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Inspirations

"Our lives begin to end the day we become silent about the things that matter" -Martin Luther King, Jr.

"The world will not be destroyed by those who do evil, but by those who watch them without doing anything" -Albert Einstein "He who passively accepts evil is as much involved in it as he who helps perpetrate it" -Martin Luther King, Jr. 

An Overview

Persistently escalating incidences of corruption and frauds of world venerated organizations (e.g.

Enron, Tyco, and WorldCom) have affected many related stakeholders like investors, employees, creditors, and other market stakeholders adversely [START_REF] Robinson | The effects of contextual and wrongdoing attributes on organizational employees' whistleblowing intentions following fraud[END_REF][START_REF] Seifert | The influence of organizational justice on accountant whistleblowing[END_REF]. The formidable loss incurred by the organizational malpractices have drawn the attention of managers, other stakeholders and scholars to understand not only the reasons of such practices, but also to find measures to curb the problem. Research contends that whistleblowing by employees (present or past) on organizational wrongdoing with an intention to stop wrongdoers has been established as an effective preventive and corrective tool [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. To curb the problems of frauds and corruption, whistleblowing can be used as an effective tool to voice these organizational deviations. One-third of the deviant behaviors are disclosed directly or indirectly by whistleblowers [START_REF] Sweeney | Hotlines helpful for blowing the whistle: required for public companies under the Sarbanes-Oxley Act, corporate hotlines for whistleblowers have become a big weapon against fraud--more effective than internal audits. Yet, research shows that companies may not deem them highly effective[END_REF]. Research has shown that as wrongdoing increases in the workplace, the practice of whistleblowing turns out to be more valuable for the organization [START_REF] Callahan | The state of state whistleblower protection[END_REF], that results in reducing the loss of company property, revealing fraud, exposing corruption, and protecting public interests. Data from the department of justice show that with the help of whistleblowers, the federal government has recovered $9.3 billion in fraudulent Medicare claims from 1996 to 2005 [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF].

As a matter of fact, it is societal and ethical responsibility of organizations to stop wrongdoings from occurring (Van Tulder & Van der Zwart, 2006) to safeguard the strategic, financial, and legal interests of organizations [START_REF] Karpoff | The cost to firms of cooking the books[END_REF]. Though no organizations can avoid wrongdoing completely [START_REF] Trevino | Managing Business Ethics John[END_REF], but they can adopt preventive and corrective measures to identify and correct a wrongdoing as it arises. Extant research acknowledges whistleblowing as one of the significant preventive tools [START_REF] Ashforth | The Normalization of Corruption in Organization[END_REF][START_REF] Misangyi | Ending corruption: The interplay between institutional logics, resources, and institutional entrepreneurs[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF]. Admittedly, the role played by whistleblowers in disclosing and preventing organizational wrongdoings has been confirmed by scholarly research. For instance, a survey on workplace ethics-Hudson Employment Index ( 2005)-shows that of 31% employees directly witnessing the engagement of their co-workers in the ethical misconduct, 52% employees (whistleblowers) report it to an authority. Not speaking out can result in ''destructive spirals of silence'' (Perlow & Williams, 2003: 56) that can lead to abuses of power, the erosion of individuality and integrity and by extension, a lowering of organizations' ethical standards (Matt & Shahinpoor, 2011). Therefore, numerous valuable effects of whistleblowing for organizations and for the society in large have been documented in extant research. [START_REF] Miceli | Predicting employee reactions to perceived organizational wrongdoing: Demoralization, justice, proactive personality, and whistle-blowing[END_REF] have found that when organizational wrongdoing is corrected or reported, employees generally view the organization more positively. Whistleblowing about wrongdoing in public sector organizations has the potential benefits of both reducing costs and improving service outcomes. Further, whistleblowing in cases of fraud has saved the US government and other organizations substantial amounts of money and has repaired injustices suffered by the less powerful at the hands of unscrupulous corporations [START_REF] Kohn | The Whistle-Blowers of 1777[END_REF].

Therefore, considering the positive side of whistleblowing, it can rightly be used as a strong preventive tool in the business world to avoid catastrophes and dramatic accidents that result in major human and material losses, and environmental pollution on a massive scale [START_REF] Benchekroun | Whistleblowers: an essential resource for the sustainable prevention of risks in sociotechnical systems[END_REF]. Thus, in the literature, whistleblowing has been viewed as a pro-social behavior [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF]. Though in different cultural and historical scenarios, whistleblowing has not always been warmly welcomed. Rather, whistleblowers have been ostracized as informers [START_REF] Dworkin | Whistleblowing, MNCs, and peace. Vand[END_REF], dobbers (Trot, 2004), and snitchers (Calland & Dehn, 2004), who violate loyalty by blowing whistle on his own team [START_REF] Bok | Whistleblowing and professional responsibilities[END_REF]. But for this study, I will focus on positive facet of whistleblowing, as an effective mode of "societal control mechanism over organizational misdeed" (Miceli & Near, 2005: 98). If whistleblowing is perceived as a valuable preventive and alarming tool for management practices, then it is not surprising to talk about individual characteristics of whistleblowers, who have earned the Guardian and Saviors like images in the literature [START_REF] Ravishankar | Encouraging internal whistleblowing in organizations[END_REF]. A stream of management literature portrays whistleblowers like moral saints [START_REF] Grant | Whistle blowers: Saints of secular culture[END_REF], who have prophetic norms [START_REF] Cortina | Raising voice, risking retaliation: Events following interpersonal mistreatment in the workplace[END_REF]Avakian & Robert, 2012), and who are ready to deliver their moral duty towards the society by reporting the wrongdoing (Duska, 1997). Therefore, the role played by whistleblowers in averting large-scale corporate losses [START_REF] Tavakoli | Culture and whistleblowing an empirical study of Croatian and United States managers utilizing Hofstede's cultural dimensions[END_REF], or preventing wrongdoing from developing into a crisis [START_REF] Chen | To blow or not to blow the whistle: The effects of potential harm, social pressure and organisational commitment on whistleblowing intention and behaviour[END_REF] draws our attention to the need to understand the characteristics of whistleblowers at their individual level. A comprehensive review of whistleblowing literature has helped identifying unexplored characteristics at individual level that may answer the main research question. The main research question has been dealt in three essays with three sets of predictor variables and a moderator variable to investigate the phenomenon of internal and external whistleblowing intentions. Data collection using mixed research design has been explored in the context of Pakistan. Results of quantitative and qualitative data have been integrated in the discussion section of the thesis.

Background, Objective and Main Research Question of the Thesis

The incidences of workplace deviance in the form of organizational wrongdoing damage organizational performance and limit the development of organizations. Whistleblowing has now been used to describe the options available to an employee to raise concerns about workplace wrongdoings. It refers to the disclosure of wrongdoing that threatens others, rather than a personal grievance (Calland & Dehn, 2004). Due to their informational advantage, by blowing the whistle employees could potentially play a crucial role in uncovering illegal behavior and initiating internal or external investigations. As mentioned above, the escalating significance of whistleblowers as a preventive and corrective tool in the face of incessant mounting incidences of organizational wrongdoings in world renowned corporations has aroused the interest to examine the characteristics of potential whistleblowers. Therefore, to examine the individual characteristics of potential whistleblowers makes the ground for this research (Please see Figure 1.1).

Believing whistleblowing a preventive and self-diagnosis measure, during 1996-2004, U.S. companies' employees have disclosed about 18.3% of the corporate fraud [START_REF] Dyck | Who blows the whistle on corporate fraud?[END_REF]. Similarly, KPMG analysis (2016) of organizational frauds in Europe, the Middle East, and Africa shows that 20% of the frauds have been brought forward by whistleblowers. Therefore, employees are believed to be a ''critical'' [START_REF] Miceli | Whistle-blowing in organizations[END_REF] 2) and ''increasingly important'' (Miceli & Near, 2005: 100) source for detecting wrongdoing [START_REF] Miethe | Whistleblowing at work: Tough choices in exposing fraud, waste, and abuse on the job[END_REF]. Though a wrongdoing disclosed at early stage can be prevented, but to report it (to blow whistle) is not an easy choice in organizations [START_REF] Miceli | Whistle-blowing research and the insider: Lessons learned and yet to be learned[END_REF]. While particular cases of whistleblowing have garnered the attention of the popular press in recent years, from the Enron scandal to the Snowden and WikiLeaks-related cases, whistleblowing by employees is, however, actually less frequent. [START_REF] Dyck | Who blows the whistle on corporate fraud?[END_REF] analyze 216 securities class action lawsuits filed against large US corporations and find that only about 18% of them were brought forward by an employee. Given the high costs associated with blowing the whistle-ranging from coworkers' disapproval and ostracism [START_REF] Cortina | Raising voice, risking retaliation: Events following interpersonal mistreatment in the workplace[END_REF] to lack of career advancement, job loss and outright harassment [START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF][START_REF] Rothschild | Whistle-blower disclosures and management retaliation[END_REF])-this rarity is not unsurprising. On top of this, psychological costs caused by conflicting moral norms -loyalty toward the firm on the one hand, and fairness or justice concerns on the other-may also make employees reluctant to report wrongdoing taking place within their organization [START_REF] Waytz | The whistleblower's dilemma and the fairnessloyalty tradeoff[END_REF]. The legal protection of whistleblowers [START_REF] De Maria | Whistleblower protection: is Africa ready?[END_REF]Lewis, 2008) and social norms of a country [START_REF] Dworkin | Whistleblowing, MNCs, and peace. Vand[END_REF][START_REF] Trott | The Australasian Perspektive. Whistleblowing around the World[END_REF]) also affect employees' intention to blow the whistle. Therefore, observers remain silent for many reasons [START_REF] Miceli | A word to the wise: How managers and policy-makers can encourage employees to report wrongdoing[END_REF]; e.g. fear of retaliation, and a belief that the wrongdoing will not be dealt with [START_REF] Brown | Whistleblowing in the Australian public sector: Enhancing the theory and practice of internal witness management in public sector organisations[END_REF](Brown, , 2012;;[START_REF] Dworkin | Internal vs. external whistleblowers: A comparison of whistleblowering processes[END_REF][START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF][START_REF] Miethe | Whistleblowing at work: Tough choices in exposing fraud, waste, and abuse on the job[END_REF][START_REF] Vandekerckhove | The content of whistleblowing procedures: A critical review of recent official guidelines[END_REF]. This shows that the whistleblowers are not the only employees aware of wrongdoing in the organization [START_REF] Milliken | Shades of silence: Emerging themes and future directions for research on silence in organizations[END_REF]; the other organizational members prefer to keep silent because of the interpersonal risks [START_REF] Liu | Authentic leadership and whistleblowing: Mediating roles of psychological safety and personal identification[END_REF]. The observers-non-reporting employees-basically display the "crime of obedience" [START_REF] Kelman | Crimes of obedience: Toward a social psychology of authority and responsibility[END_REF] as cited from

Charreire [START_REF] Petit | Parler ou se taire ou le dilemme du salarié lanceur d'alerte. Analyse critique à l'aune de sa liberté[END_REF], by not voicing the wrongdoing out of many above stated reasons.

The same case can be implied in Pakistani context, where the employees are obliged to follow the orders of their higher ups. Prevailed bureaucratic hierarchy system in employment demands the obedience of employees in all situations. Therefore, on observing wrongdoings, many employees commit the crime of obedience to avoid the unpleasant future by keeping silent. Because of this crime of obedience, the management may lose prospect to correct wrongdoing [START_REF] Keil | Toward a theory of whistleblowing intentions: A benefit-to-cost differential perspective[END_REF]. It implies the significance of whistleblowers in organizations who despite all the costs related to whistleblowing, still point out organizational wrongdoing that may otherwise remain hidden from sight [START_REF] Rehg | Antecedents and outcomes of retaliation against whistleblowers: Gender differences and power relationships[END_REF]. Many financial, environmental, social and health costs are associated with unreported wrongdoings. Therefore, whistleblowing potentially constitutes a valuable service to an organization and society in general [START_REF] Miceli | A word to the wise: How managers and policy-makers can encourage employees to report wrongdoing[END_REF]. Hence, to understand underlying individual factors that urge an employee to blow the whistle, on witnessing some organizational wrongdoing are important to be understood clearly.

Genesis of the Problem: A need to extent Whistleblowing research by examining new Antecedents at Individual Level

The point of discussion starts from the contemplation that though various employees witness the organizational wrongdoings, why only few of them report it. This observation shows that whistleblowers possess certain attributes that make them different from the silent observers. This fact has instigated my curiosity to investigate the factors that differentiate the whistleblowers from the silent observers. Therefore, the objective of this dissertation is to examine the characteristics of potential whistleblowers at individual level that stand them above their counterparts (silent observers).

Therefore, it is important to understand the characteristics of potential whistleblowers as this would help in adopting measures to promote whistleblowing (e.g., [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF][START_REF] Seifert | The influence of organizational justice on accountant whistleblowing[END_REF]. This objective leads towards the central Research question to know that what individual factors make potential whistleblowers different from the silent observers. The main research question of the dissertation is: What characteristics at individual level make employees' whistleblowing intentions more likely?

Having given the background of the study and overview of the research problem, there seems to be an imminent need to investigate the main research question. The main objective of the thesis is to propose an integrated predictive at individual level framework vis-à-vis whistleblowing intentions. To elaborate the relationship of whistleblowing intentions with at each individual level, it is necessary to break down the predictor variables into three essays, such that each essay can explain hypotheses related to each level in their true essence and form and spirit. Therefore, the comprehensive research question of this study has further been furcated into three essays of the thesis to examine individuals' characteristics at three levels. Using the three-essay-one-thesis approach, my aim is to develop and test a comprehensive conceptual research framework that assesses antecedents of whistleblowing based on related theories and the literature. This objective is conceptualized in the form of empirically testable hypotheses (Chapter 3). These hypotheses explore empirically the relationship between an employee's mindset type and whistleblowing intention, the driving effect of traits like self-monitoring, grit, political skills and trait EI on whistleblowing intention and the effects of behaviors of employees on their whistleblowing intention. This approach has proved beneficial essentially for the global inquiry of the main research question.

The first essay examines the whistleblowing intention considering the differences of mindsets of individuals from the perspective of Dweck's Mindset theory. While, the second essay shows that how individuals with proactive and stewardship behaviors are more prone to blow the whistle. In the third essay, a set of some previously unexplored non-cognitive traits like grit, emotional intelligence, political skills and self-monitoring have been examined in terms of their effect on whistleblowing intention of individuals. The three-essay approach underlines the importance of understanding individual differences to predict and explain whistleblowing intention of employees. At this stage, it is worth mentioning that for present study, whistleblowing intention have been studied at two levelsinternal and external whistleblowing intention.

After exploring the effect of individual characteristics on whistleblowing intentions, I decided to go beyond. I have also examined the effect of contextual factor as a moderator on whistleblowing intentions of the individuals to get a global portrait of the phenomenon. Based on the research background, it appeared that the problem of understanding various other potential antecedents of whistleblowing needed to be sought and set forth in the specific context of Perceived Organizational Support. I decided to integrate this aspect in my research using this contextual factor "Perceived Organizational Support" (POS). Therefore, I have explored the moderating effect of Perceived

Organizational Support on the relationship of the potential individual antecedents and whistleblowing intentions simultaneously in each essay. This yields a comprehensive picture of potential whistleblowing intentions. Accordingly, the pertinent set of antecedents of whistleblowing and their impact could be scrutinized as a part of more articulated and ample understanding of whistleblowing intention.

The question by splitting it into three questions of three essays.

Background of the Thesis

The escalating significance of whistleblowers as a preventive and corrective tool in the face of incessant mounting incidences of organizational wrongdoings in world renowned corporations has aroused the interest to examine the characteristics of potential whistleblowers.

Objective of the Thesis

Observing organizational wrongdoings, only few employees blow the whistle, while most of the observers remain silent. Therefore, it is imperative to examine the factors at individual level that make whistleblowers different from the silent observers.

Main Research Question

The objective of the thesis leads towards the main research question of the dissertation: What characteristics at individual level make employees' whistleblowing intentions more likely?

Three-Essays-One-Thesis Approach

To investigate the main research question, I have examined the characteristics of individuals at three levels in three essays. In these three essays, the direct effects of the variables of the study on whistleblowing intentions (External & Internal Whistleblowing) and the moderating role of Perceived Organizational Support (POS) (moderator) have been examined.

Essay 3

The 3 rd essays deals with the effects of Grit, Emotional Intelligence, Political Skills and Self-Monitoring on whistleblowing intentions and the moderating role of POS on these relationships.

Essay 2

In the 2 nd essay, the effects of Proactive Behavior and Stewardship Behavior have been examined on the likelihood of individuals' whistleblowing intentions. Here, the moderating effect of POS on relationship between predictor variables and dependent variables have also been studied.

