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This study investigated whether procedural and distributive justice served as determinants of whistle‑blowing
intentions among randomly selected local government councils in Delta State. Two determinants of whistle‑
blowing intentionswere identiϐied: distributive andprocedural justice. To achieve this, 354questionnaireswere
administered to two employee cadres (senior and junior staff) in six selected local government councils; how‑
ever, only 250 questionnaires were fully completed and retrieved. Data obtained were analyzed using descrip‑
tive and inferential statistics. Based on the analysis, it was found that a signiϐicant relationship exists between
procedural and distributive justice and whistle‑blowing intentions. This implied that distributive and procedu‑
ral justices are signiϐicant determinants of whistle‑blowing intentions. The study recommends that local gov‑
ernment council authorities enhance whistle‑blowing mechanisms and frameworks to guarantee transparency,
honesty, and protection for voluntarywhistle‑blowers. Additionally, there is a need for local government council
authorities to establish consequences for attempts to silence the whistle‑blowers through retaliatory actions.

© 2023 The Author(s). Published by TAF Publishing.

INTRODUCTION
Whistle‑blowing is central to combating fraud, corrupt prac‑
tices, and other illegal activities. According to Egberi and
Oboreh (2022), fraud and corruption have persisted as ma‑
jor challenges in many developing nations, Nigeria inclusive.
Okoye, Nwoye, Akuchi, and Onyema (2020) asserted that
the increasing prevalence of fraud in most developing coun‑
tries has deeply affected the fabric of the economy and has
spread across all sectors that constitute the aggregate econ‑
omy. Furthermore, Okoye et al. (2020) opined that in the
public sector, an ethical work culture, climate, and environ‑
ment canonly thrivewith forensic investigation anddistribu‑
tive and procedural justice because the public sector haswit‑
nessed a proliferation of misconduct and illegal activities.
Whistle‑blowing is yet another mechanism to promote an
ethical work culture, climate, and environment. In modern
public sector practices, whistle‑blowing is gaining much im‑
portance in the present global scenario. Whistle‑blowing
is a signiϐicant tool for alerting society to fraud and cor‑

rupt practices. The public ϐinance management paradigm
assumes that the government should be able to pragmati‑
callymanage its wealth and all vital information for the over‑
all growth of the economy (Abdulrahman, Yajid, Khatibi, &
Azam, 2020; Rashid, Jehan, &Kanval, 2023). In part, the pub‑
lic ϐinance management paradigm accentuates that the gov‑
ernment can pragmatically manage wealth and information
by using two vital mechanisms: accountability and trans‑
parency on the one hand andprocedural anddistributive jus‑
tice for the beneϐit of the citizens on the other hand.
The public ϐinance management paradigm also underscores
the necessity to disallow the looting of public funds into pri‑
vate accounts as well as the poor management of public in‑
formation. This highlight theneed for government to employ
procedural and distributive justice alongside transparency
and accountability mechanisms, in addressing fraudulent in‑
dividuals responsible for looting public funds as well as in‑
formation mismanagement (Bangura, 2020). However, this
study is hinged on one of the paradigms accentuated by pub‑
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lic ϐinance management – procedural and distributive jus‑
tice, and how they inϐluence the level of whistle‑blowing in‑
tentions in Nigerian public sector organizations.
According to the Corruption Perception Index (CPI), Nige‑
ria occupied a signiϐicant unfavorable global ethical rank‑
ing between 2001‑2012. For instance, Transparency Inter‑
national (2015) ranked Nigeria 136th out of 168th coun‑
tries on the CPI, indicating a high extent of corruption in a
country that deters whistle‑blowing intentions and aggre‑
gate economic growth. Most recently, whistle‑blowing in
public organizations has gained momentum; hence, organi‑
zations that encourage whistle‑blowing stand a better op‑
portunity to demonstrate that they are properly managed
and accountable. The concept of ”whistle‑blowing” has be‑
come a vital discussion among employees in Nigeria’s pri‑
vate and public sectors.
Whistle‑blowing improves organizational efϐiciency (Kaplan,
2007) hence, it is regarding as a mitigating mechanism for
preventing adverse events within organizations. Corruption
has eaten deep into both the public and private sectors in
Nigeria. Public ofϐicers are now becoming used to illegal
activities, and this fraudulent practice has led to the degra‑
dation of infrastructural and economic recession. To ad‑
dress these administrative challenges, the Federal Ministry
of Finance developed the initiative (thewhistle‑blowing pro‑
gram) to assist the nation in obtaining valuable information
on speciϐic issues that could hinder national development.
Furthermore, the whistle‑blowing program aims to provide
information on stolen or concealed assets. Besides, the
whistle‑blowing program of the Nigerian government cov‑
ers information on data/records manipulation, collection
of bribes, non‑documented expenditures, splitting of con‑
tracts, conϐlict of interests, diversion of public funds, under‑
reporting, and non‑remittance of revenues and expenses,
among others. To achieve the goals of the whistle‑blowing
program, there must be an excellent organizational justice
system. Demott (2022) showed thatwhistle‑blowers are not
the only actors that populate the academic account of cor‑
porate governance, or are they the only visible elements in
the governance framework comprising legal and non‑legal
elements that enable an organization or the public sector to
operate effectively. However, they are, by law or through le‑
gal incorporation, expected to reportwrongdoingwhen they
identify data manipulation, records concealments, undocu‑
mented expenditures, conϐlicts of interests, and other forms
of ϐinancial and non‑ϐinancial misconduct.
Organizational justice is employees’ perception of fairness in
the work environment (Moorman, 1991; Trevino & Weaver,
2001). Thus, a worthwhile exposition of whistle‑blowing

