�� 7.01���

Model R-square 0.29 0.36 0.14 0.56 0.34 0.61

���p < 0.01, ��p < 0.05, �p < 0.10.

(all reported probabilities are two-tailed).
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Discussion

The purpose of the current study was to provide

initial evidence about reporting intentions related to

the wrongdoing by outside consultants. Increasingly,

outside consultants are performing many of the tasks

historically performed by organizational employees.

Additionally, organizations frequently rely upon

consulting firms to support non-routine projects such

as the design and installation of information tech-

nology projects. However, perhaps guided by spe-

cific, and in light of current business practices, narrow

definitions (Near and Miceli, 1985) in terms of

organizational personnel, whistleblowing researchers

have not explored issues related to the wrongdoing by

outside employees who work within an organization

such as consultants. To the extent that organizational

members learn about the wrongdoing of outside

consultants and are willing to report it, organizations

will be in a position to respond.

Our focus on wrongdoing by outside employees is

consistent with research that recognizes that the type

of wrongdoing is likely to play a role in one’s per-

ceptions of the wrongdoing (Robinson and Bennett,

1995) and consequently, the whistleblowing process

(Near et al., 2004). However, our study may be

contrasted with prior research because outside

employees, while often in a position to engage in

wrongdoing against a nonemploying organization, do

not have a direct employment relationship with the

organization being harmed. Our study focused on one

kind of outside employee, information system con-

sultants. However, under current business practices

other kinds of relationships also exist where outside

employees have the ability to harm an organization

they are performing services for. We encourage fur-

ther research to examine these other forms of rela-

tionships. For example, in our study, while

information consultants may have an association with

an organization spanning months or possible a year or

two, it is likely to be a non-recurring association. In

certain alliances involving outside employees, such as

outsourcing employees, the associations are likely to

be ongoing. In such settings, whether wrongdoing by

such outside employees is treated differently than by

an employee is an interesting issue for further research.

The study also contributes to the whistleblowing

literature by comparing two models of reporting

intentions. While both the Schultz et al. model

(1993) and the multidimensional ethics model

(Reidenbach and Robin, 1990) have been applied to

examine ethical decision making, previous research

has not compared the two models. Further, the

current study examines two different reporting

TABLE VI

General linear models using the anonymous reporting measure: results for overbilling (billing) case (N = 40) and

inexperienced personnel (inexperience) case (N = 34) estimate (and t-values)

Case Model 1: Schultz et al. Model 2: Reidenbach and Robin Model 3: Combined

Billing Inexperience Billing Inexperience Billing Inexperience

Intercept 3.11 (1.57) 2.83 (1.95)� 5.14 (3.30)��� 2.85 (2.02)� 3.67 (1.56) 2.87 (1.89)�

Seriousness 0.29 (1.20) 0.57 (2.81) – – 0.32 (1.23) 0.58 (2.99)���

Personal costs )0.28 ()1.27) )0.17 ()1.09) – – )0.32 ()1.33) )0.29 ()1.77)�

Personal

responsibility

0.19 (0.94) 0.06 (0.35) – – 0.18 (0.76)� )0.46 ()1.72)�

Moral-equity

dimension

– – 0.31 (0.98) 0.43 (1.53)��� 0.21 (0.61) 0.17 (0.59)

Relativism

dimension

– – )0.31 ()1.25) 0.21 (1.11) )0.31 ()1.24) 0.48 (2.63)��

Contractualism

dimension

– – )0.04 ()0.21) )0.07 ()0.46) )0.07 ()0.41) 0.12 (0.82)

Model F-Value 1.28 7.21��� 0.07 3.34�� 0.89 5.51���

Model R-square 0.09 0.39 0.04 0.25 0.14 0.55

���p < 0.01, ��p < 0.05, �p < 0.10.