Essay 1

The 1 st essay examines the whistleblowing intention considering the differences of mindsets of individuals from the perspective of Dweck's Mindset theory. The moderating effect of POS has also been examined. After defining the objective of the research thesis, now I would give the logical justifications for the central research question of this study. At this point it is imperative to identify the research gaps in the extant literature. Though prior research has explored several predictors of whistleblowing at individuals, organizational, contextual and motivational levels, there still exists a dearth to identify the potential factors that affect employees to decide to blow the whistle, while many others simply do not. An extensive review of literature shows a range of significant number of variables as antecedents of whistleblowing at individual level (as summarized in Table 2.1). As a matter of fact, no single study can include all predictors of whistleblowing [START_REF] Keil | Toward a theory of whistleblowing intentions: A benefit-to-cost differential perspective[END_REF][START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF]. Because, no single consensus among researchers exists to integrate antecedents of whistleblowing. Similarly, as per scholarly advocacy, further research needs to be complemented with a more detailed treatment of the antecedents that make differences in the employees' ability to observe and to react to a wrong doing in an organization [START_REF] Vadera | Making sense of whistle-blowing's antecedents[END_REF]. This advocacy urges to take some more factors (predictors) into consideration. For this study, therefore, I have focused those ability antecedents that directly affect human behaviors. For this reason, I have selected those variables that seem to be interesting practically or theoretically, as per the scope and nature of study. The variables of the thesis seem quite meaningful in explaining the potential whistleblowing. This will enhance better understanding of the whistleblowing intentions. Undoubtedly, various antecedents have been proposed and tested to differentiate potential whistleblowers from silent observers or non-whistleblowers, over the past decades.

However, no model has ever tested mindsets, behaviors and non-cognitive traits as predictors of potential internal or external whistleblowing intentions. The study examining the effect of these variables on whistleblowing intentions is virtually non-existent in the literature. This thesis, thus, aims to abridge this research gap by investigating the impact of these variables on whistleblowing intentions. Most of the selected predictors have not yet been studied in the stream of whistleblowing (e.g. Dweck's Mindsets), while those studied variables (e.g. emotional intelligence) have not been extended to a developing country context like that of Pakistan. It is worth mentioning here that these variables do not necessarily form an exhaustive list. A number of other antecedents can also be inferred from literature. Therefore, in this study I aim to test empirically the causal relationships of the predictors-mindsets, stewardship and proactive behaviors and non-cognitive traits--to internal and external whistleblowing (a detailed review of theoretical underpinnings is set out in literature review

1.2: Structure of the Thesis

This thesis is comprised of nine chapters (Please see Figure 1.2 below). The Chapter 1 provides a brief introduction of the thesis. This constitutes the brief background of the study by focusing the significance of whistleblowing as a preventive tool in the face of corporate frauds and wrongdoing. This leads towards the need to acknowledge the importance of whistleblowers in the organizations. The discussion in the introduction Chapter 1 leads towards the research objective and the main research question. The Chapter 2 deals with the literature review of the predictor and moderator variables of the thesis to show their pertinence and contribution vis-à-vis the dependent variables-internal and external whistleblowing intentions. This is followed by Chapter 3, where a set of hypotheses have been presented

based on the theoretical and conceptual underpinnings of the research framework. In order to effectively carry out research investigation and test the research framework, mixed method approach has been used in Chapter 4. The explanatory sequence research design comprising of quantitative and qualitative data collection and analyses phases has been applied to test the hypotheses of the thesis. Chapter 5 deals with quantitative phase. In brief, for quantitative testing of the models, primary data have been collected using survey questionnaires from 468 university members-students and faculty members (response rate 76%) in a developing country context (Pakistan). After elimination of questionnaires with missing data, 468

questionnaires have been used for data analyses using SPSS and AMOS. While in Chapter 6, the results of quantitative data analyses have been discussed. Chapter 7 deals with qualitative analysis of data collected from two focus group discussions. This is followed by Chapter 8, where results have been integrated in Discussion section. The last Chapter 9

takes the form of a general conclusion. It sums up the theoretical and managerial implications and contributions, limitations and offers the avenues for future research.

It is important to mention here that the Chapter 2 is the longest chapter of the thesis. I have deliberately not written three separate chapters for three essays. A complete essay with sections of literature review, methodology, data collection, analysis, results, discussion and conclusion would not be an appropriate approach for this thesis. Firstly, the thesis has nine variables-one dependent variable, one moderator and seven independent variables. The main research question of the thesis is to examine the factors effecting the whistleblowing intentions. To address this research question, three-essays-one-thesis approach has been opted. Three essays answer the same dependent variable. The structure of thesis (Figure 1.2)

shows the form of the dissertation that I have adopted purposefully to avoid the repetition of the literature for the independent and moderator variables in each essay. If I delineate the thesis to present literature review, methodology, data collection and analysis separately for each essay, this would go into a more voluminous dissertation. Therefore, to avoid the repetition of literature review, I have covered the nine variables into a single chapter. To make it more readable, I have made sections in the Chapter 2. The literature covered in Chapter 2 make ground for quantitative and qualitative research approach. Secondly, for this thesis I have adopted an explanatory sequential research design, in which quantitative research approach is followed by qualitative research approach to explain and answer the rejected hypotheses of the thesis. The results have first been discussed with respect to the hypotheses in their respective chapters. Then the implications or interpretation of the results have been carried out using the weaving approach. I have assumed the choice of integration at discussion of results level. This integration approach allows to explain the results concept by concept from quantitative findings in the light of qualitative findings. Similarly, the results of qualitative analysis can also be interpreted and supported from the findings of the quantitative analysis. In short, I have included the key debate related to the variables of the thesis, but not at the cost of sacrificing the major facts. To brief the literature, at points I have opted for the parsimonious approach by tabulating the important research findings (see Tables 2.1, 2.2, 2.3 etc.). 

1.3: Scope of the Thesis

This dissertation makes a number of theoretical and methodological contributions. The major contribution lies in the originality of the thesis that by examining new variables in relationship with whistleblowing intentions, this thesis extends the arena of literature. Whistleblowing intentions (dependent variables) have been studied applying an integrative perspective. The whistleblowing intentions have been investigated by ingraining into three individual levelsmindset, non-cognitive traits and behaviors-into three essays. The examination of new predictor variables like mindset types, stewardship behavior, proactive behavior, and grit outspreads the scope of whistleblowing literature. Besides, the findings of thesis propose that personal attributes of individuals are strong predictors of their whistleblowing intentions to such an extent that they are less likely to be moderated by the perception of organizational support. These results do not conform the previous research [START_REF] Alleyne | Towards a conceptual model of whistleblowing intentions among external auditors[END_REF].

This disagreement opens up new avenue for future research and scholarly discussions. Data collection from universities of Islamabad, Pakistan extends the whistleblowing research to Pakistani context. In the era, when the Whistleblowing Act 2017 has recently been introduced

in Pakistan, studies like this would be breaking the grounds for contemporary and future researchers to explore and propose the predictor variables affecting whistleblowing intentions in Pakistani contexts.

One major methodological contribution of the thesis lies in the use of mixed method approach in this thesis. Unlike, the past mono-method research design like scenario based investigations (e.g., [START_REF] Kaplan | An examination of the association between gender and reporting intentions for fraudulent financial reporting[END_REF], or surveys (e.g., [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF], for this thesis, an explanatory sequential research design (Creswell & Plano Clark, 2017) has been employed. Use of Structural Equation Modelling technique in AMOS for quantitative data analysis and translation and back translation technique used in transcribing the two focus group discussions in qualitative data analysis are other methodological contributions of the thesis.

The implication section of last Chapter discusses academic, managerial, policy and scholarly orientated implications in details. The limitations of the thesis paves the paths for future research to explore all the unanswered aspects of the thesis.

Chapter 2: Literature Review Whistleblowing Intentions as a proxy of Whistleblowing--Antecedents and

Moderator Variable

An Overview

This chapter covers the literature review of the constructs of the thesis. The review of the extant literature is designed to explore the theoretical explanation, underpinning the potential antecedents of whistleblowing and moderating effect of POS (Perceived Organizational Support) on whistleblowing intentions. This attempt also combines the relationship of whistleblowing intention with mindsets, individual traits and stewardship and proactive behaviors of employees, as well as the moderating impact of POS on these above mentioned relationships. As mentioned earlier, extant literature is replete with theories and models explaining the potential whistleblowing antecedents at individual, organizational and other contextual perspectives. In this chapter, all these perspectives have been considered with an aim to narrowing the research question.

This chapter aims to review the relevant literature and the supporting streams with rational arguments into a new theoretical paradigm and review of the extant antecedents to summarize them in the form of tables. There are total nine variables-one dependent variable, one moderator and seven independent variables. For this dissertation, threeessays-one-thesis approach has been applied to explore the dependent variables from three different angles. For the convenience, the literature review of all the constructs have been divided into three sections. The section one deals with the literature review of dependent variable (whistleblowing intentions) and the moderator (Perceived Organizational Support). The second section covers the literature review of three predictor variables of first two essays (Dweck's Mindset types, Stewardship behavior and Proactive behavior). The third section deals with the literature review of the predictor variables of the third essay (Grit, Political Skills, Emotional Intelligence and Self-Monitoring).

2.1: Section 1-The Dependent and Moderator Variables of the Thesis

2.1.1: Whistleblowing Intentions-the Dependent Variables

Recent financial scandals (Enron, MCI-WorldCom) have ameliorated employees'

whistleblowing activities to express their discontent or anger to change a situation they found unacceptable [START_REF] Near | The whistleblowing process: Retaliation and perceived effectiveness[END_REF][START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF][START_REF] Graham | Principled organizational dissent: A theoretical essay[END_REF]. The dependent variables of this study are internal and external whistleblowing intentions. Prior studies have also used whistle-blowing intentions as a proxy for actual whistleblowing due to the inherent difficulty of gaining access to actual whistleblowers (e.g. [START_REF] Kaplan | An examination of auditors' reporting intentions when another auditor is offered client employment[END_REF][START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF][START_REF] Curtis | Are audit-related ethical decisions dependent upon mood?[END_REF][START_REF] Alleyne | The moderating role of perceived organisational support in breaking the silence of public accountants[END_REF]. [START_REF] Ajzen | The theory of planned behavior[END_REF] posits that there is a strong positive relationship between behavioral intention and actual behavior. [START_REF] Ajzen | The theory of planned behavior[END_REF] Theory of Planned Behavior (TPB) has been widely

employed in investigating diversity of behavioral intentions and behaviors, including whistleblowing intentions (e.g. [START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF]. Behavioral intention can be defined as the individual's evaluation of the probability of selecting a given behavioral alternative [START_REF] Ajzen | The theory of planned behavior[END_REF].

Definitions

Whistleblowing is ''the disclosure by organization members (former or current) of illegal, immoral, or illegitimate practices under the control of their employers, to persons or organizations that may be able to effect action'' (Near & Miceli, 1985: 689). This is a unanimous definition which covers both internal and external whistleblowing (Brown, Lewis, Moberly, & Vandekerckhove, 2014;Charreire Petit & Cusin, 2013). This definition has been widely used in empirical research in the stream of whistleblowing [START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF].

This definition has also been applied in studies where whistleblowers (employees) differ in terms of hierarchy i.e., upper-level managers [START_REF] Keenan | Upper-level managers and whistleblowing: Determinants of perceptions of company encouragement and information about where to blow the whistle[END_REF][START_REF] Keenan | Blowing the whistle on less serious forms of fraud: A study of executives and managers[END_REF][START_REF] Keenan | Whistleblowing: A study of managerial differences[END_REF], managers and professionals [START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF][START_REF] Keenan | Whistleblowing: A study of managerial differences[END_REF], managers from different hierarchical levels [START_REF] Nayir | Value orientations as determinants of preference for external and anonymous whistleblowing[END_REF][START_REF] Tavakoli | Culture and whistleblowing an empirical study of Croatian and United States managers utilizing Hofstede's cultural dimensions[END_REF], professionals [START_REF] Macnab | Self-efficacy as an intrapersonal predictor for internal whistleblowing: A US and Canada examination[END_REF], personnel executives [START_REF] Barnett | A preliminary investigation of the relationship between selected organizational characteristics and external whistleblowing by employees[END_REF], nurses [START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF], internal auditors [START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF][START_REF] Robinson | The effects of contextual and wrongdoing attributes on organizational employees' whistleblowing intentions following fraud[END_REF], internal auditors and management accountants [START_REF] Seifert | The influence of organizational justice on accountant whistleblowing[END_REF], employees [START_REF] Bjørkelo | Predicting proactive behaviour at work: Exploring the role of personality as an antecedent of whistleblowing behaviour[END_REF][START_REF] Callahan | Employee attitudes toward whistleblowing: Management and public policy implications[END_REF][START_REF] Miceli | The relationships among beliefs, organizational position, and whistle-blowing status: A discriminant analysis[END_REF][START_REF] Singer | Consideration of moral intensity in ethicality judgements: Its relationship with whistle-blowing and need-for-cognition[END_REF][START_REF] Stansbury | Whistle-blowing among young employees: A lifecourse perspective[END_REF], lower-level employees [START_REF] Gao | Whistleblowing intentions of lowerlevel employees: The effect of reporting channel, bystanders, and wrongdoer power status[END_REF], working population [START_REF] Kaptein | From inaction to external whistleblowing: the influence of the ethical culture of organizations on employee responses to observed wrongdoing[END_REF], bank employees [START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF], federal employees (e.g. Miceli, Rehg, Near & Ryan,1999), public sector employees [START_REF] Cassematis | Prediction of whistleblowing or non-reporting observation: The role of personal and situational factors[END_REF], government officials [START_REF] Park | The influence of Confucian ethics and collectivism on whistleblowing intentions: A study of South Korean public employees[END_REF], police officers [START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF], and military employees [START_REF] Near | Does type of wrongdoing affect the whistle-blowing process[END_REF].

Currently, a rare approach is to study some ''external'' groups as whistleblowers, i.e., consultants [START_REF] Ayers | Wrongdoing by consultants: An examination of employees' reporting intentions[END_REF] and auditors [START_REF] Taylor | An examination of the layers of workplace influences in ethical judgments: Whistleblowing likelihood and perseverance in public accounting[END_REF]. Contending only employees as whistleblowers may no longer be fitting to explain potential whistleblowers [START_REF] Ayers | Wrongdoing by consultants: An examination of employees' reporting intentions[END_REF]. Outsourcing of organizational functions like human resources, accounting, or IT, gives outside individuals an access to confidential information, including wrongdoings. Therefore, they are considered as whistleblowers [START_REF] Ayers | Wrongdoing by consultants: An examination of employees' reporting intentions[END_REF]. Besides highlighting the importance of outside whistleblowers [START_REF] Miceli | Outsider ''whistleblowers'': Conceptualizing and distinguishing ''bell-ringing'' behavior[END_REF], authors name them as ''bell-ringers''. They argue that whistleblowers (i.e., solely organizational members) and bell-ringers (i.e., outsiders) differ considerably in terms of ''the antecedents of reporting, the process for reporting, and the outcomes of reporting'' (Miceli et al., 2014: 71). In organizational settings, external and internal whistleblowers, positive and negative effects of whistleblowing, types and severity of wrongdoing, and types of retaliations have debated sufficiently. In this research, I do not intend to resolve this discussion, and I narrow down the focus of study on the research question and consider whistleblowing intention only from two perspectives-internal and external whistleblowing intention.

The primary objectives of this study are to investigate the predictors of whistleblowing intentions and compare their roles in two types of whistleblowinginternal and external.

Therefore, in this study, I first examine the effects of various predictors at mindset, noncognitive traits and behavioral levels on internal and external whistleblowing intentions.

Then, I investigate the moderating role of a contextual factor i.e. Perceived Organizational Support on these predictors.

In terms of choosing internal and/or external channel of whistleblowing, it is important to mention that several factors play their decisive role. One of the decisive factors comes from the beliefs about the organizational contexts, like organizational support system, organizational justice and organizational culture. One of the control factors of whistleblowing comes from the beliefs about the organizational hindrances, namely, thwarting or intentional ignoring of the reporting. Another is associated with the individual pessimistic views that, such as the perceived hopelessness of effectively rectification of organizational wrongdoing, potential retaliations after whistleblowing [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF], which in turn, either hinder the employees from reporting the wrongdoing or make them to report the wrongdoing to external channels (external whistleblowing). For a potential whistleblower, the possible protection and safety from retaliation is very important.