canbe undertaken fromaprocedural anddistributive justice
perspective (Larmer, 1992). While we acknowledged the
plentiful empirical and theoretical studies on how procedu‑
ral and distributive justice serve as vital determinants inϐlu‑
encing whistle‑blowing intentions in developed and devel‑
oping nations, to the researcher’s knowledge, there are lim‑
ited empirical studies that have assessed whether both pro‑
cedural and distributive justice determine whistle‑blowing
intentions in the public sector in Nigeria.
Thus, a research lacuna exists due to the need for more em‑
pirical studies.
On the research theme, there is also a noticeable absence
of improved policy frameworks needed to enhance whistle‑
blowing intentions in relation to procedural and distributive
justice within the Nigerian public sector. Thus, this study
seeks to address the following question: whether procedu‑
ral and distributive justice determines whistle‑blowing in‑
tentions in the public sector inNigeria. In providing answers
to the above research questions, the study would offer both
practical and theoretical signiϐicance.
First, the practical signiϐicance of the study is that its ϐind‑
ingswould broaden the government’s horizonon theneed to
use whistle‑blowing in promoting procedural and distribu‑
tive justice. On the other hand, the study’s theoretical sig‑
niϐicance is on the ground because it would improve exist‑
ing theories or paradigmsonwhistle‑blowing intentions and
procedural and distributive justice. This study contributes
to knowledge by ϐilling the gap in existing literature regard‑
ing procedural and distributive justice as determinants of
whistle‑blowing intentions in Nigeria. The remaining parts
of this study are categorized into a literature review (cov‑
ering the conceptualization of procedural justice, distribu‑
tive justice, andwhistle‑blowing), researchmethods, results,
conclusion, and recommendations.

REVIEW OF LITERATURE
Procedural Justice
Thibaut and Walker (1975) identiϐied a novel organiza‑
tional justice: procedural justice. Procedural justice en‑
tails a process used to determine outcomes. Thibaut and
Walker (1975) and Bangura (2020) were the ϐirst to pio‑
neer research on procedural justice. Skarlicki and Folger
(1997) identiϐied a main variation regarding organizational
justice, emphasizing that distributive justice is the perceived
fairness of the extent to which employees get compensa‑
tion from their organization. Procedural justice is thus the
perceived fairness of means employed to ascertain those
amounts (Skarlicki & Folger, 1997; Demott, 2022).
A study by Tyler (2003) found that procedural justice sig‑
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niϐicantly affects public sector fairness. Such an approach
aids policy performance improvement, which in turn results
in increased public trust and conϐidence (V. I. Odiri, 2016;
V. Odiri & Akpocha, 2023). Employees resist executing de‑
cisions and want to avoid cooperating when they feel a pro‑
cess is unfair (V. Odiri, 2020). Furthermore, relatively few
extant studies have examined the interactive effect of pro‑
cedural justice. Research by Greenberg (1987) showed that
subjects perceived high pay as fair, regardless of the proce‑
dures used to allocate rewards. On the other hand, subjects
accepted low pay as a reasonable rewardwhen a reward sys‑
tem is reasonably used (McFarlin& Sweeney, 1992; Okoye et
al., 2020).