(all reported probabilities are two-tailed).
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channels. Increasingly organizations are creating

anonymous reporting channels to supplement nor-

mal reporting channels in which the reporter’s

identity is known. While the intent of creating

anonymous channels is to elevate reporting inten-

tions, systematic evidence about the role of reporting

channel on reporting intention is scant.

The current study is embedded within a setting

where an organization has hired a consulting firm to

implement an IT project. We chose this setting

based on prior research demonstrating that under

certain circumstances (i.e., when organizational

members are unaware of implementation problems),

outside consultants are likely to implement these

problematic IT projects (Tuttle et al., 1997a, b).

Thus, we believe our setting is realistic and repre-

sentative of a host of settings where non-employees

have the opportunity to engage in wrongdoing.

Before discussing the implications of the results,

several limitations should be kept in mind. First,

participants in the study were graduate students en-

rolled in an ERP course. Thus, it is possible that the

responses from IT professionals may differ from

graduate students. However, most of the students

had substantial work experience. Further research is

encouraged to assess the extent to which the

reporting judgments of IT professionals vary from

systems graduate students.

Second, subjects responded to a hypothetical sit-

uation and not an actual incident of wrongdoing.

While the experimental approach used in this study

has certain shortcomings, Miceli and Near (1984)

advocate the use of an experimental approach to

complement archival and survey approaches to study

the reporting of wrongdoing. Previous research

studies by Schultz et al. (1993) and Kaplan and

Whitecotton (2001) have used experimental meth-

ods to examine reporting intentions. An experi-

mental approach was particularly useful for the

current study where more than one model was being

examined. Further, an experimental approach al-

lowed for greater control over competing explana-

tions, thus enhancing internal validity.

Related to the second limitation, the sterility of a

hypothetical situation causes the whistleblowing

setting to become one that is driven primarily by

thought. Emotions such as fear, anger, or revenge

that may exist in a real setting are muted as conse-

quences do not truly exist for the participants in the

study. As a result, it is important that future research

supplement laboratory studies with case studies and

survey based research where the full range of reac-

tions, including emotion, may play out and be better

captured in the whistleblowing setting.

Turning to a discussion of the results, with regards

to the Schultz et al. (1993) model, the current find-

ings indicate that perceptions of seriousness and per-

sonal costs are significantly associated with reporting

intentions across both reporting channels (e.g., nor-

mal and anonymous). These results suggest that

individuals consider both the seriousness of the

wrongdoing and the personal costs of reporting

regardless of the reporting channel. These findings are

generally consistent with prior whistleblowing re-

search (Gundlach et al., 2003). However, personal

responsibility perceptions were significantly associated

with reporting intentions under the normal channel

but not with the anonymous channel. These findings

suggest that non-anonymous reporting intentions are

influenced by a broader set of factors than influencing

the formation of anonymous reporting intentions.

Regarding the multidimensional ethics model,

neither the relativism nor the contractualism dimen-

sion appeared to influence reporting intentions under

either reporting channel. The moral equity dimension

was found to be significantly associated with the

normal reporting channel, but not with the anony-

mous reporting channel. Generally, these results

provide less support for the model with respect to the

reporting of wrongdoing of others than has previously

been found in the contexts of individuals’ intentions

to personally engage in questionable behavior (Cohen

et al., 1996; Flory et al., 1992; Reidenbach and

Robin, 1990; Tuttle et al., 1997b).

A strong, positive correlation (r ¼ 0.50) between

personal responsibility in the Schultz et al. (1993)

model and the moral equity dimension in the

Reidenbach and Robin (1990) model suggests that

personal responsibility has a large moral component.