An important point in investigating whistleblowing intention is that whistleblowing is a composite behavior, not a single behavior, and individuals may choose various options to disclose the wrongdoing at their free will. There is no reason to suppose that each individual will blow the whistle in the same way. Therefore, [START_REF] Park | Cultural orientation and attitudes toward different forms of whistleblowing: A comparison of South Korea, Turkey, and the UK[END_REF] put forward six ways to blow the whistle, categorized on three options-internal versus external, anonymous versus identified, formal versus informal. Of these, the distinction between internal versus external whistleblowing has been discussed in the literature [START_REF] Callahan | The state of state whistleblower protection[END_REF][START_REF] Dworkin | Internal whistleblowing: Protecting the interests of the employee, the organization, and society[END_REF][START_REF] Dworkin | Internal vs. external whistleblowers: A comparison of whistleblowering processes[END_REF][START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF]. Internal whistleblowing is to report the wrongdoing to the people higher up in the organization, while external whistleblowing is to report to the media, enforcement agencies or public interest groups (Weiss, 1994). Generally, preference of individuals to blow the whistle follows the sequence of "internal first, law enforcement agencies second, and news media last" (Callahan & Collins 1992: 942). Research posits that generally employees opt for internal whistleblowing before exhausting the external channels [START_REF] Grant | Whistle blowers: Saints of secular culture[END_REF]. Some individuals consider it apt to report the wrongdoing internally, while some others can equally justify their reporting outside.

Therefore, in this study I expect the predictors of current research will show different affects for internal and external whistleblowing intentions. An external whistleblower can avoid many organizational barriers that normally an internal whistleblower has to confront.

Since an exhaustive review of the prior whistle-blower research is beyond the scope of this study, I briefly review several prior whistleblowing studies. Extant literature has abundant overviews on whistleblowing (e.g. [START_REF] Brown | Whistleblowing in the Australian public sector: Enhancing the theory and practice of internal witness management in public sector organisations[END_REF][START_REF] Lewis | A Global Approach to Public Interest Disclosure: What Can We Learn from Existing Whistleblowing Legislation and Research[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF][START_REF] Near | Wrongdoing, whistle-blowing, and retaliation in the U.S. government: What have researchers learned from the Merit Systems Protection Board (MSPB) survey results?[END_REF][START_REF] Vandekerckhove | European whistleblowing policies: Tiers or tears?[END_REF]. A recent status quaestionis of whistleblowing research (Brown et al., 2014), the wheel of whistleblowing (Culiberg & Mihelic, 2016) and a macro-ethical or ecopoietic framework [START_REF] Vandekerckhove | Freedom of expression as the "broken promise" of whistleblower protection[END_REF] are among some other recent comprehensive reviews of literature on whistleblowing.

An extensive body of literature has examined the antecedents of whistleblowing from various perspectives. Whistleblowing is 'not purely an individual-level phenomenon' but depends on the level of ethical culture at the workplace (Zhang et al., 2009: 643). A positive organizational culture promotes more willingness on the part of employees to report wrongdoing at work [START_REF] Kaptein | From inaction to external whistleblowing: the influence of the ethical culture of organizations on employee responses to observed wrongdoing[END_REF]. At the individual level, the findings of factors affecting whistleblowing are often inconsistent [START_REF] Vadera | Making sense of whistle-blowing's antecedents[END_REF]. To mention some individual level factors affecting whistleblowing, various predictors have been briefly tabulated in Table 2.1.

antecedents like perceived support from top management [START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF][START_REF] Dworkin | Internal vs. external whistleblowers: A comparison of whistleblowering processes[END_REF]Sim & Keenan, 1998), organizational justice and climate [START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF], 1988;Seifert, 2006;[START_REF] Rothwell | Ethical climate theory, whistle-blowing, and the code of silence in police agencies in the state of Georgia[END_REF][START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF] etc. affect the whistleblowing decision.

The research on motivational factors [START_REF] Near | The whistleblowing process: Retaliation and perceived effectiveness[END_REF][START_REF] Lee | Blowing the whistle on sexual harassment: Test of a model of predictors and outcomes[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF] is of vital importance to understand whistleblowing. Incidences of deviant behaviors in organizations are occurring in one form or the other [START_REF] Robinson | A typology of deviant workplace behaviors: A multidimensional scaling study[END_REF], which are observed by many employees. Research shows that whistleblowers are more extroverted, dominant and possess proactive personality than their non-reporting colleagues [START_REF] Bjørkelo | Predicting proactive behaviour at work: Exploring the role of personality as an antecedent of whistleblowing behaviour[END_REF][START_REF] Miceli | Predicting employee reactions to perceived organizational wrongdoing: Demoralization, justice, proactive personality, and whistle-blowing[END_REF]. [START_REF] Dworkin | Internal vs. external whistleblowers: A comparison of whistleblowering processes[END_REF][START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF][START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF][START_REF] Sims | Predictors of external whistleblowing: Organizational and intrapersonal variables[END_REF]Organizational Commitment Taylor & Curtis, 2010Organizational Values Rothwell & Baldwin, 2007[START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF]Organizational Justice Greenberg, 1990;[START_REF] Near | Explaining the whistleblowing process: suggestions from power theory and justice theory[END_REF]Seifert, 2006[START_REF] Seifert | The influence of organizational justice on accountant whistleblowing[END_REF][START_REF] Victor | Peer reporting of unethical behavior: The influence of justice evaluations and social context factors[END_REF]Organizational Ethical Environment Dalton & Radtke, 2013 Organizational Culture & Climate [START_REF] Kaptein | From inaction to external whistleblowing: the influence of the ethical culture of organizations on employee responses to observed wrongdoing[END_REF]Rothschild & Meithe, 1999;[START_REF] Rothwell | Ethical climate theory, whistle-blowing, and the code of silence in police agencies in the state of Georgia[END_REF][START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF] Firmographics I.E., Company Size, Industry Type, etc. [START_REF] Barnett | A preliminary investigation of the relationship between selected organizational characteristics and external whistleblowing by employees[END_REF] Ethical Judgments [START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF]Responsibility Gao et al., 2015Private vs Public Organizations Mesmer-Magnus & Viswesvaran, 2005;Rothschild & Meithe, 1999 Perceived Seriousness [START_REF] Ayers | Wrongdoing by consultants: An examination of employees' reporting intentions[END_REF][START_REF] Cassematis | Prediction of whistleblowing or non-reporting observation: The role of personal and situational factors[END_REF][START_REF] Gao | Whistleblowing intentions of lowerlevel employees: The effect of reporting channel, bystanders, and wrongdoer power status[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF][START_REF] Somers | Type of wrongdoing and whistle-blowing: Further evidence that type of wrongdoing affects the whistle-blowing process[END_REF]Perceived Costs Ayers & Kaplan, 2005 ;[START_REF] Gao | Whistleblowing intentions of lowerlevel employees: The effect of reporting channel, bystanders, and wrongdoer power status[END_REF]Types Of Wrongdoing Lee et al., 2004;[START_REF] Near | Does type of wrongdoing affect the whistle-blowing process[END_REF][START_REF] Wise | An analysis of factors proposed to affect the decision to blow the whistle on unethical acts[END_REF] Seriousness/Severity Of Wrongdoing [START_REF] Lee | Blowing the whistle on sexual harassment: Test of a model of predictors and outcomes[END_REF][START_REF] Robinson | The effects of contextual and wrongdoing attributes on organizational employees' whistleblowing intentions following fraud[END_REF][START_REF] Somers | Type of wrongdoing and whistle-blowing: Further evidence that type of wrongdoing affects the whistle-blowing process[END_REF] Ethics Programs The employee's reaction to the wrongdoing is also affected by his perceptions of wrongdoer intentionality and attributions [START_REF] Gundlach | The decision to blow the whistle: A social information processing framework[END_REF].

Depending on the types of wrongdoing [START_REF] Lee | Blowing the whistle on sexual harassment: Test of a model of predictors and outcomes[END_REF][START_REF] Near | Does type of wrongdoing affect the whistle-blowing process[END_REF] and perceived severity of wrongdoing [START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF][START_REF] Wise | An analysis of factors proposed to affect the decision to blow the whistle on unethical acts[END_REF][START_REF] Near | Whistle-blowing: Myth and reality[END_REF][START_REF] Keenan | Blowing the whistle on less serious forms of fraud: A study of executives and managers[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF] the observers may decide to blow the whistle [START_REF] Vadera | Making sense of whistle-blowing's antecedents[END_REF]. Finally, fear of media scrutiny or public disapproval might further reduce employees' willingness to blow the whistle. Research posits two main reasons that prevent employees from reporting perceived wrongdoing; fear of retaliation and a belief that the wrongdoing is unlikely to be rectified [START_REF] Brown | Whistleblowing in the Australian public sector: Enhancing the theory and practice of internal witness management in public sector organisations[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF]. When employees become aware of wrongdoing, they have three options; to exit the organization, to be silent or to raise their voice (Mesmer-Magnus & Vesveswaran, 2005). Under these situations, an employee has to consider various factors before blowing the whistle. Among various, some situational factors have been tabulated in Table 2.2.

Various environmental factors have also been examined to understand whistleblowing. For example, a country's cultural features can mould the ways observers view the wrongdoing and what they should do about it [START_REF] Miceli | A word to the wise: How managers and policy-makers can encourage employees to report wrongdoing[END_REF]. Cross-cultural studies have compared the dimensions of national cultures with respect to whistleblowing [START_REF] Nayir | Value orientations as determinants of preference for external and anonymous whistleblowing[END_REF][START_REF] Park | Cultural orientation and attitudes toward different forms of whistleblowing: A comparison of South Korea, Turkey, and the UK[END_REF], in countries with cultural similarities [START_REF] Macnab | Self-efficacy as an intrapersonal predictor for internal whistleblowing: A US and Canada examination[END_REF] or diverse cultural settings [START_REF] Tavakoli | Culture and whistleblowing an empirical study of Croatian and United States managers utilizing Hofstede's cultural dimensions[END_REF][START_REF] Trongmateerut | The influence of subjective norms on whistleblowing: A cross-cultural investigation[END_REF]. Religious factors and historical factors have also been studied [START_REF] O'sullivan | Whistleblowing: A critical philosophical analysis of the component moral decisions of the act and some new perspectives on its moral significance[END_REF]. The roles played by legal environment in terms of whistleblowing have been studied as well [START_REF] Callahan | Employee attitudes toward whistleblowing: Management and public policy implications[END_REF]Lewis, 2011;[START_REF] Vandekerckhove | European whistleblowing policies: Tiers or tears?[END_REF]. Since early 1980s, the subject of whistleblowing has attained substantial scholarly attentions [START_REF] Vandekerckhove | The content of whistleblowing procedures: A critical review of recent official guidelines[END_REF]. The phenomenon of whistleblowing has been investigated from multitudes of perspectives. Some of these perspectives have briefly been tabulated in Table 2.3. Despite extensive research, additional predictors must be considered to better understand whistleblowing [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF].

Whistleblowing is an imperative mechanism to notice and report management wrongdoings. But blowing the whistle, employees become victim to divided loyalties. An employee's organizational loyalty demands to overlook the wrongdoing, allowing unnecessary harm to organization or other individuals, while whistleblowing jeopardize his/her relationships in organizations [START_REF] Andrade | Reconceptualising whistleblowing in a complex world[END_REF][START_REF] Geva | A typology of moral problems in business: A framework for ethical management[END_REF]. [START_REF] Barnett | Religiosity, ethical ideology, and intentions to report a peer's wrongdoing[END_REF]Retaliations Paul & Townsend, 1996;Kaplan & Kleiner, 2000;[START_REF] Qusqas | The difficulties of whistleblowers finding employment[END_REF]Gundlach et al., 2008;[START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF] Seriousness of the Wrongdoing [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF] Theory Of Organizational Silence [START_REF] Morrison | Organizational silence: A barrier to change and development in a pluralistic world[END_REF] Theory of Planned Behavior [START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF]Randall & Gibson,1991 Uniform Approach to Whistleblowing Regulation [START_REF] Lee | Is a uniform approach to whistle-blowing regulation effective? Evidence from the United States and Germany[END_REF] 

Whistleblowing Intention as Proxy for Actual Whistleblowing Behavior

Despite emerging top-notch research in whistleblowing domain, the dearth of a general comprehensive theory of whistleblowing has been admitted by various eminent researchers (e.g. [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF][START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF]. The lack of an ample theoretical whistleblowing framework has engendered various theoretical and practical setbacks for researchers, for instance, hampering a direct investigation on whistleblowing behavior. Therefore, researchers have to opt for their studies the alternate options like indirect measures of whistleblowing behavior [START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF].

In extant research, whistleblowing has extensively been studied as an ethical behavior [START_REF] Craft | A review of the empirical ethical decision-making literature: 2004-2011[END_REF][START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF]. Similarly, [START_REF] Ajzen | The theory of planned behavior[END_REF] Theory of Planned Behavior (TPB) has also been proven an effective theoretical framework for predicting intentions of ethical behavior [START_REF] Randall | Ethical decision making in the medical profession: An application of the theory of planned behavior[END_REF][START_REF] Chang | Perceptions of organizational politics and employee citizenship behaviors: Conscientiousness and selfmonitoring as moderators[END_REF]. Though to date, whistleblowing research has not been exclusively drawn upon the theoretical framework of TPB, some researchers applied TPB to establish link between whistleblowing behavior and whistleblowing intention (e.g., [START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF][START_REF] Randall | Ethical decision making in the medical profession: An application of the theory of planned behavior[END_REF] have. They have explored the connotation of the Theory of Planned Behavior (TPB) to whistleblowing literature. Therefore, the present deductive research has also been theoretically based on TPB to study internal and external whistleblowing intentions.

Behavioral intention is the process of choosing a particular behavior from a set of alternatives [START_REF] Hunt | A general theory of marketing ethics[END_REF]. Thus, in terms of whistleblowing, whistleblowing intention is an individual's likelihood of selecting whistleblowing under certain circumstances. Since actual whistleblowing is not easy to predict, the literature tends to use whistleblowing intentions, defined as "the individual's probability of actually engaging in whistle-blowing behavior" (Chiu, 2002: 582) as a proxy for the actual act. This approach is based on theory of reasoned action and the theory of planned behavior.

The theory of reasoned action states attitudes and subjective norms of individuals shape their intentions [START_REF] Fishbein | Intention and Behavior: An introduction to theory and research[END_REF]. Extending the theory of reasoned action, [START_REF] Ajzen | The theory of planned behavior[END_REF] proposes the Theory of Planned Behavior by adding perceived behavioral control as a third predictor, along with attitudes and subjective norms. These three factors influence behavioral intention. Therefore, intention is supposed to be a strong predictor of actual behavior [START_REF] Ajzen | The theory of planned behavior[END_REF]. In the Table 2.4, I mention some studies where whistleblowing intention has been used as proxy for actual whistleblowing behavior.

In whistleblowing literature, justifications to rely on data obtained from intended rather than actual whistleblowers have been provided. [START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF] posits that the intricacy of carrying out inquiry into unethical conduct in actual organizations has been one of the main reasons for researchers to rely on intended whistleblowers than actual ones. Actual whistleblowers are sometimes difficult to locate for questioning and are not willing to provide true information to maintain confidentiality or their anonymity (e.g., [START_REF] Sims | Predictors of external whistleblowing: Organizational and intrapersonal variables[END_REF]. Therefore, for this thesis, I opt to measure whistleblowing intention, as a proxy of actual whistleblowing behavior. Actual whistleblowing is hard to measure in actual life situations for many reasons. It is a sensitive subject matter; making it challenging to collect data from actual employees and to ensure them that their anonymity will be maintained.

Furthermore, a large sample number is necessary to approach adequate numbers of silent observers and actual whistleblowers for statistical analyses in quantitative research designs.

Choosing whistleblowing intention has many advantages. It is less sensitive and any can report their willingness to report various types of wrongdoing. This approach is in line with previous studies [START_REF] Ayers | Wrongdoing by consultants: An examination of employees' reporting intentions[END_REF][START_REF] Kaptein | From inaction to external whistleblowing: the influence of the ethical culture of organizations on employee responses to observed wrongdoing[END_REF][START_REF] Tavakoli | Culture and whistleblowing an empirical study of Croatian and United States managers utilizing Hofstede's cultural dimensions[END_REF].

Similarly, past research has confirmed a significant relationship between whistleblowing intention and whistleblowing behavior in the peer reporting context (Barnnet et al., 1996;[START_REF] Victor | Peer reporting of unethical behavior: The influence of justice evaluations and social context factors[END_REF].

After delineating a brief and comprehensive review of whistleblowing in the lines above, now the moderating variable-perceived organizational support-will be reviewed in the coming lines.

2.1.2: Perceived Organizational Support (POS)-The Moderating Variable

Despite the abundance of research confirming the affectivity of whistle-blowing against corruption [START_REF] De Maria | Whistleblowers and organizational protesters: Crossing imaginary borders[END_REF][START_REF] Macnab | Culture and ethics management: Whistle-blowing and internal reporting within a NAFTA country context[END_REF], there is a scarcity of literature on factors moderating individuals' intentions to blow the whistle, particularly in developing countries. Whistle-blowing literature hints to the possibility of investigating individuals' intention to blow the whistle under certain circumstances [START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF]. The contextual factors also determine the channel of whistleblowing; internal or external (Mesmer-Magnus & Vesveswaran, 2005). In this regard, [START_REF] Chiu | Ethical judgement, locus of control, and whistleblowing intention: A case study of mainland Chinese MBA students[END_REF] asserts the importance of situational variables along with individual-level variables to determine whistle-blowing intentions and states that "more research is needed to determine the relative influence of individual versus situational factors on whistle-blowing" (Chiu, 2002: 586).