Distributive Justice
Organizational justice implies fairness, often refer to as dis‑
tributive justice. Distributive justice has its theoretical un‑
derpinning in equilibrium theories. It is characterized by
fairness linked with the distribution of resources and deci‑
sion outcomes (Adams, 1965). Most studies on distributive
justice are grounded in the work of Adams (1965) which
linked distributive justice to employees’ attitudes toward re‑
ward systems (Mowday, 1987; Okoye et al., 2020).
The ‘underpaid’ paradigm has received more attention
than the ‘overpaid’ paradigm. Research on the latter
paradigm has been conϐined to laboratory‑based experi‑
ments (McFarlin & Sweeney, 1992; Adams, 1965; Abdulrah‑
man et al., 2020). Vecchio and Gobdel (1984) noted a curvi‑
linear and negative effect of overpayment inequity on em‑
ployees’ attitudes. The reason for the curvilinear and nega‑
tive impact of overpayment inequity on employees’ attitudes
could be connected to job and pay satisfaction of the work‑
force (Vecchio & Gobdel, 1984).

Whistle‑Blowing Intentions
The phrase “whistle‑blowing” has become the current jingle
among public and private employees. Its importance must,
however, be carefully balanced. Whistle‑blowing uncovers
illegal activities and corrupt practices contrary that are con‑
trary to the public’s interests (Uys, 2008). In the words of
Sunday (2015), whistle‑blower has its root in the phrase
”blow the whistle”, showing an activity to be illegal. Demott
(2022) see it as an act by a person who believes that pub‑
lic interest should override the interests of an organization;
hence, they publicly blow the whistle if organizations are
linked with corrupt or fraudulent activities.
Demott (2022) extended Nader’s deϐinition of whistle‑

blowing by focusing on speciϐic actions of whistle‑blowers.
Whistle‑blowers connote employees who believe an organi‑
zation is engaged in corrupt or unethical practices. Whistle‑
blowing is a process of ensuring that such unethical or illegal
activities are reported to the media, government, or authori‑
ties that prosecute fraudulent activities (Near&Miceli, 1986;
Miceli, Near, & Dworkin, 2008; Demott, 2022).
According to Lewis, Brown, and Moberly (2014), whistle‑
blowing is a variant of organizational citizenship behavior
and is deϐined as an activity carried out by employees to
beneϐit an organization (Lewis et al., 2014; Demott, 2022).
Employees voluntarily carry it out, even when there is no
explicit reward for such behavior (Lewis et al., 2014; De‑
mott, 2022). Dozier andMiceli (1985) observed thatwhistle‑
blowing is a demonstration of pro‑social behavior, which re‑
fer to actions directed toward individual that are intended to
beneϐit other or society (Arthur & Stephan, 1986).

RESEARCHMETHODS
The study used a quasi‑experimental research design to
collect data on whistle‑blowing intentions and procedural
and distributive justice in six selected local government
councils across the three senatorial districts in Delta State,
Nigeria. A total of 250 respondents were used, and the
questionnaire was the primary data collection instrument.
The questionnaires were designed using a ϐive‑point‑Likert‑
scale: strongly agree, agree, disagree, strongly disagree, and
undecided scales.
Furthermore, the data obtained was analyzed using a sim‑
ple regression estimation technique. The simple regression
method is a suitable statistical tool for assessing the individ‑
ual relationships between dependent and independent vari‑
ables in a study (G. E. Okoro& Egberi, 2019; E. G. Okoro& Eg‑
bunike, 2017; E. Okoro & Kigho, 2013; V. Odiri, 2015). The
simple regression models are presented below:
WBi = α0 + ß1PJi + μit
WBi = α0 + ß2DJi + μit
Where: WBi=Whistle‑Blowing intentions
PJ = Procedural Justice
DJ = Distributive Justice
μit = Error term
α, ß = Regression coefϐicients

RESULTS
Table 1 presents the respondents’ gender distribution of
250employees of six randomly selected LGCs in Delta State
that participated in the study. The result revealed that 56.47
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TABLE 1. Respondents’ demographic characteristics
Rank Variable Options N=250 Percent( %)
1 Gender Males 141 56.4%