This suggestion is indeed implied in Schultz et al.’s

(1993) description of this dimension. Interestingly,

neither variable (i.e., personal responsibility and

moral equity) remains significantly associated when

an anonymous reporting channel is used rather than

a non-anonymous reporting channel. Overall, these

findings provide further corroboration that

anonymous reporting intentions are primarily based

on cost-benefit considerations.
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The results from the combined models demon-

strate that the significant variables in each of the

underlying models continue to be significant in the

combined models. Even though substantial correla-

tion exists among independent variables, any related

multicollinearity did not result in the loss of signifi-

cance for any independent variable that had been

significant in the underlying model. Further, with

respect to the normal reporting channel, the explained

variance from the combined model increased by 8%

points and 11% points from Models 1 and 2,

respectively. This suggests that with respect to normal

reporting, the combined model represents a more

complete picture of factors influencing judgments.

Finally, it is important to note that the mean

reporting intentions across the two reporting chan-

nels were roughly equivalent. On the one hand, this

might seem unexpected since anonymous reporting

channels are intended to lower the potential costs to

individuals from reporting the questionable behavior

of others. However, it is important to recall that

Miceli and Near (1995) and Near et al. (2004)

suggest two dimensions along which individuals are

likely to distinguish anonymous from non-anony-

mous reporting channels.

As discussed above, and as shown in Table I, one

dimension relates to perceived personal costs. As

expected, our study found perceived personal costs

to be significantly lower for the anonymous

reporting channel. The second dimension relates to

the perceived effectiveness of the reporting channel.

Miceli and Near (1995) contend that individuals will

generally perceive an anonymous reporting channel

to be less effective than a normal reporting channel.

Our study, guided by the two models under con-

sideration, did not obtain individuals’ assessment of

the effectiveness of each reporting channel. To the

extent the Miceli and Near’s (1995) contention is

correct regarding individuals’ perceptions of the

relative effectiveness of each reporting channel, our

results appear to reflect that any gains in reporting

likelihood due to lower perceived personal costs

associated with anonymous channels are offset by

losses due to the lower perceived effectiveness of

those channels. We encourage further research to

explore the role of effectiveness perceptions on

reporting intentions more directly.

Finally, in order to further clarify the ways in

which reporting intentions might differ when con-

sultants rather than employees are the perpetrators of

wrongdoing, it would be helpful to perform research

that investigates employees’ reporting intentions

when the perpetrator is manipulated as either con-

sultant (i.e., outside employee) or employee. Issues

such as personal responsibility and personal costs

would most likely vary across the two perpetrator

groups as might judgments along one or more eth-

ical dimensions. Presumably, differences among

these antecedent variables, if found, also would be

expected to influence reporting intentions.

Notes

1 For example, the mostly widely used definition, by

Near and Miceli (1985, p. 4), defines whistleblowing ‘‘to

be the disclosure by organization members (former or

current) of illegal, immoral, or illegitimate practices under

the control of the their employers, to persons or

organizations that may be able to effect action.’’ This

definition has been adopted by numerous whistleblowing

studies (Keenan, 2002; King, 1997; Miceli and Near,

1994, 1997; Miceli et al., 1999; Near et al., 2004).
2 With respect to IT consulting projects, a variety of

services may be offered from the initial development and

design of strategic information needs, to the selection and

implementation of specific information technologies and

associated training and maintenance.
3 An offer of employment from a client is believed to

create a conflict of interests to an auditor. Consequently,

once an auditor receives an offer of employment from a

client, professional standards require the auditor to

discontinue the audit until the client employment issue

has been resolved. In the study, in violation of profes-

sional standards, the supervisor who received the employ-

ment offer continued to work on the audit.
4 In most ERP implementations, it is common for the actual

implementation work to be performed by a combination of

outside consultants working along with internal employees.

This approach is assumed in this study as well.
5 The target of the reporting intention, internal

management, was held constant across both case versions.

Somers and Casal (1994) found that internal reporting

targets maximize the likelihood of reporting intentions.
6 For each of the two dependent measures that were

asked in the first-person, a parallel question in the third

person was also asked. The results from each of the third-

person measures are qualitatively similar to the first person

measures, so are not presented.
7 The questions were appropriately modified for the

inexperienced personnel case.
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