Definitions

POS is the general certainty held by an employee that the organization values his/her sustained commitment and is generally concerned about his/her well-being [START_REF] Aselage | Perceived organisational support and psychological contracts: A theoretical integration[END_REF][START_REF] Eisenberger | Perceived organisational support[END_REF]Rhoades, Eisenberger & Armeli, 2001). Perceived Organizational Support (POS) is described as employees' perception of ''the extent to which the organization values their contributions and cares about their well-being'' (Eisenberger, Fasolo, & Davis, 1990: 51). This definition reflects two possible theoretically distinct elements of POS. First, organizational support is a universal belief that the organization recognizes and values employee contribution and is reflected in tangible resources such as pay, rank, job enrichment, rewards or other forms of compensation and benefits [START_REF] Eisenberger | Perceived organisational support[END_REF][START_REF] Sinclair | Social exchange and union commitment: A comparison of union instrumentality and union support perceptions[END_REF][START_REF] Wayne | Perceived organisational support ad leader-member exchange: A social exchange perspective[END_REF]. This perception implies that POS in an employee would raise his/her expectancy to receive rewards from the organization for efforts toward meeting organizational goals. The second element of POS is the trust that organization would take care of the socio-emotional well-being of employees, by drafting organizational policies and practices pertaining to welfare of employees.

POS is one of the contextual factors that would affect employees' felt obligation to achieve organizational goals and to develop more positive attitudes towards organization.

Employees differ in the extent to which they perceive organizational support. Employees experiencing high POS may be different from employees experiencing low POS. High POS in employees helps them incorporate organizational membership and role status into their self-identity. Therefore, they possess a positive emotional bond (affective commitment) and an affective attachment to the organization [START_REF] Hrebiniak | Effects of job level and participation on employee attitudes and perceptions of influence[END_REF]. Employee exchange ideology (the degree to which one values the trade of work for material and symbolic benefits) also mediates this relationship (Chadwick-Jones, [START_REF] Chadwick-Jones | Social psychology of absenteeism[END_REF].

Origin/History

The notion of perceived organizational support (POS) has been based theoretically on organizational support theory (OST), which itself has been extracted from a social exchange theory (SET) and reciprocity principle [START_REF] Allen | The role of perceived organizational support and supportive human resource practices in the turnover process[END_REF]. Once the phenomenon of POS has been proposed by American social psychologist Eisenberger in 1986, it has drawn prompt attention in academic research.

The concept of "organizational support" is the core of OST [START_REF] Eisenberger | Reciprocation of perceived organizational support[END_REF]. Eisenberger believes that employees work in the organization due to expectation of rewards (monetary and complimentary) from the organizations. Their behaviors in organizations are determined by organizational norms. To carry out their tasks effectively, they should be motivated from the perspective of organizational support. According to OST, employees' perception of organizational supports enhances their sense of responsibility for the organizational welfare to achieve its goals [START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF]. Perceived Organizational Support (POS) plays a crucial role for the employees. POS is the degree of employees' commitment to their organization and the organization worth their commitment. POS helps employees to imagine that their improved performance would be regarded and their well -being would be taken care of [START_REF] Eisenberger | Perceived organisational support, discretionary treatment, and job satisfaction[END_REF].

While, the concept of SET has been drawn from the works of [START_REF] Gouldner | The norm of reciprocity: a preliminary statement[END_REF] and [START_REF] Blau | Exchange and Power in Social Life[END_REF], explaining relationships through the lens of transaction. Transaction generates a mutual sense of obligation between the two parties, through the norm of reciprocity, which means an equivalent amount exchanged by both sides [START_REF] Gouldner | The norm of reciprocity: a preliminary statement[END_REF]. It is in contrast with economic exchange and demands more undetermined obligations and involves less tangible resources [START_REF] Blau | Exchange and Power in Social Life[END_REF]. SET by [START_REF] Blau | Exchange and Power in Social Life[END_REF] explicates employees' contributions and relative expectations. As per SET, a person doing favor, displaying positive behaviors and contributing to their organizations [START_REF] Eisenberger | Perceived organisational support[END_REF] expects his/her favor to be returned in future. This theory implies that if organizations value employees' contributions and pay attention to their interests and satisfy their need, the employees will feel higher perceived organizational support that will increase their job satisfaction. This kindles reciprocal emotions in employees and enhances their positive engagement in organizations [START_REF] Çakar | The Effects of Organizational Justice on Job Satisfaction: Is. Perceived Organizational Support[END_REF]. The SET explains that individuals want to maintain the external benefits (based on utility and finance), psychological needs, advice and information sharing between both parties (either the employee or the employer) (Park et al., 2016). [START_REF] Eisenberger | Perceived organisational support[END_REF] has extended SET to the stream of research explaining that employees with a strong social exchange ideology show greater organizational commitment, higher perceived organizational support and contribute more to the organization and have low absenteeism. POS meets employees' socio-emotional requirements and helps in developing affective commitment in them, though different employees may possess different perceptions regarding organizational support, so they have different degree of POS [START_REF] Eisenberger | Perceived organisational support[END_REF].

Antecedents

Research shows that there are various antecedents of perceived organizational support at individual, organizational and at interaction between individual and organizational level [START_REF] Hochwarter | Perceived organizational support as a mediator of the relationship between politics perceptions and work outcomes[END_REF]. At organizational level, these factors affect POS like organizational fairness, working conditions, organizational political activities, organizational size, and specific cultural factors. Individuals' values, positive / negative emotions, pre-hiring experience, work status and other personality variables determine POS at individual level. At interaction between individual and organization level, psychological contract, matching people and organizations, leading members of the exchange, management communication, leadership style etc. are important.

The concept of POS has been based on social exchange theory whereby employees offer their effort and loyalties to get back monetary and social rewards by the organization [START_REF] Blau | Exchange and Power in Social Life[END_REF]. Organizational treatment of the employees and administrative actions determines the level of employees' POS [START_REF] Eisenberger | Perceived organisational support[END_REF]. A study examines trust, access to information and access to opportunity to learn and develop as antecedents to perceived organizational support [START_REF] Ghani | Antecedents of perceived organizational support[END_REF]. A meta analytic research [START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF] shows that there are various predictors of POS like perceptions of procedural or distributive justice and organizational politics [START_REF] Moorman | Does organisational support mediate the relationship between procedural justice and organisational citizenship behavior?[END_REF], job conditions such as autonomy and pay [START_REF] Eisenberger | Does pay for performance increase or decrease perceived self determination and intrinsic motivation[END_REF], supervisor support [START_REF] Settoon | Social exchange in organizations: Perceived organisational support, leadermember exchange, and employee reciprocity[END_REF][START_REF] Wayne | Perceived organisational support ad leader-member exchange: A social exchange perspective[END_REF] and human resource (HR) practices such as reward systems, decision making opportunities and growth opportunities [START_REF] Allen | The role of perceived organizational support and supportive human resource practices in the turnover process[END_REF][START_REF] Wayne | Perceived organisational support ad leader-member exchange: A social exchange perspective[END_REF].

Consequences

Extant literature is replete of consequences of POS in various domains. A stream of research shows that POS enhances organizational citizenship behavior (Lamm, Tosti-Kharas, & King, 2014;[START_REF] Van Knippenberg | Beyond social exchange: Collectivism's moderating role in the relationship between perceived organizational support and organizational citizenship behaviour[END_REF]. POS has positive consequences for both employees (e.g. increased job satisfaction and positive mood) and organizations (e.g. increased employee emotional perceived organizational support has positive commitment, improved performance and reduced unwanted behavior) [START_REF] Yu | Explaining task performance and creativity from perceived organizational support theory: Which mechanisms are more important?[END_REF]. High POS lessens absenteeism and improves employee retention [START_REF] Eisenberger | Perceived organisational support[END_REF][START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF]. Employees with high POS show more creativity (Shantz, Alfes & Latham, 2014), commitment (Gupta, Agarval and Khatri, 2016), work performance [START_REF] Vatankhah | Perceived organizational support as the mediator of the relationships between high-performance work practices and counter-productive work behavior: Evidence from airline industry[END_REF], improved productivity and lasting relations [START_REF] Eisenberger | Perceived organisational support, discretionary treatment, and job satisfaction[END_REF][START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF] and reduced turnover intention [START_REF] Park | Mentoring functions and turnover intention: The mediating role of perceived organizational support[END_REF][START_REF] Vidal-Salazar | Employees are satisfied with their benefits, but so what? The consequences of benefit satisfaction on employees' organizational commitment and turnover intentions[END_REF] or undesirable behaviors [START_REF] Pomirleanu | The influence of organizational and functional support on the development of salesperson job satisfaction[END_REF]. POS is positively correlated with organizational commitment (Howsden, 1993;Hutchison,1997), affective commitment [START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF]Shore & Wayne,1993), communication with top management, supervisors and coworkers (Allen,1992[START_REF] Allen | Communication concepts related to perceived organizational support[END_REF], transfer of training [START_REF] Zumrah | Examining the relationship between perceived organizational support, transfer of training and service quality in the Malaysian public sector[END_REF], career success [START_REF] Suazo | Perceived organizational support as a mediator of the relations between individual differences and psychological contract breach[END_REF], work engagement [START_REF] Caesens | The relationship between perceived organizational support and affective commitment: more than reciprocity, it is also a question of organizational identification[END_REF], citizenship behavior [START_REF] Ahmed | Antecedents and outcomes of perceived organizational support: a literature survey approach[END_REF][START_REF] Chiang | The impacts of perceived organizational support and psychological empowerment on job performance: The mediating effects of organizational citizenship behavior[END_REF]. POS is also a significant predictor of psychological empowerment [START_REF] Bogler | The importance of teachers' perceived organizational support to job satisfaction[END_REF].

POS as a Construct

Since its emergence POS has got prominence as an important construct to understand organizational behavior. POS has been employed to investigate in a better way the organizational commitment process within the framework of exchange theory [START_REF] Eisenberger | Perceived organisational support[END_REF]. Thus far, research has primarily targeted organizational outcomes such as commitment, turnover, global job satisfaction and performance [START_REF] Eisenberger | Does pay for performance increase or decrease perceived self determination and intrinsic motivation[END_REF]Rhoades, Eisenberger & Armeli, 2001;[START_REF] Settoon | Social exchange in organizations: Perceived organisational support, leadermember exchange, and employee reciprocity[END_REF][START_REF] Shore | Commitment and employee behavior: Comparison of affective commitment and continuance commitment with perceived organisational support[END_REF][START_REF] Wayne | Perceived organisational support ad leader-member exchange: A social exchange perspective[END_REF].

POS is a distinct construct from other constructs like affective and continuance commitment [START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF][START_REF] Hutchison | Perceived organisational support: Further evidence of construct validity[END_REF][START_REF] Rhoades | Affective commitment to the organization: The contribution of perceived organisational support[END_REF][START_REF] Settoon | Social exchange in organizations: Perceived organisational support, leadermember exchange, and employee reciprocity[END_REF][START_REF] Shore | A construct validity study of the survey of perceived organisational support[END_REF][START_REF] Shore | Commitment and employee behavior: Comparison of affective commitment and continuance commitment with perceived organisational support[END_REF], effort-reward expectancies [START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF], perceived supervisory support [START_REF] Hutchison | Perceived organisational support: Further evidence of construct validity[END_REF], perceived team support [START_REF] Bishop | Support, commitment, and employee outcomes in a team environment[END_REF], work group support [START_REF] Self | Work-group and organisational support: A test of distinct dimensions[END_REF] and leader-member exchange [START_REF] Settoon | Social exchange in organizations: Perceived organisational support, leadermember exchange, and employee reciprocity[END_REF][START_REF] Wayne | Perceived organisational support ad leader-member exchange: A social exchange perspective[END_REF]. It is unidimensional construct. It is also different from the psychological contract. Both are based on the theory of social exchange and the principle of reciprocity as the explanation mechanism for the outcome variables (attitudinal and behavioral variables). However, the sense of organizational support emphasizes the organization's commitment to employees and is therefore unilateral. On the contrary, the psychological contract focuses on the continual relationship between staff and employer's perspective and represents the perception of employees and employers on reciprocal obligations. [START_REF] Aselage | Perceived organisational support and psychological contracts: A theoretical integration[END_REF].

2.2: Section 2-The Predictor Variables of First and Second Essays

In this thesis, I have three research frameworks, which have been dealt in three essays. The main research question has been explored, furcating the main research problem into three categories in three essays. In the first essay, the outcome variable has been studied at the individuals' mindset types level. This essay posits that how individuals with different perception of their surroundings and different mindsets react to the likelihood of whistleblowing. While, in second essays whistleblowing intentions of individuals have been examined by investigating their level of stewardship and proactive behaviors. In nutshell, in these two essays, the effect of mindset types and behaviors of individuals have been examined to measure their propensity towards whistleblowing intentions. The lines ahead deal with the compact literature review of the constructs of the first two essays.

2.2.1: Dweck's Mindsets

How employees perceive and make sense of organizational routines depend on many factors. Carol Dweck and her colleagues have carried out far-reaching investigation to explore the role of mindsets of individual in comprehending and construing sense of their surroundings. This dissertation explores the implications of mindsets theory for potential whistleblowers in explaining the research question that how mindsets (fixed or growth) of employees determine their whistleblowing intention. The point of intersection between types of mindsets and potential whistleblowing intention is that mindsets determine the attitude of individuals towards the challenging and risky situations, as whistleblowing is a challenging behavior. Mindsets affect individuals' orientation towards their goals and efforts. Mindsets determine how individuals think about efforts [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]. Individuals with fixed mindset opt for effortless success [START_REF] Murphy | Mindsets shape consumer behavior[END_REF]. Therefore, individuals with fixed mindsets may tend to avoid challenging situations like whistleblowing out of fear of failure or with a perception to put more efforts.

Individuals may perceive and respond differently to organizational wrongdoing depending on their mindsets. In this research, I propose that mindsets are important to understand whistleblowing intention.

In this section, I briefly review the literature on mindsets. The theoretical support based on literature review will lead towards describing roles played by mindsets in whistleblowing intention to present the hypotheses.

Mindsets-Implicit Theories

"Mindsets are the assumptions and expectations we have for ourselves and others. These attitudes guide our behavior and influence our responses to daily events" (Dr. Robert Brooks). Mindsets are mental frameworks or lenses that help people organize and encode information-shaping the ways in which people understand, experience, and act upon their environment [START_REF] Dweck | Self-theories: Their role in motivation, personality, and development[END_REF]. In research, mindsets are examined under implicit theories.

Implicit theories-or mindsets-are the beliefs that people have about the nature of personal attributes like intelligence, talents, and abilities [START_REF] Dweck | Self-theories: Their role in motivation, personality, and development[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF].

They are personal structures of some observable facts that are borne in the minds of individuals (Sternberg, 2000).

Implicit theories are normally pertinent to individuals and influence their behavior [START_REF] Dweck | Implicit theories[END_REF]. Implicit theories are important antecedent to predict human psychology and behavior. Individuals possess various attributes and characteristics, which they view differently. Implicit theories are the knowledge forms by which individuals construe meaning of themselves and others [START_REF] Plaks | Lay theories of personality: Cornerstones of meaning in social cognition[END_REF]. Individuals differ in their views about the docility of certain human cognitive, emotional, and behavioral domains [START_REF] Dweck | Implicit theories: Elaboration and extension of the model[END_REF], including intelligence, emotion, social skills, relationships, management skills, social judgment, and stereotyping [START_REF] Dweck | Implicit theories[END_REF]. The difference in the interpretation of implicit theories brings forth two theories; incremental theory and entity theory. The "incremental theorists" claim that the human attributes like intelligence, emotions and abilities are malleable with effort and time, therefore, they explain the phenomenon of growth mindset.

While "entity theorists" think that human attributes are predetermined and immutable [START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF] explaining fixed mindset.

Since the onset of twentieth century, "mindset" has been studied conceptually and theoretically via psychology experiments focused on what Oskar Külpe called "abstraction"

as "cognitive process" [START_REF] Henderson | The effects of an implemental mind-set on attitude strength[END_REF][START_REF] Hamilton | Being of two minds: Switching mindsets exhausts self-regulatory resources[END_REF]. But this concept has also emerged in organization theory [START_REF] Gupta | Cultivating a global mindset[END_REF]; "the mindset concept has had a long history in the field of cognitive psychology and, more recently, organization theory, where scholars have focused on the question of how people and organizations make sense of the world in which they interact" (Gupta & Govindarajan, 2002: 116). Therefore, implicit theories have a long history in the fields of cognitive psychology, social psychology and organization theory. For instance, a research study has explored mindset vis-à-vis proactive personality, leadership style and work engagement [START_REF] Marjolein | Mind the mindset! The interaction of proactive personality, transformational leadership and growth mindset for engagement at work[END_REF]. French (2016) defines mindsets as product of cognitive processes, cognitive filters (i.e., knowledge structures), and beliefs (i.e. surroundings). Individuals process information from their environment, filter them and act to accomplish a task with the help of cognitive process.