Females 109 43.6%
Total 250 100%

2 Age Range 21‑30 12 4.8%
31‑40 98 39.2%
41‑50 117 46.8%
51‑60 14 5.6%
> 61 9 3.6%
Total 250 100%

3 Qualiϐication Primary School 7 2.8%
Secondary School 26 10.4%
Diploma 31 12.4%
Degree 135 54.0%
Postgraduate 51 20.4%
Total 250 100%

4 Marital Status Single 34 13.6%
Married 203 81.2%
Divorced 4 1.6%
Widow 7 2.8%
Widower 2 0.8%
Total 250 100%

5 Present Position Senior Staff 215 86.0%
Junior Staff 35 14.0%
Total 250 100%

The respondent’s educational qualiϐications showed that
7(2.8%) and 26(10.4%) had primary and secondary school
certiϐicates, respectively, while 31(12.4%) and 135(54.0%)
had diplomas and First degrees. Besides, 51(20.4%) had
postgraduate degrees (MBA and M.Sc.). The result thus
implies that most respondents had ϐirst and postgraduate
degrees, suggesting that they should be knowledgeable on

whistle‑blowing and organizational justice. The respon‑
dents’ marital status showed that 34 (13.6%) and 203
(81.2%)were single andmarried respectivelywhile 4 (1.6%)
and 7 (2.8%) were either divorced or widowed. Further‑
more, the respondents’ current job positions revealed that
215 (86.0%)were senior staff, while 35 (14.0%)were junior
staff.

TABLE 2. Analysis of questions on procedural justice
Question Items N Mean SD
In my organization, I express my views/feelings. 250 3.52 0.96
In my organization, I can inϐluence pay. 250 3.39 0.83
In my organization, procedures are consistently applied. 250 3.35 0.71
In my organization, procedures are unbiased. 250 3.22 0.78
In my organization, procedures are hinged on information 250 3.33 0.81
I can appeal pay and other work outcomes. 250 3.18 0.91
Procedures are upheld ethically and morally 250 3.27 0.92
Grand Mean & Standard Deviation 3.32 0.85
Source: Field survey, 2023.

Table 2 captures the responses on procedural justice among
selected LGC staff in Delta State. The result showed that the
seven (7) items on procedural justice scored above themean
benchmark of 2.50, indicating that procedural justice items

are utilized in determining pay and other work‑related out‑
comes in the selected LGC. Furthermore, this results are sup‑
ported by an aggregate mean of 3.32 and a standard devi‑
ation of 0.85. This further suggests procedural justice de‑
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termines pay and otherwork‑related outcomes amongDelta
State LGC staff.
Table 3 captures how distributive justice is utilized among
the selected LGC in Delta State. The result show that all

four items scored above the mean of 2.50, suggesting that
the items on distributive justice are used in arriving at em‑
ployees’ pay and otherwork‑related outcomes among the se‑
lected LGC in Delta State.

TABLE 3. Analysis of questions on distributive justice
S/N Question Items N Mean SD
1 Pay and other work outcomes reϐlect my

effort on the job 250
3.41 0.95

2 Pay and other work outcomes are suit‑
able for completed work 250

3.49 0.88

3 Pay and other work outcomes reϐlect
what I do for 250

3.39 0.87

4 Pay and other work outcomes are well‑
justiϐied 250

3.33 0.82

Grand Mean & Standard Deviation 3.40 0.88
Source: Field survey, 2023.

Furthermore, the result is supported by an aggregate mean
of 3.40 and a standard deviation 0.88. Consequently, to a
large extent, distributive justice is utilized to determine pay
and otherwork‑related outcomes among the selected LGC in

Delta State.
Table 4presents the regressionbetweenWhistle‑Blowing In‑
tentions (WBI) and Procedural Justice (PJ). The table found
that R2 is 0.0444, which suggests a 4.44

TABLE 4. Whistle‑Blowing Intentions (WBI) and Procedural Justice (PJ)
Source SS df MS Number of Observations = 250
Model 1 58.5035148 1 58.5035148 F (1, 248) = 11.52
Residual 1259.89641 248 5.08022747 Prob > F = 0.008
Total 1318.39993 249 5.29477883 R ‑ square = 0.0444

Adj R ‑ square = 0.0405
Root MSE = 2.25339

wb Coef. Std. Err. t p > |t| [95% Conf. Interval]
pj ‑3.023437 .8909464 ‑3.39 0.001 ‑4.778224 ‑1.268651
_cons 26.01094 3.45981 7.52 0.000 19.19658 32.8253
Source: Field survey, 2023.