The epistemological position of Dweck's theory is situated within the "implicit theories" or ''self-theories''. Therefore, [START_REF] Wilson | Improving the academic performance of college students with brief attributional interventions[END_REF] describe mindset theory as being ''firmly rooted in attribution theory,'' given that attributions are explanations individuals provide for their own and others' behavior (p. 94). In mindset theory, individuals believe in their ''implicit conception of the nature of ability'' (Dweck & Leggett, 1988: 262).

Before proceeding, it is important to briefly mention human differences. Since the dawn of time, individual differences exist as far as their thoughts, actions, physical and psychological Gottlieb, and Robert Stemberg etc. Robert Sternberg (2000) writes that the major factor in whether people achieve expertise "is not some fixed prior ability, but purposeful engagement." Gilbert Gottlieb, an eminent neuroscientist, states that not only do genes and environment cooperate as we develop, but genes require input from the environment to work properly. Therefore, there is a constant give and take between nature and nurture.

Based on above statement, Dweck in her book "Mindsets-The new psychology of Success"

(2006) states that human mindsets determine their way they lead their lives. She states that "the view you adopt for yourself profoundly affects the way you lead your life. It can determine whether you become the person you want to be and whether you accomplish the things you value".

Carol S Dweck, an eminent scholar, has articulated fixed and growth mindsets model [START_REF] Dweck | Motivational processes affecting learning[END_REF], characterizing mindsets as "adaptive and maladaptive motivational patterns" within the "social-cognitive framework" [START_REF] Dweck | Motivational processes affecting learning[END_REF](Dweck, : 1040)). Dweck has conducted research related to motivation, personality, and development [START_REF] Dweck | Motivational processes affecting learning[END_REF]2000, 2006;[START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF]. [START_REF] Dweck | The perils and promises of praise[END_REF] has introduced the idea of mindset as a way to understand how people's perceptions of intelligence and personality, especially their own, affect their levels of success and achievement.

Types of Dweck's Mindset

Dweck ( 2007) categorizes mindsets into two, depending on certain patterns of beliefs and behaviors; fixed and growth (please see Table 2.5). The difference in mindsets is associated with individual's self-perception [START_REF] Dweck | The perils and promises of praise[END_REF]. One school of thought advocates that mindsets are quite stable after adolescence and serve as a lens through which attributions are made and self-beliefs are constructed. While, another group posit that mindsets are not stable. They can change over time, and they are influenced by our environments. Nature of things also determines types of mindsets. People can also have different mindsets about different things [START_REF] Tamir | Implicit theories of emotion: affective and social outcomes across a major life transition[END_REF]. One significant implication of Dweck mindset is the assumption that individuals can move back and forth between the fixed and growth mindsets, depending upon the view they adopt of themselves in a given situation and the attribute or skill they are describing [START_REF] Tabernero | Implicit theories versus the social construal of ability in self-regulation and performance on a complex task[END_REF][START_REF] Dweck | Self-theories: Their role in motivation, personality, and development[END_REF][START_REF] Dweck | Mindset: The new psychology of success[END_REF].

According to [START_REF] Dweck | Mindset: The new psychology of success[END_REF], individuals can be placed on a continuum of mindsets, according to their implicit views of where ability comes from [START_REF] Dweck | Mindset: The new psychology of success[END_REF]. On a continuum between the fixed mindset and growth mindset, most people typically hold either a primarily fixed mindset or growth mindset about their personal traits and attributes [START_REF] Keating | The potential role of mindsets in unleashing employee engagement[END_REF][START_REF] Dweck | Implicit theories: Elaboration and extension of the model[END_REF]. Therefore, research posits that an employee's mindset is unidimensional and lies on a continuum with growth mindset on the one end and fixed mindset on the other [START_REF] Burnette | Mind-sets matter: A meta-analytic review of implicit theories and selfregulation[END_REF][START_REF] Dweck | Implicit theories[END_REF].

Fixed Mindset

Individuals with fixed mindset believe that "human attributes are simply fixed traits" and "abilities are as carved in stone" (Dweck, 2012: 615;[START_REF] Heslin | Stuck in the Muck? The role of mindsets in selfregulation when stymied during job search[END_REF]. They hold that their ability level and characteristics, like intelligence or personality, are permanently set and cannot be changed [START_REF] Dweck | The perils and promises of praise[END_REF]. Individuals with a fixed mindset typically avoid challenging learning opportunities if they think they might fail. Therefore, they try less in the face of obstacles. As a result, they may plateau early and achieve less than their full potential As a result, they reach ever-higher levels of achievement

Even highly intelligent individuals (like students) belong to this category [START_REF] Dweck | The perils and promises of praise[END_REF].

Fixed-mindset thinking results in developing a false sense of superiority and a fear of failure [START_REF] Dweck | The perils and promises of praise[END_REF]. Typically, individuals with a fixed mindset tend to show some patterns of behaviors. They tend to look smart at all cost. They want to show their permanent high-quality attributes. They try to avoid mistakes, for them mistakes mean lack of ability. If they commit mistakes, they never repair them. They do not work hard, for efforts show low intelligence.

Growth Mindset

On the contrary, individuals with growth mindset believe that through personal endeavors and experiences, they can change and develop personal qualities and ability levels [START_REF] Dweck | The perils and promises of praise[END_REF]. A growth mindset individual believes "all people, no matter who they are, can become substantially more intelligent, say, through their effort and education, or that all people can take steps to develop...over time" (Dweck, 2012: 615). It results in developing a love for learning and self-improvement, a desire to be challenged, a willingness to work for positive results and to control the outcomes in the life with effort and practice, the ability to learn from mistakes and failures and emotional resilience [START_REF] Dweck | Mindset: The new psychology of success[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF]. This is in line with the research showing the plasticity of intelligence and abilities, which can be improved over time [START_REF] Rattan | Can everyone become highly intelligent? Cultural differences in and societal consequences of beliefs about universal potential for intelligence[END_REF].

Individuals with growth mindset take potential as an incomprehensible capacity. They are encouraged to improve their personality and are willing to confront challenges [START_REF] Dweck | Implicit theories[END_REF]. They tend to be more resilient in face of confrontation and consider conflicts as learning opportunities [START_REF] Dweck | Implicit theories[END_REF]. It is evident in the research, when students with growth mindset show higher levels of motivation and accomplishment when confronted hard transitions in academics [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF].

A research shows that individuals with growth mindset tend to adopt mastery-oriented strategies to face developmental challenges like in the start of adolescence and the transition from primary school to secondary school [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]. Therefore, individuals with growth mindset are more persistent and strategy-oriented to develop their skills through hard work [START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF][START_REF] Robins | Implicit self-theories in the academic domain: Implications for goal orientation, attributions, affect, and self-esteem change[END_REF][START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]. They tend to learn and improve their malleable abilities than individual with fixed mindset [START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF][START_REF] Robins | Implicit self-theories in the academic domain: Implications for goal orientation, attributions, affect, and self-esteem change[END_REF].

Significance of the Mindset concept

The concept of mindset has garnered practical implications in business world. Famous companies such as NASA, Microsoft, Google, and Apple integrate the growth mindset in their hiring processes [START_REF] Schmidt | Google: How Google works[END_REF][START_REF] Keller | The one thing: The surprisingly simple truth behind extraordinary results[END_REF]. Growth mindset in business believes to promise success. For the same reason, Scott Forstall, former senior vice president at Apple, formed his new team with individuals with "growthminded", who later on, created the iPhone [START_REF] Keller | The one thing: The surprisingly simple truth behind extraordinary results[END_REF]. Similarly, Google's ideal candidates are so called "learning animals", with strong desire to learn and endorse a strong growth mindset (Schmidt & Rosenberg, 2015: 77).

Mindsets are important means to explain academic performance, behaviors, and intelligence beliefs (e.g., Burnette et al., 2013). Because of their reliable descriptive power, mindsets can explain individuals' behaviors [START_REF] Plaks | Lay theories of personality: Cornerstones of meaning in social cognition[END_REF]. Mindsets also shape the individual approach towards a problem. Individuals with a fixed mindset are more concerned with the fact that how they will be evaluated by the others than to improve the situation unlike individuals with a growth mindset [START_REF] Dweck | Mindset: The new psychology of success[END_REF]. Mindsets are belief systems that direct individuals behave differently that affect eventually their performance [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF][START_REF] Kray | Implicit negotiation beliefs and performance: experimental and longitudinal evidence[END_REF][START_REF] Romero | Academic and emotional functioning in middle school: The role of implicit theories[END_REF]. With growth mindset, individuals tend to be more successful (Rae-Dupree, 2008), as they believe that through learning and experience they can change themselves [START_REF] Dweck | Self-theories: Their role in motivation, personality, and development[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF].

Mindset research has been extended to other domains, showing the effect of mindsets in leadership performance [START_REF] Heslin | In learning mode? The role of mindsets in derailing and enabling experiential leadership development[END_REF]Caniëls, Semeijn, & Renders, 2018), negotiation performance [START_REF] Kray | Implicit negotiation beliefs and performance: experimental and longitudinal evidence[END_REF], work passion [START_REF] Chen | Finding a fit or developing it: implicit theories about achieving passion for work[END_REF] and job and life satisfaction (Burnette & Pollack, 2013), employee coaching [START_REF] Heslin | Keen to help? Managers' implicit person theoriesand their subsequent employee coaching[END_REF], performance appraisals [START_REF] Heslin | The effect of implicit person theory on performance appraisals[END_REF][START_REF] Heslin | Performance appraisal procedural justice: the role of managers' implicit person theory[END_REF]. It has equally been applied to marketing and consumers' behavior and preferences, branding research and practice, [START_REF] John | Mindsets matter: Implications for branding research and practice[END_REF][START_REF] Murphy | Mindsets shape consumer behavior[END_REF]. Similarly, literature shows that learning performance is positively related to individuals with a growth mindset [START_REF] Dweck | Mindset: The new psychology of success[END_REF][START_REF] Asbury | National differences in mindset among students who plan to be teachers[END_REF]. Dweck's mindset theory shows that the eagerness of personal growth of individuals with a growth mindset ensures work engagement [START_REF] Keating | The potential role of mindsets in unleashing employee engagement[END_REF][START_REF] Caniëls | Mind the mindset! The interaction of proactive personality, transformational leadership and growth mindset for engagement at work[END_REF]. Mindsets also have an effect on one's self-regulation, self-esteem, and stereotype threats. Study shows that individuals with growth mindset better results in case of social support, self-esteem, positive affect and emotions, and relationship, higher well-being, well-adjusted emotions, better health, less stress, greater achievement, and more adaptive reactions to social adversity than individuals with fixed mindset [START_REF] Romero | Academic and emotional functioning in middle school: The role of implicit theories[END_REF][START_REF] Yeager | The far-reaching effects of believing people can change: Implicit theories of personality shape stress, health, and achievement during adolescence[END_REF]. Mindsets affect various domains of individuals life like education, business, sports and music [START_REF] Dweck | Implicit theories[END_REF], and relationships [START_REF] Howe | Changes in self-definition impede recovery from rejection[END_REF] etc.

Similarly mindsets have influence on some aspects of personality like levels of prejudice [START_REF] Carr | Prejudiced" behavior without prejudice? Beliefs about the malleability of prejudice affect interracial interactions[END_REF], artistic ability, moral qualities, and social skills (Burnette et al. 2013). Mindsets affect resilience positively; especially growth mindset enables individuals to learn and grow from their setbacks [START_REF] Yeager | Mindsets that promote resilience[END_REF]. This is very important to mention the distinction [START_REF] Dweck | Mindset: The new psychology of success[END_REF] makes between personality mindset and intelligence. Intelligence mindset is the degree to which an individual believes that mental level and ability can be improved. While, personality mindset is the degree to which an individual believes personal qualities are changeable. These qualities may give a hint that how much an individual is "dependable, cooperative, caring, or socially skilled" (Dweck, 2006: 13).

2.2.2: Behaviors

Employees' attitudes and behaviors are considered as vital intervening and prevailing instruments, influencing organizational outcomes intensely [START_REF] Chun | How does corporate ethics contribute to firm financial performance? The mediating role of collective organizational commitment and organizational citizenship behavior[END_REF]. Individuals' behaviors are shaped by their values, beliefs, ideologies, previous experiences etc. In organizations, employees' behaviors come under various categories.

For example, organizational behavior literature is replete with many studies investigating individuals' affirmative behavior in terms of job satisfaction, organizational commitment [START_REF] Williams | Job satisfaction and organizational commitment as predictors of organizational citizenship and in-role behaviors[END_REF], perceived organizational support [START_REF] Lynch | Perceived organizational support: Inferior versus superior performance by wary employees[END_REF] etc. For an organization to attain efficiency, it is crucial that the distinctive abilities and capacities of its employees should be acknowledged, capitalized and enhanced [START_REF] Liden | An examination of the mediating role of psychological empowerment on the relations between job, interpersonal relationships, and work outcomes[END_REF].

No two individuals are alike. Individuals are different in respect of their personality, physical and mental abilities, and other stable traits and these differences matter in organizations [START_REF] Santhi | Personality and Individual Differences in Organizational Behaviour[END_REF]. Since employees' behaviors of employees greatly affect organizational effectiveness and sustainable competitive advantage, it is very crucial to consider how differences in employees' behaviors in organizational context. As per interactionist perspective, an individual behavior is an outcome of his/her personality (traits and non-cognitive skills) and the situation interacting with each other. An individual behavior can be interpreted and predicted in a variety of situations from his/her personality. An individual's behavioral patterns are potentially important predictors of work behavior.

Therefore, it is quite helpful to understand employees' behaviors in terms of organizational behavior research. Extending this line to the stream of whistleblowing, a study by [START_REF] Near | The whistleblowing process: Retaliation and perceived effectiveness[END_REF] posit that individuals are not always driven by external rewards to report a wrongdoing. Rather they report the issue because they feel it appropriate. Though some studies have examined the personal characteristics of the potential whistleblowers (e.g.

Near [START_REF] Near | Whistle-blowing: Myth and reality[END_REF][START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF][START_REF] Keenan | Blowing the whistle on less serious forms of fraud: A study of executives and managers[END_REF], but these studies do not provide any hint to whistleblowers behavioral patterns.

In organizations, employees' behaviors have been classified as in-role behaviors and extrarole behaviors [START_REF] Williams | Job satisfaction and organizational commitment as predictors of organizational citizenship and in-role behaviors[END_REF][START_REF] Pekdemir | The mediating role of organizational identity complexity/congruence on the relationship between perceived organizational prestige and in-role/extra-role performance[END_REF]. In-role behaviors denote employees' prescribed performance as per their job descriptions, while extra-role behaviors correspond to not-prescribed employees' voluntary actions for organizational benefits [START_REF] Lynch | Perceived organizational support: Inferior versus superior performance by wary employees[END_REF]. Extra-role behavior is defined as "behavior that is not a formal or informal aspect of the worker's role but which in the aggregate promotes the organization's goals" (Schaubroeck & Ganster 1991: 569) [START_REF] Somech | Understanding extra-role behavior in schools: The relationships between job satisfaction, sense of efficacy, and teachers' extra-role behavior[END_REF]. They are beneficial for the organization for organizational effectiveness and success [START_REF] Brief | Prosocial organizational behaviors[END_REF]. Extra-role behaviors manifest in various forms like organizational citizenship behavior and pro-social behavior, [START_REF] George | Understanding prosocial behavior, sales performance and turnover: A group level analysis in a service context[END_REF][START_REF] Katz | The social psychology of organization[END_REF].

The general typology of extra-role behavior (Van Dyne & Le Pine, 1998) shows that whistleblowing is a form of extra-role behavior and is closely linked with another extrarole behavior stewardship behavior. Whistleblowing behavior is challenging to prohibit some action or event, while stewardship behavior aims to prohibit some action or event but to benefit other (affiliative in nature). Extending this to whistleblowing, I propose that an individual with stewardship behavior on witnessing some organizational wrongdoing takes it as his/her personal responsibility to report wrongdoing to safeguard the organization or society. Extending this line, I propose that an employee exhibiting proactive behaviors on observing wrongdoing will not sit idly, but instead will take initiative to change the status quo. Therefore, I propose that individuals with stewardship and proactive behaviors tend to blow the whistle. In the lines ahead, therefore, literature review on stewardship and proactive behaviors are presented to set a foundation for conceptual framework of this research.

Stewardship Behavior

Hernandez (2008) emphasizes the significance of stewardship for the survival and flourishing of societal, corporation and communities' gains. The essence of employees' stewardship behavior lies in the fact that this ensures the achievement of long-term benefits for the organization and its stakeholders [START_REF] Donaldson | The stakeholder theory of the corporation: Concepts, evidence, and implications[END_REF]. Similarly, organizational stewardship serving the needs of all stakeholders also pays organizations in long run [START_REF] Pfeffer | The human equation: Building profits by putting people first[END_REF], as demonstrated by a study confirming the corporations' outperformance in the market by a factor of seventy, when concerns beyond stockholders had been exhibited (Collins & Porras, 1995).

Stewardship behavior is a type of extra-role behaviors, which are further classified as promotive or prohibitive and affiliative or challenging in the literature (Van Dyne, Graham & Dienesch, 1994;Van Dyne & Le Pine, 1998). Promotive behavior is inherently futureoriented, suggesting means to improve the organization for collective benefits [START_REF] Liang | Psychological antecedents of promotive and prohibitive voice: A two-wave examination[END_REF]. Promotive behaviors are proactive in nature. On the other hand, prohibitive behaviors are relatively reactive and protective in nature and show concerns about other employees' betterment [START_REF] Liang | Psychological antecedents of promotive and prohibitive voice: A two-wave examination[END_REF]. Prohibitive behaviors aim at protecting others from some feared state by identifying existing or impending negative situations and factors that should be stopped [START_REF] Liang | Psychological antecedents of promotive and prohibitive voice: A two-wave examination[END_REF]. In general, it is inherently prevention or avoidance-oriented [START_REF] Lin | A suggestion to improve a day keeps your depletion away: Examining promotive and prohibitive voice behaviors within a regulatory focus and ego depletion framework[END_REF], making employees vigilant of potential problems in their organizations [START_REF] Liang | Psychological antecedents of promotive and prohibitive voice: A two-wave examination[END_REF][START_REF] Lin | A suggestion to improve a day keeps your depletion away: Examining promotive and prohibitive voice behaviors within a regulatory focus and ego depletion framework[END_REF] In the lines ahead, the focus of research is primarily to examine the relationship between stewardship behavior and whistleblowing behavior that are both prohibitive in nature, having affiliative and challenging characteristics respectively. Extant research posits whistleblowing as a pro-social and positive behavior benefiting organizations [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF]. Whistleblowing has been acknowledged as a behavior indicative of citizenship [START_REF] Berry | Organizational culture: A framework and strategies for facilitating employee whistle blowing[END_REF], aiming to engage organizations in corrective behaviors making improvements in corporate governance [START_REF] Bowen | Whistle-blowing: Target firm characteristics and economic consequences[END_REF]. While, extant literature posits that stewardship behavior involves the dedication of employees to ensure the betterment of all stakeholders [START_REF] Donaldson | The stakeholder theory of the corporation: Concepts, evidence, and implications[END_REF] even beyond the organization [START_REF] Caldwell | The four umpires: A paradigm for ethical leadership[END_REF]. This behavior urges the employees to place the long-term best interests of the organization and its stakeholders ahead of their self-interest [START_REF] Davis | Toward a stewardship theory of management[END_REF]. Keeping the above mentioned definitions of both constructs (stewardship behavior and whistleblowing), this study proposes that employees higher in stewardship behavior are more prone to blow the whistle for better interest of other stakeholders.

Building on the extant literature, Stewardship has been conceptualized as 'the extent to which an individual willingly subjugates his or her personal interests to act in protection of others' long-term welfare and it is a broader concept than altruism' (Hernandez, 2012: 174). Stewardship is also defined as "the attitudes and behaviors that place the long-term best interests of a group ahead of personal goals that serve an individual's self-interests" (Hernandez, 2008: 122).

Extant research is replete with stewardship literature (e.g. [START_REF] Davis | Toward a stewardship theory of management[END_REF]Donaldson & Davis, 1991;[START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF][START_REF] Wasserman | Stewards, Agents, and the Founder Discount: Executive Compensation in New Ventures[END_REF]. Stewardship behavior of employee aims to safeguard organizational asset and other stakeholders' interest [START_REF] Davis | Toward a stewardship theory of management[END_REF], therefore, management and stewardship are responsible for asset control [START_REF] O'connell | Reflections on stewardship reporting[END_REF]. Stewardship behavior is future-oriented [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF] and stewards perform through ''…structures that facilitate and empower rather than those that monitor and control'' (Davis et al., 1997: 26). Stewards take personal responsibility to maintain a balance between competing self-interests and an intention to safeguard communal welfare [START_REF] Bright | Encouraging social innovation in global organizations: Integrating planned and emergent approaches[END_REF]. Their identification with organization explains that they commit to their organizations even to the extent of making personal sacrifices [START_REF] Davis | The trusted general manager and business unit performance: Empirical evidence of a competitive advantage[END_REF].

Definitions of Stewardship Behavior

Initial stewardship focus on managers [START_REF] Davis | Toward a stewardship theory of management[END_REF] has now been shifted to ''ethical stewardship'' highlighting individuals at different levels (e.g., owners, managers and employees) assuming pro-social values and behaviors in 'covenantal'' interactions with each other [START_REF] Caldwell | Organizational governance and ethical systems: A covenantal approach to building trust[END_REF]. Likewise, these social contracts [START_REF] Donaldson | Ties that bind: A social contracts approach to business ethics[END_REF] have been extended to other levels of society, industry or community [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF]. Stewardship behavior as a construct must be distinguished from altruism or organizational citizenship behavior; it aims at serving collective and wider long-term interests [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF].

Origin of Stewardship Theory

Stewardship behavior has been debated in the academic and practitioner literatures since its emergence [START_REF] Donaldson | Ties that bind: A social contracts approach to business ethics[END_REF][START_REF] Cameron | Positive organizational scholarship[END_REF][START_REF] Pfeffer | The human equation: Building profits by putting people first[END_REF]. With its roots in socio-psychological model of human behavior [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF],

Stewardship theory [START_REF] Davis | Toward a stewardship theory of management[END_REF] is comparatively new theory.

As the psychological part of stewardship theory, stewards being intrinsically motivated, identify themselves with the goals of their organizations and other stakeholders [START_REF] Davis | Toward a stewardship theory of management[END_REF]. The sociological aspects encompass situational drivers of stewardship behavior such as the preference for low power distance, greater involvement-oriented management [START_REF] Davis | Toward a stewardship theory of management[END_REF], a collectivistic culture, collaborative communication, empowerment, and trust [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF].

Stewardship theory has emerged as a counterpart to agency theory, redefining a manager's behavior in terms of pro-organization and collectivistic scenario to serve collective goals rather than fulfilling personal goals (Podrug, 2010). It is an "other-regarding" behavior,

where stewards bind their own utility function to that of others [START_REF] Corbetta | Self-Serving or Self-Actualizing? Models of Man and Agency Costs in Different Types of Family Firms: A Commentary on "Comparing the Agency Costs of Family and Non-Family Firms: Conceptual Issues and Exploratory Evidence[END_REF][START_REF] Davis | Toward a stewardship theory of management[END_REF][START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF]. "A steward" is an employee, who strives to get the best organizational interests, while interests of "an agent" may confront organizational interests and its principals [START_REF] Hill | Stakeholder-agency theory[END_REF]. Therefore, a steward transcends an agent to ensure the welfare of all stakeholders [START_REF] Donaldson | The stakeholder theory of the corporation: Concepts, evidence, and implications[END_REF].

Agency theory is an economics-based paradigm, considering humans as rational actors maximizing their self-interest (e.g., [START_REF] Eisenhardt | Control: Organizational and economic approaches[END_REF][START_REF] Jensen | Theory of the firm: Managerial behavior, agency costs, and ownership structure[END_REF]), even at the cost of collective or other individuals' interests. An agent pursues his personal gains, regardless of the consequences for principals [START_REF] Jensen | Theory of the firm: Managerial behavior, agency costs, and ownership structure[END_REF]. Therefore, organizations employ control mechanisms such as executive compensation schemes (e.g., pay-for-performance) and governance structures (e.g., boards of directors) to ensure a tight alignment between the organizational values and agents' values [START_REF] Deckop | Getting more than you pay for: Organizational citizenship behavior and pay-for-performance plans[END_REF]Demsetz & Lehn, 1985;[START_REF] Eisenhardt | Agency theory: An assessment and review[END_REF][START_REF] Jensen | Organizational theory and methodology[END_REF]. Therefore, in risk management agency theory endorses control mechanisms while stewardship theory encourages trust development [START_REF] Davis | Toward a stewardship theory of management[END_REF].

Stewardship is a pro-social behavior serving long-term utility of other stakeholders than self-serving, short-term opportunistic behavior. This relationship-centered collaboration foments pro-organizational and trustworthy behavior among employees [START_REF] Davis | Toward a stewardship theory of management[END_REF][START_REF] Haskins | Beyond teams: Toward an ethic of collaboration[END_REF]. Stewardship behavior prefers the "the long-term best interests of a group ahead of personal goals that serve an individual's self-interests" (Hernandez, 2008: 122). Stewards possess feelings of autonomy and responsibility [START_REF] Donaldson | Ethics problems and problems with ethics: Toward a pro-management theory[END_REF] to serve best interests of organizational principles by pacing organizational interests above their own [START_REF] Davis | Toward a stewardship theory of management[END_REF][START_REF] Donaldson | The ethereal hand: Organizational economics and management theory[END_REF]. Therefore, for them control mechanism is counterproductive [START_REF] Donaldson | Ethics problems and problems with ethics: Toward a pro-management theory[END_REF]. If viewed from motivational aspects, Stewardship theory posits a more humanistic model of man than the economic view of agency theory (Corbetta & Salvato, 2004b;Donaldson & Davis, 1991). In terms of motivation, an agent is motivated by measureable values. An agent believes in extrinsic motivation (Deci & Ryan, 1987;[START_REF] Lin | Effects of extrinsic and intrinsic motivation on employee knowledge sharing intentions[END_REF][START_REF] Vallerand | Deci and Ryan's Self-Determination Theory: A View from the Hierarchical Model of Intrinsic and Extrinsic Motivation[END_REF]. "These extrinsic rewards form the basis for the reward systems that represent the control mechanisms of agency theory" (Davis, et al., 1997: 28). While an steward is motivated intrinsically, because he/she is more organizational-centric and subordinates his/her personal goals to organizational goals, focusing more on intangible rewards, such as opportunities for growth, well-being, achievement, and affiliation [START_REF] Muth | Stewardship Theory and Board Structure: A Contingency Approach[END_REF]. Table 2.7 summarizes the differences between two theories.

Importance of Stewardship Behavior in Organizational Setting/Management Research

Areas

Though emerged in the area of corporate governance as an alternative to agency theory [START_REF] Davis | Toward a stewardship theory of management[END_REF], the concept of stewardship has been extended to other streams.

Employee supervision [START_REF] Caers | Principal-agent relationships on the stewardship-agency axis[END_REF], decision making [START_REF] Matherne | Multiple Social Identifications and the Family Firm[END_REF], team work (Cuevas-Rodríguez, Gomez-Mejia, & Wiseman, 2012), creativity [START_REF] Kuppelwieser | Stewardship behavior and creativity[END_REF], and nonprofits [START_REF] Caers | Principal-agent relationships on the stewardship-agency axis[END_REF] have been examined through the lens of stewardship theory.

Stewardship literature has also been expanded to family run businesses (e.g. [START_REF] Eddleston | Destructive and Productive Family Relationships: A Stewardship Theory Perspective[END_REF]Madison, Holt, Kellermanns, & Ranft, 2016;[START_REF] Miller | Family governance and firm performance: Agency, stewardship, and capabilities[END_REF][START_REF] Miller | Stewardship vs. stagnation: An empirical comparison of small family and non-family businesses[END_REF][START_REF] Zahra | Culture of Family Commitment and Strategic Flexibility: The Moderating Effect of Stewardship[END_REF]. Family executives have realized the incentives of stewardship behavior. These incentives are visible in the forms of financial dependence, social reputation, and family members' career opportunities. Therefore, family executives advocate the implementation of stewardship behavior in business to secure the long term interest of the firm and all its shareholders (Le Breton [START_REF] Breton-Miller | Agency vs. stewardship in public family firms: A social embeddedness reconciliation[END_REF]. This stream of research predicts diverse pro-organizational outcomes such as performance [START_REF] Eddleston | Destructive and Productive Family Relationships: A Stewardship Theory Perspective[END_REF], innovativeness [START_REF] Craig | The natural environment, innovation, and firm performance: A comparative study[END_REF], and strategic flexibility [START_REF] Zahra | Culture of Family Commitment and Strategic Flexibility: The Moderating Effect of Stewardship[END_REF].

Stewardship has also been examined in start-up companies [START_REF] Arthurs | The Boundaries and Limitations of Agency Theory and Stewardship Theory in the Venture Capitalist/Entrepreneur Relationship[END_REF][START_REF] Wasserman | Stewards, Agents, and the Founder Discount: Executive Compensation in New Ventures[END_REF]. Entrepreneurs are committed to their start-ups [START_REF] Dobrev | Organizational Roles and Transition to Entrepreneurship[END_REF] and tend to identify with their organizations like stewards (Pierce, Kostova, & Dirks, 2001).This intrinsic motivation makes entrepreneurs to behave more likely as stewards than as self-interested agents [START_REF] Arthurs | The Boundaries and Limitations of Agency Theory and Stewardship Theory in the Venture Capitalist/Entrepreneur Relationship[END_REF]. Similarly, the perspective of stewardship has also been studied on company boards like compensation of company board members [START_REF] Thorgren | The Importance of Compensating Strategic Network Board Members for Network Performance: A Contingency Approach[END_REF], board structure [START_REF] Muth | Stewardship Theory and Board Structure: A Contingency Approach[END_REF] and board effectiveness [START_REF] Minichilli | Making Boards Effective: An Empirical Examination of Board Task Performance[END_REF]. These studies explain board members' behavior to build a research model.

Stewardship literature has made its implications in leadership literature as well [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF][START_REF] Caldwell | Leadership, trustworthiness, and ethical stewardship[END_REF]. Being purely descriptive in nature [START_REF] Davis | Toward a stewardship theory of management[END_REF], stewardship theory explains specific leadership styles. Stewardship behavior is one factor that makes servant leaders [START_REF] Barbuto | Scale development and construct clarification of servant leadership[END_REF] to identify them with the organization, to promote employees' participation in decision-making [START_REF] Davis | Toward a stewardship theory of management[END_REF]. Stewardship behavior is also essential key of ethical leadership, when leaders aim to assure the general interest and ensure benefit for all from their organizational activities [START_REF] Gini | Three Critical Characteristics of Leadership: Character, Stewardship, Experience[END_REF]). Leader's stewardship behavior has been empirically

studied to find its relationship with innovation [START_REF] Domínguez-Escrig | The influence of leaders' stewardship behavior on innovation success: the mediating effect of radical innovation[END_REF].

Though stewardship literature has been gaining momentum, however further research exploring the consequences of stewardship is needed [START_REF] Kuppelwieser | Stewardship behavior and creativity[END_REF]. Promoting stewardship behavior in private sector organizations is very important for many reasons [START_REF] Heuer | Defining stewardship: Towards an organisational culture of sustainability[END_REF]; stewardship advocates to build up an economy with a humanistic and sustainable vision [START_REF] Karns | Stewardship: a new vision for the purpose of business[END_REF] and to maintain the sustainability of the planet for future generations. Similarly, it aims to develop community and society in a more constructive way [START_REF] Gini | Three Critical Characteristics of Leadership: Character, Stewardship, Experience[END_REF].

Antecedents of Stewardship Behavior

Despite the momentum, stewardship behavior has achieved in management literature, antecedents responsible for stewardship behaviors [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF] and the role of stewardship framework [START_REF] Kuppelwieser | Stewardship behavior and creativity[END_REF] have not been explored comprehensively. It is very important to study the discrete psychological processes behind stewardship behaviors, incited by organizational level factors [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF]. Though a stream of research addresses this gap by explaining that "a social contract" based on "trust" is responsible for the emergence of stewardship behavior in employees [START_REF] Donaldson | Ties that bind: A social contracts approach to business ethics[END_REF], but fails to answer that which type of trust (e.g., interpersonal and/or institutional) is required and how this trust is built. Later on, [START_REF] Wasserman | Stewards, Agents, and the Founder Discount: Executive Compensation in New Ventures[END_REF] states that organizational structures that promote interpersonal and institutional trust, clear organizational strategy, and psychological ownership can create stewardship behavior among employees. Similarly, the question that how leaders inculcate intrinsic motivation, organizational identification and psychological ownership in their followers to create stewardship (e.g., [START_REF] Wasserman | Stewards, Agents, and the Founder Discount: Executive Compensation in New Ventures[END_REF], is still unexplored in literature.

The determinants of stewardship have been drawn from psychology and sociology [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF]. Psychological determinants are intrinsic motivation spurred by selfefficacy, self-determination, and feelings of purpose, identification with organizational goals, and self-actualization desire [START_REF] Davis | Toward a stewardship theory of management[END_REF]. Stewardship behavior is provoked by higher-order needs (growth, self-fulfillment or achievement) [START_REF] Davis | Toward a stewardship theory of management[END_REF], by a concern for others in the long term and an emotional connection with them [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF]. Stewards are called ''integrator of shared interests'', because they feel ethically obliged to regard others [START_REF] Caldwell | Principal theory and principle theory: Ethical governance from the follower's perspective[END_REF]. Positive affect is also the core element of intrinsic motivation [START_REF] Seo | The Role of Affective Experience in Work Motivation[END_REF]. Empirical research shows that motivational support, contextual support originating from institutional trust and relational support originating from interpersonal trust are some important social antecedents of stewardship behavior [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF]. Similarly, the sociological determinants of employees' stewardship behavior are their preference for involvementoriented management, low power-distance, and collectivistic culture [START_REF] Davis | Toward a stewardship theory of management[END_REF].