The evaluation of the explanatory variables revealed a
negative relationship between whistle‑blowing intention
(t=7.52) and procedural justice (t =‑3.39). This implies that
procedural justice negatively inϐluences whistle‑blowing in‑
tentions. However, the relationship is statistically signiϐi‑
cant at the 0.05 percent level (p = 0.0008<0.05).
Table 5 shows the regression result between Whistle‑
Blowing Intentions (WBI) and Distributive Justice (DJ). The
table found that R2 is 0.0267, which suggests 26.7% of

the predictive ability of the independent variable to pre‑
dict the dependent variable (Whistle‑Blowing Intentions:
WBI). Evaluating the coefϐicients of independent variables
revealed a positive relationship betweenwhistle‑blowing in‑
tention (t = 3.95) and distributive justice (t = 2.61). This
implies that distributive justice positively inϐluenceswhistle‑
blowing intentions. However, the relationship is also statis‑
tically signiϐicant at a 5% level (p = 0.0096 < 0.05) (see Table
4).
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TABLE 5. Whistle‑Blowing Intentions (WBI) and Procedural Justice (PJ)
Source SS df MS Number of Observations = 250
Model 1 35.228411 1 35.228411 F (1, 248) = 6.81
Residual 1283.17152 248 5.1740787 Prob > F = 0.0096
Total 1318.39993 249 5.29477883 R ‑ square = 0.0267

Adj R ‑ square = 0.0228
Root MSE = 2.2747

wb Coef. Std. Err. t p > |t| [95% Conf. Interval]
dj 1.443787 .5533159 2.61 0.010 .3539896 2.533585
_cons 8.605917 2.179285 3.95 0.000 4.31365 12.89818
Source: Field survey, 2023.

The results on distributive and procedural justice show that
all items scored above themean of 2.50, suggesting that both
distributive and procedural justice are utilized in determin‑
ing employees’ pay and otherwork‑related outcomes among
the selected LGC in Delta State. A grand mean further sup‑
ports this ϐindings. Thus largely distributive and procedu‑
ral justice are utilized in determining pay and other work‑
related outcomes among the selected LGCs. In addition, in‑
ferential statistics revealed that Whistle‑Blowing Intentions
(WBI) are signiϐicantly affected by Procedural Justice (PJ),
suggesting that there is a signiϐicant relationship between
whistle‑blowing intention and procedural justice (see Table
5).

In comparing the ϐindings of this study with existing lit‑
erature, the results indicate partial alignment with previ‑
ous studies Colquitt, Conlon, Wesson, Porter, and Ng (2001)
and Cohen‑Charash and Spector (2001), who reported that
whistle‑blowing intentions signiϐicantly affect procedural
justice. Second, the inferential statistics show that whistle‑
blowing intentions signiϐicantly affects distributive justice.
In comparison with existing literature, this ϐindings is con‑
sistent with the results of Seifert, Sweeney, Joireman, and
Thornton (2010), who found that whistle‑blowing intention
signiϐicantly affects distributive justice. This result may be
attributable to the fact that when individuals are aware of
the presence of whistle‑blower, both procedural and dis‑

tributive justice mechanisms becomemore pronounced and
actively enforced in the public sector.

CONCLUSION AND RECOMMENDATIONS
The whistle‑blowing of ethical practices by individuals and
organizations has attracted considerable attention. Thus,
this study used regression analysis involving survey data of
250 employees fromLGC inDelta State to identify critical fac‑
tors encouraging or prohibiting whistle‑blowing. The ϐind‑
ings indicate that, although whistle‑blowing remains a is a
relatively rare occurrence, it is positively linked with norm‑
based andwork‑relatedmotives, which in turn negatively in‑
ϐluences procedural and distributive justice. The study con‑
cludes t reached in this study is that whistle‑blowing inten‑
tions signiϐicantly largely affect procedural and distributive
justice.
The study further recommends that local government coun‑
cil authorities imbibe internal disclosure policies via a
code of ethics, honest reporting, the willingness to support
whistle‑blowers, and establishing consequences for an at‑
tempt to silence/punish whistle‑blowers via retaliatory ac‑
tions. This study contributes to ϐilling a gap in the litera‑
ture regarding procedural and distributive justice as signif‑
icant determinants of whistle‑blowing intentions in Nigeria.
This study also suggests that future research should examine
whistle‑blowing intentions and procedural and distributive
justice in other States of the Nigerian federation.
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