A collectivistic culture ensures harmony, shared leadership practices, collaborative communication, empowerment, and trust among organizational members and decentralized organizations maintain low power distance culture, thus facilitating stewardship behavior in employees [START_REF] Davis | Toward a stewardship theory of management[END_REF][START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF].

Though situational determinants of stewardship behaviors have also been studied, but extant research does not explore fully them. In this regard, trust loss situation is a factor that can lessen and even cause cessation of stewardship behaviors [START_REF] Toivonen | The transformative effect of top management governance choices on project team identity and relationship with the organization-An agency and stewardship approach[END_REF], leading to lower performance, because this disturbs a balanced perception of power between employees and employers (Waters, Sevick Bortree, & Tindall, 2013).

Proactive Behaviors

Today, dynamism, uncertainty, rapid innovations, continuous improvements and flexibility are the vital features of competitive organizations, working in challenging global domain [START_REF] Ellis | The Role of Psychological Resources in the Relationship between Work Stressors and Proactive Behavior[END_REF]. To cope with these challenges and competition, organizations not only modify their routines, practices and procedures [START_REF] Seppala | Change-oriented organizational citizenship behavior: An interactive product of openness to change values, work unit identification, and sense of power[END_REF], but they opt to retain employees with proactive behaviors to anticipate opportunities and take initiatives to work effectively [START_REF] Campbell | The proactive employee: Managing workplace initiative[END_REF][START_REF] Griffin | A New Model of Work Role Performance: Positive Behavior in Uncertain and Interdependent Contexts[END_REF][START_REF] Crawshaw | Opportunity, Fair Process and Relationship Value: Career Development as a Driver of Proactive Work Behavior[END_REF] to meet long term goals in an unpredictable environment (e.g., [START_REF] Grant | The Dynamics of Proactivity at Work[END_REF]. Proactive behaviors facilitate employees to adapt to uncertain environment [START_REF] Salanova | A Cross-National Study of Work Engagement as a Mediator between Job Resources and Proactive Behavior[END_REF] by performing work-role efficiently and taking change-oriented initiatives [START_REF] Belschak | Pro-self, prosocial, and pro-organizational foci of proactive behaviour: Differential antecedents and consequences[END_REF] to get sustainable competitive advantage. For the same reason, many organizations regard proactive behaviors important factor to win competitive advantage [START_REF] Bolino | Employee, Manage Thyself: The Potentially Negative Implications of Expecting Employees to Behave Proactively[END_REF][START_REF] Fuller | Promoting Felt Responsibility for Constructive Change and Proactive Behavior: Exploring Aspects of an Elaborated Model of Work Design[END_REF].

Definitions of Proactive Behaviors

Proactive behavior is a high leverage concept that improves the effectiveness of organizations [START_REF] Bateman | Proactive behavior: Meaning, impact, recommendations[END_REF]. Proactive behaviors are self-starting, anticipatory action, change-oriented and future-focused [START_REF] Grant | The Dynamics of Proactivity at Work[END_REF][START_REF] Parker | Making Things Happen: A Model of Proactive Motivation[END_REF], which are defined as "taking initiative in improving current conditions, challenging the status quo rather than passively adapting to present circumstances" (Crant, 2000: 436). Proactive behaviors are also defined as "self-initiated and futureoriented action that aims to change and improve the situation or oneself" (Parker, Williams, & Turner, 2006: 636). In literature, proactive behaviors have been regarded as positive, persistent and desirable behaviors [START_REF] Belschak | Pro-self, prosocial, and pro-organizational foci of proactive behaviour: Differential antecedents and consequences[END_REF]. It is like controlling a situation by causing something to happen rather than waiting to respond to it after it happens [START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF].

The examination of all definitions reflects that taking control, anticipation and selfinitiation are the main constituent ingredients of proactive behaviors. The core purpose of anticipation is to initiate a change [START_REF] Frese | 4. Personal initiative: An active performance concept for work in the 21st century[END_REF][START_REF] Griffin | A New Model of Work Role Performance: Positive Behavior in Uncertain and Interdependent Contexts[END_REF] to improve conditions or oneself. It is very important to mention here that "proactivity" and "proactive personality" are different constructs, possessing different meanings and both are treated in two different strands of literature [START_REF] Tornau | Construct clean-up in proactivity research: A meta-analysis on the nomological net of work-related proactivity concepts and their incremental validities[END_REF]. By definition, proactivity is a personality trait that is a predictor of engagement [START_REF] Bakker | Proactive personality and job performance: The role of job crafting and work engagement[END_REF]. It is a behavioral characteristic that affects engagement and engagement can also cause proactivity [START_REF] Sonnentag | Recovery, Work Engagement, and Proactive Behavior: A New Look at the Interface between Non-Work and Work[END_REF][START_REF] Salanova | A Cross-National Study of Work Engagement as a Mediator between Job Resources and Proactive Behavior[END_REF]. Employees with a proactive personality are masters of their destiny [START_REF] Bateman | The proactive component of organizational behavior: A measure and correlates[END_REF][START_REF] Seibert | What do proactive people do? A longitudinal model linking proactive personality and career success[END_REF]. They can change themselves effectively and they can also bring changes in organizations by taking initiatives [START_REF] Bakker | Proactive personality and job performance: The role of job crafting and work engagement[END_REF]. Therefore, proactivity and proactive behaviors are measured by different scales.

Similarly, proactive behavior is different from adaptive performance. Proactive behavior initiates change in status quo [START_REF] Frese | 4. Personal initiative: An active performance concept for work in the 21st century[END_REF][START_REF] Griffin | A New Model of Work Role Performance: Positive Behavior in Uncertain and Interdependent Contexts[END_REF], while adaptive performance is the modification of individual's behavior to comply with the demands of new or changed situations [START_REF] Pulakos | Adaptability in the workplace: Development of a taxonomy of adaptive performance[END_REF].

Antecedents of Proactive Behaviors

Various individual and organization levels antecedents of proactive behavior have been discussed in existing research [START_REF] Bolino | Employee, Manage Thyself: The Potentially Negative Implications of Expecting Employees to Behave Proactively[END_REF][START_REF] Fuller | Bridge Building within the Province of Proactivity[END_REF]. At individual level, personality differences in employees determine their proactive behaviors.

Individual differences when examined through cognitive motivational states may also explain proactive behaviors [START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF]. Research posits that age, gender, education, abilities, big five personality and positive mood are potential determinants of proactive behaviors at individual level [START_REF] Crant | Proactive Behavior in Organizations[END_REF], Parker et al., 2010). Proactive personality also predicts proactive behaviors [START_REF] Parker | Taking Stock: Integrating and Differentiating Multiple Proactive Behaviors[END_REF]. Among other predictors of proactive behaviors are; anticipatory and future-focused action, which affirms that individuals exhibit proactive behavior who focus greatly on future outcomes in various domains like, for example, learning-orientation behaviors that welcome confrontation and challenges as development opportunities to realize their targets [START_REF] Sujan | Learning orientation, working smart, and effective selling[END_REF]. Learning-orientation behaviors are in turn related to innovation behavior [START_REF] Jannsen | Employees goal orientation, the quality of leadermember exchange, and the outcomes of job performance and job satisfaction[END_REF]) and proactive person-environment fit behavior [START_REF] Tuckey | The influence of motives and goal orientation on feedback seeking[END_REF]. Goal-orientation for improved performance [START_REF] Parker | Taking Stock: Integrating and Differentiating Multiple Proactive Behaviors[END_REF], desire for control [START_REF] Ashford | Proactivity during organizational entry: The role of desire for control[END_REF], self-efficacy [START_REF] Morrison | Taking charge at work: Extrarole efforts to initiate workplace change[END_REF][START_REF] Parker | Taking Stock: Integrating and Differentiating Multiple Proactive Behaviors[END_REF], felt responsibility for change [START_REF] Morrison | Taking charge at work: Extrarole efforts to initiate workplace change[END_REF], and voice [START_REF] Fuller | Promoting Felt Responsibility for Constructive Change and Proactive Behavior: Exploring Aspects of an Elaborated Model of Work Design[END_REF].

At organizational level, among contextual predictors of proactive behaviors are organizational culture, organizational climate, job characteristics, organizational norms, management support, co-worker support, empowerment, etc. [START_REF] Fritz | Antecedents of Day-Level Proactive Behavior: A Look at Job Stressors and Positive Affect during the Workday[END_REF][START_REF] Hashemi | Agricultural Personnel's Proactive Behavior: Effects of Self Efficacy Perceptions and Perceived Organizational Support[END_REF], leader vision [START_REF] Griffin | Leader vision and the development of adaptive and proactive performance[END_REF], leadership style [START_REF] Newman | How servant leadership influences organizational citizenship behavior: The roles of LMX, empowerment, and proactive personality[END_REF], and job autonomy and co-worker trust [START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF] etc.

Consequences of Proactive Behaviors

With workplace becoming more dynamic and decentralized, proactive behavior has become one of the vital predictors of organizational success. Employees' proactive behaviors enable them to emerge as star performers [START_REF] Kelley | How to manage your work life (and become a star)[END_REF] from the pack of employees. Employees with proactive behaviors show a different approach towards their tasks and responsibilities. They are capable of taking charges and responsibilities and can initiate positive changes instead of getting along with the status quo [START_REF] Bateman | Proactive behavior: Meaning, impact, recommendations[END_REF]. For the same reason, now organizations do not seek surveillance management of their employees, instead encourage their employees to take personal initiative to identify and solve problems (Frese et al., 1997). Employees are encouraged to show proactive behavior to instigate change rather than waiting passively [START_REF] Covey | The 7 habits of highly effective people[END_REF] to achieve some tangible outcomes. Employees with proactive behaviors are not perceived as mere puppet;

rather they can deliberate conscious action to take decisions in unfavorable and indecisive conditions [START_REF] Cameron | Positive organizational scholarship[END_REF][START_REF] Cameron | Making the impossible possible[END_REF]. They can build new means or/and can improve some present situations deliberately [START_REF] Bateman | Proactive behavior: Meaning, impact, recommendations[END_REF].

Similarly, when proactive behavior is extended to organizations, then proactive organizations appear distinguished from the rest of the marketplace [START_REF] Bateman | Proactive behavior: Meaning, impact, recommendations[END_REF].

Extant literature recognizes the significance proactive work behavior with respect to organizational management (e.g. [START_REF] Ashford | Proactive feedback seeking: The instrumental use of the information environment[END_REF][START_REF] Bateman | The proactive component of organizational behavior: A measure and correlates[END_REF][START_REF] Ashford | Proactivity during organizational entry: The role of desire for control[END_REF][START_REF] Van Dyne | Helping and voice extra-role behaviors: Evidence of construct and predictive validity[END_REF][START_REF] Morrison | Taking charge at work: Extrarole efforts to initiate workplace change[END_REF][START_REF] Parker | From passive to proactive motivation: The importance of flexible role orientations and role breadth self-efficacy[END_REF][START_REF] Griffin | A New Model of Work Role Performance: Positive Behavior in Uncertain and Interdependent Contexts[END_REF][START_REF] Grant | The Dynamics of Proactivity at Work[END_REF][START_REF] Grant | Getting credit for proactive behavior: Supervisor reactions depend on what you value and how you feel[END_REF].

Owing to the fact that employees do affect their organizational activities and outcomes, the research focus has been shifted from management to employees. It is obvious by the fact that scholarly discussion on proactive behavior of employees has been gaining momentum, for decades [START_REF] Grant | The Dynamics of Proactivity at Work[END_REF].

Proactive behaviors show positive relationship to several individuals and organizational outcomes like improved job performance and satisfaction, career success and satisfaction, role clarity, decreased turnover, social integration, organizational identification, role innovation and task mastery (Ashforth et al., 2007;[START_REF] Grant | Getting credit for proactive behavior: Supervisor reactions depend on what you value and how you feel[END_REF][START_REF] Bolino | Employee, Manage Thyself: The Potentially Negative Implications of Expecting Employees to Behave Proactively[END_REF][START_REF] Griffin | Leader vision and the development of adaptive and proactive performance[END_REF][START_REF] Saks | The Neglected Role of Proactive Behavior and Outcomes in Newcomer Socialization[END_REF]. Likewise, proactive behaviors motivate employees to bring forth creative ideas and productive workforce [START_REF] Unsworth | Proactivity and Innovation: Promoting a New Workforce for the New Workplace[END_REF], thus facilitating innovation in the organization (Strauss et al., 2009), and bringing long term organizational improvement a d effectiveness [START_REF] Fritz | Antecedents of Day-Level Proactive Behavior: A Look at Job Stressors and Positive Affect during the Workday[END_REF]. Proactive behaviors augment individual performance (e.g., Chamberlin, Newton, & Le Pine, 2017), improve career and work success (e.g., Fuller & Marler, 2009), bring improved organizational effectiveness (e.g., [START_REF] Raub | Doing the right thing without being told: Joint effects of initiative climate and general self-efficacy on employee proactive customer service performance[END_REF], and team performance (e.g., [START_REF] Detert | Voice flows to and around leaders: Understanding when units are helped or hurt by employee voice[END_REF]. Research also posits that, proactive behaviors are not isolated incidents that occur at one point in time. Rather, they are informed, cultivated, and constrained by past experiences, successes, and setbacks [START_REF] Grant | The Dynamics of Proactivity at Work[END_REF], and function differently in distinct cultures [START_REF] Morrison | Employee voice and silence[END_REF].

Classifications of Proactive Behaviors

Despite number of empirical research regarding employees' proactive behaviors, there is still lack of integration of consensus regarding proactive behaviors. "There is not uniform agreement on how to best conceptualize and measure proactive behaviors" (Crant, 2000: 437). Previous research identifies certain gaps regarding the inclusion of various types of behaviors within the umbrella term of proactive behaviors. Within the nomological network of proactive behaviors constructs, proactive behaviors include a wide range of proactive behaviors (e.g., [START_REF] Seibert | What do proactive people do? A longitudinal model linking proactive personality and career success[END_REF].

For the same reason, there are different measures to assess proactive behaviors, depending on the definitions. In fact, proactive behavior is an extensive phenomenon. Therefore, several types of behaviors have been assessed as proactive behaviors; such as employees' feedback seeking behavior [START_REF] Ashford | Proactive feedback seeking: The instrumental use of the information environment[END_REF]Ashford, Blatt, & Vande Walle, 2003), network building [START_REF] Morrison | Newcomers' relationships: The role of social network ties during socialization[END_REF], selling critical issues to leaders [START_REF] Dutton | Selling issues to top management[END_REF], proactive socialization tactics [START_REF] Ashford | Proactivity during organizational entry: The role of desire for control[END_REF], helping behavior (Van Dyne & Le Pine, 1998), taking charge [START_REF] Morrison | Taking charge at work: Extrarole efforts to initiate workplace change[END_REF], proactive problem solving and proactive idea implementation [START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF], rational-issue selling [START_REF] Grant | Getting credit for proactive behavior: Supervisor reactions depend on what you value and how you feel[END_REF], and proactive performance [START_REF] Griffin | Leader vision and the development of adaptive and proactive performance[END_REF] etc. Similarly, using one's initiative [START_REF] Hartog | Commitment, affect and initiative at work[END_REF], expressing voice (Le Pine & Van Dyne, 1998), self-initiated role expansions [START_REF] Parker | That's not my job": Developing flexible employee work orientations[END_REF], expanding roles [START_REF] Parker | That's not my job": Developing flexible employee work orientations[END_REF], revising tasks [START_REF] Staw | Task revision: A neglected form of work performance[END_REF], taking initiative in pursuing personal and organizational goals [START_REF] Frese | 4. Personal initiative: An active performance concept for work in the 21st century[END_REF], and actively adapting to new environments [START_REF] Ashford | Proactivity during organizational entry: The role of desire for control[END_REF][START_REF] Saks | Proactive socialization and behavioral selfmanagement[END_REF] are among some other proactive behaviors prevalent in organizations.

Extant research is replete with multitudes of types of proactive behaviors in organizations.

Therefore, depending on various views and research domains, different classifications of proactive behaviors are found in literature. A study by [START_REF] Crant | Proactive Behavior in Organizations[END_REF] categorizes proactive behavior into two; general and specific proactive behaviors. On the contrary, [START_REF] Griffin | A New Model of Work Role Performance: Positive Behavior in Uncertain and Interdependent Contexts[END_REF], [START_REF] Belschak | Pro-self, prosocial, and pro-organizational foci of proactive behaviour: Differential antecedents and consequences[END_REF] and [START_REF] Hashemi | Agricultural Personnel's Proactive Behavior: Effects of Self Efficacy Perceptions and Perceived Organizational Support[END_REF] (Morrison & Phelps, 1999: 403).

Voice is defined as "non-required behavior that emphasizes expression of constructive challenge with intent to improve rather than merely criticize" (Van Dyne & LePine, 1998: 109). Voice is to discuss constructively even employees' contradictory visions about workplace issues to make positive suggestions to improve organizational procedures (Van Dyne & LePine, 1998). It involves social risk associated with criticizing and challenging organizational issues and others to bring changes (e.g., action to avoid the reoccurrence of work problems, by identifying the root cause of problems [START_REF] Frese | 4. Personal initiative: An active performance concept for work in the 21st century[END_REF]. 

2.3: Section 3-The Predictor Variables of Third Essay

The third essay of the thesis deals with the proposed relationships between some noncognitive traits and whistleblowing intentions (internal and external). This section commences with a brief review of non-cognitive traits, then is followed by the literature review of the constructs of the third essays.

Non Cognitive Traits

In organizational behaviors, investigation on personality (non-cognitive) traits of employees can help identifying potential whistleblowers among the observers. Noncognitive traits are stable as well as change over time. This implies that over short

Problem Prevention

Taking Charge Voice

Proactive Behavior period of time, the individuals are unlikely to change their actions, thoughts and feelings. Therefore, to answer the research question of this study, non-cognitive traits can be an appropriate choice. For this thesis, I have selected those non-cognitive traits from a vast array of personality traits, which by their definitions appear relevant to the demands of the whistleblowing intention. After thoughtful consideration, I have selected the predictors of whistleblowing intention to have theoretical justification to follow a strong bottom-up empirical approach. This consideration is crucial to give authenticity to the research. In the stream of management research, the relationship between non-cognitive traits and organizational outcomes is of decisive consequences.

To establish and enhance the validity of personality traits predictors in organizational research, there is a need to search new non-cognitive traits to explain organizational outcomes like grit [START_REF] Ion | Grit in the workplace: Hype or ripe?[END_REF]. In this research, I extend this line of study and apply this tenet by including various other non-cognitive and socioemotional traits along with grit to understand the potential antecedents of whistleblowing intention of employees in organizations. Therefore, the current research contributes to expanding our current scientific understanding in this domain by investigating the importance of other traits relevant to whistleblowing intentions.

It is of crucial significance to acknowledge that non-cognitive traits may affect an employee's intention to blow the whistle. In extant research, big five traits have been studied in relation to certain types of behaviors, beliefs, and attitudes [START_REF] Barrick | The Big Five Personality Dimensions and Job Performance: A meta-analysis[END_REF][START_REF] Paunonen | Big Five factors and facets and the prediction of behavior[END_REF]. Previous research posits that higher levels of neuroticism shows socially negligent attitudes, while higher levels of the conscientiousness, extroversion and agreeableness are related to higher levels of social responsibility and concern for others [START_REF] Maccann | Empirical identification of the major facets of conscientiousness[END_REF].

Skills are widely considered as key elements contributing to the sustainable development of nations and the well-being of individuals. [START_REF] Green | What is skill? An inter-disciplinary synthesis[END_REF] defines skills as human capital and as a personal qualities that are socially determined, capable of producing value and improvable by training and development [START_REF] Green | What is skill? An inter-disciplinary synthesis[END_REF].

Generally, skills are divided into cognitive and non-cognitive skills. According to [START_REF] Pierre | STEP skills measurement surveys: innovative tools for assessing skills[END_REF], cognitive skills involve the ability to understand complex ideas, to adapt effectively to the environment, to learn from experience, to engage in various forms of reasoning, to overcome obstacles by taking thought. They include mental abilities that are used in thinking activities including reading, writing, and numeracy [START_REF] Green | What is skill? An inter-disciplinary synthesis[END_REF]. Past research shows a strong and robust relationship between cognitive skills and organizational outcomes [START_REF] Bowles | The determinants of individual earnings: skills, preferences, and schooling[END_REF][START_REF] Roberts | The structure of conscientiousness: An empirical investigation based on seven major personality questionnaires[END_REF][START_REF] Tyler | Basic skills and the earnings of dropouts[END_REF].

On the other hand, the term "non-cognitive skills" is used to contrast a variety of behaviors, personality characteristics, and attitudes with cognitive skills (academic skills, aptitudes, and attainment) [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF]. The concept was introduced by sociologists [START_REF] Bowles | Schooling in capitalist America: Educational reform and the contradictions of American life[END_REF] to focus on factors like attitudes, motivation and personality traits, rather than academic skills, as determinants of employees' success. Non-cognitive factors are a set of attitudes, behaviors and strategies, which contribute to one's ability to recognize and manage emotions, forsake short-term for long-term gratification, overcome failures, and make more responsible decisions. The causal impact of non-cognitive factors on academic and socioeconomic success has been studied extensively [START_REF] Krüger | Do non-cognitive skills act as mediators in the teaching and learning process? Evidence for Argentina[END_REF].

Non-cognitive skills are defined as the "patterns of thought, feelings and behaviors" [START_REF] Borghans | The role of noncognitive skills in explaining cognitive test scores[END_REF] that are socially determined and can be developed throughout the lifetime to produce value. Non-cognitive skills are defined as "personality traits, attitudes, character skills, motivations, and preferences", which is an astonishingly broad characterization having effects on economics, education, psychology and other domains [START_REF] Kautz | Fostering and Measuring Skills: Improving Cognitive and Non-Cognitive Skills to Promote Lifetime Success[END_REF]. The label "non-cognitive" is a controversial one. The appropriate term for this set of attributes remains controversial. For the most part of literature, the expressions "traits", "skills" and "abilities" are used interchangeably to describe non-cognitive skills responsible for individual heterogeneities [START_REF] Humphries | On the interpretation of non-cognitive skills-What is being measured and why it matters[END_REF]. These abilities have also been called socio-emotional skills, soft skills, character, emotional intelligence, social cognitive skills, and meta-cognitive learning skills [START_REF] Heckman | Fostering and measuring skills: Interventions that improve character and cognition[END_REF]. Many researchers use "non-cognitive" consistently because it is common and a clearly superior alternative term has not emerged (e.g. [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF][START_REF] Holbein | Childhood Skill Development and Adult Political Participation[END_REF][START_REF] Humphries | On the interpretation of non-cognitive skills-What is being measured and why it matters[END_REF][START_REF] Lundberg | Non-cognitive skills as human capital[END_REF]. For this reason, recent research uses the term "non-cognitive" skills as a generic term for a whole set of constructs to differentiate individuals (e.g. [START_REF] Borghans | The role of noncognitive skills in explaining cognitive test scores[END_REF][START_REF] Koch | Behavioral economics of education[END_REF].

Non-cognitive skills are composed of multiple abilities and traits which are separate from cognitive aptitude (e.g., [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF][START_REF] Heckman | Fostering and measuring skills: Interventions that improve character and cognition[END_REF][START_REF] Park | A tripartite taxonomy of character: Evidence for intrapersonal, interpersonal, and intellectual competencies in children[END_REF]. Conceptually, whereas cognitive ability involves logic, reasoning, and memory; non-cognitive or psychosocial ability involves self-regulation, executive functioning, top-down processing, motivation, and sociability [START_REF] Holbein | Childhood Skill Development and Adult Political Participation[END_REF]. Non-cognitive and cognitive abilities require different areas and networks within the human brain. Empirical work supports this conceptual distinction. For example, measures of cognitive ability and measures of psychosocial ability load onto two distinct factors [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF][START_REF] Park | A tripartite taxonomy of character: Evidence for intrapersonal, interpersonal, and intellectual competencies in children[END_REF]. Non-cognitive skills can be enhanced through interventions [START_REF] Holbein | Childhood Skill Development and Adult Political Participation[END_REF].

Importance of Cognitive & Non-Cognitive Traits

Though in literature, cognitive and non-cognitive skills are treated as distinct entities.

But the fact is that "few aspects of human behaviors are devoid of cognition" (Borghans et al., 2008: 974). However, in research, generally the term "non-cognitive skills" is used as a distinct entity to maintain consistency with previous research [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF]. The existing empirical literature conducted in the contexts of various countries suggests that the contributions of non-cognitive skills along with cognitive skills are important determinants of success and achievement. Effects of noncognitive skills, along with cognitive skills have been established empirically in the research on academic and workplace achievement. In academic attainments, research has been conducted to show the effects of non-cognitive skills like personality traits i.e.

self-discipline, control and self-esteem, conscientiousness and openness to experience [START_REF] Duckworth | Self-discipline outdoes IQ in predicting academic performance of adolescents[END_REF][START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF][START_REF] Borghans | The role of noncognitive skills in explaining cognitive test scores[END_REF].

Similarly, effects of non-cognitive skills on workplace achievements have also been studied. Though cognitive skills such as IQ and the intelligence factor are considered the most important determinants of success, the importance of non-cognitive skills cannot be negated. The role played by locus of control, discipline, patience or motivation, self-esteem on employment status, work experience, occupational choice and earnings have been studied in the UK and the USA contexts [START_REF] Bowles | The determinants of individual earnings: skills, preferences, and schooling[END_REF][START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF].

Practical Implications in Literature

A strand of literature concurs that skills other than cognition are important in explaining heterogeneity in behaviors and outcomes of different individuals [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF][START_REF] Koch | Behavioral economics of education[END_REF].

Research shows that different personality traits, behavioral tendencies and competencies under the umbrella term of "non-cognitive skills" are significant predictors of economic outcomes including wages, earnings [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF], individual development and aggregate economic performance (e.g [START_REF] Hanushek | The role of cognitive skills in economic development[END_REF], social behavior and health [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF], and relationship stability [START_REF] Lundberg | Non-cognitive skills as human capital[END_REF].

In literature, non-cognitive skills are considered as important outcomes of the educational process and also as antecedents of human capital [START_REF] Bowles | Schooling in capitalist America: Educational reform and the contradictions of American life[END_REF][START_REF] Weiss | High school graduation, performance, and wages[END_REF]. A study analyzing effects of non-cognitive skills on individual achievement shows that "personality, persistence, motivation, and charm determine success in life" [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF].

In a wide range of studies from a variety of disciplines, researchers have established an association between non-cognitive skills and academic outcomes [START_REF] Bowles | The determinants of individual earnings: skills, preferences, and schooling[END_REF][START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF]. Furthermore, these researchers have suggested that investing in the development of these non-cognitive factors would yield high returns in future educational and employment outcomes, and help close the attainment gap between advantaged and disadvantaged young people (e.g., [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF]. Now a growing attention from policymakers to develop and enhance these 'character' or 'soft' skills in individuals for better and improved outcomes show significant place of noncognitive skills [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF][START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF].

There is some debate over how malleable non-cognitive skills are. In research, when non-cognitive skills are considered the Big Five, then they are marked as stable psychological characteristics" (Gerber et al. 2011: 265). Conversely, non-cognitive skills are also treated in literature as attributes that are not set in stone at birth" but are instead teachable (Heckman & Kautz 2014: 4).

Categorization

The extant literature shows that different authors extract different sub-components from the pool of non-cognitive skills depending on the type and domain of research being conducted. While cognitive ability clearly maps into the concept of intelligence, the interpretation of the non-cognitive factor depends on the various measures and behaviors used in its construction. Non-cognitive factors are generally difficult to interpret and do not easily map into pre-existing taxonomies such as economic preferences or personality traits. As different papers use different constructions of noncognitive skills, it is difficult to reach a standard model of categorization of noncognitive skills [START_REF] Humphries | On the interpretation of non-cognitive skills-What is being measured and why it matters[END_REF].

Generally, across sub-fields (e.g. economic psychology, education, economics and behavioral economics) and across papers within sub-fields, the measurement and interpretation of non-cognitive skills varies widely due to the different motives and available data sources [START_REF] Humphries | On the interpretation of non-cognitive skills-What is being measured and why it matters[END_REF]. For instance, due to data availability, the labor and education literature have focused on survey questions and reported early-life behaviors to construct a single measure of non-cognitive skills [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF]. One factor that determines which measure of non-cognitive skills is used in the empirical economic literature is often dictated by data availability.

Several studies, for instance, use either the Rotter measure of internal (external)locus of control, defined as the degree to which an individual perceives success or failure as being dependant on one's own action, or selfreported measures of self-esteem (e.g. [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF]. In his relatively recent review of this literature, Heckman, 2008, lists as non-cognitive skills motivation, socio-emotional regulation, time preference, personality factors and the ability to work with others.

Different sub-fields tend to have different motives when constructing/categorizing noncognitive factors for their research, which may explain the lack of standardization.

Researchers sometimes rely on formal models to determine the nature and dimension of the skills to be estimated [START_REF] Humphries | On the interpretation of non-cognitive skills-What is being measured and why it matters[END_REF]. But sometimes, the researchers include those components that are identified as relevant to the motives and area of research [START_REF] Zhou | Non-cognitive skills: definitions, measurement and malleability[END_REF]). An examination of previous literature shows that in their research, [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF] summarize the existing evidence on how 'non-cognitive skills' can be defined and measured to improve non -cognitive skills in children and young people through selected interventions. In this research, the study aims to improve non -cognitive skills in children and young people by assessing the causal impact of non-cognitive skills in them. Therefore, depending on the domain of study, [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF] identify and include eight non-cognitive skills in their study such as; self-perception of ability, motivation, perseverance, self-control, meta-cognitive strategies, social competencies, resilience and coping, and creativity.

Positive associations between each of these eight non-cognitive skills and academic achievement have been demonstrated in some social studies [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF].

But [START_REF] Zhou | Non-cognitive skills: definitions, measurement and malleability[END_REF] in his research, identifies and focuses on three non-cognitive skillsperseverance/grit, self-control, and social skills. He discards [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF] identification stating that operational definitions are not clear for selfperception of ability, motivation, meta-cognitive strategies, resilience and coping as well as creativity. And there is little consistency among researchers about how to measure these five skills. [START_REF] Zhou | Non-cognitive skills: definitions, measurement and malleability[END_REF] study aims to examine the malleability of non-cognitive skills, but for these five skills, malleability through training and intervention or global generalizability is limited [START_REF] Zhou | Non-cognitive skills: definitions, measurement and malleability[END_REF]. Therefore, Zhou focuses on three non-cognitive skills-perseverance/grit, self-control, and social skills in his research. Similarly, another survey on effects of cognitive and non-cognitive skills on employability sorts and identifies openness, workplace attitude, decision making, achievement striving and mind set factor as important determinants among noncognitive skills [START_REF] Nikoloski | Cognitive and non-cognitive skills affect employment outcomes: Evidence from Central Asia[END_REF].

In research, one dimensional skill or ability has been used to differentiate organizational members. Some researchers have also used a two-factor framework [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF]. Even, if researchers use various components to extract multi-dimensional heterogeneity, generally, they do not focus on what skills, traits, or differences the types are capturing (Humphires & Kosse, 2017). Now more recent research has taken a somewhat different approach. This literature uses the term "non-cognitive" (or soft) skills as a generic term for a whole set of constructs to differentiate individuals (e.g. [START_REF] Borghans | The role of noncognitive skills in explaining cognitive test scores[END_REF][START_REF] Koch | Behavioral economics of education[END_REF].

As stated above, for researchers different research motives and availability of data sources determine the selection of various non-cognitive components [START_REF] Humphries | On the interpretation of non-cognitive skills-What is being measured and why it matters[END_REF].

But many researchers advocate using multi-factor non-cognitive constructs in research to grab a comprehensive understanding of certain outcomes. In this context, [START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF] state that "we choose these measures because of their availability in the NLSY79.

Ideally, it would be better to use a wider array of psychological measurements and ... to connect them with more conventional measures of preference parameters in economics" (p. 429).

Research posits that models comprising of richer sets of validated constructs and measures of non-cognitive skills can predict outcomes better as compared to single or two-factor models (Humphires & Kosse, 2017). Understanding what different non-cognitive constructs measure allows us to create concord across the various studies, creating the potential for improved policy making (Humphires & Kosse, 2017). The category of 'noncognitive skills' can include a very broad range of characteristics including motivation, confidence, tenacity, trustworthiness, perseverance, and social and communication skills.

Each of these factors has a long and distinct history of theoretical and methodological approaches, and different instruments exist to assess them.

Research states that there does not seem to be one non-cognitive skill that is the crucial "silver bullet" that predicts positive outcomes for organizational members. Rather, there are many skills that are inter-linked and the enhancement of one of these skills without improvement of the others is unlikely to lead to lasting changes [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF].

What this review suggests, ultimately, is that it is essential to keep a broad view, and consider non-cognitive skills in combination [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF]. We argue that despite significant gaps in the evidence, there are areas of promise, and that further, longterm studies will help to build the case for investing in the development of non-cognitive skills and improving outcomes for young people [START_REF] Gutman | The impact of non-cognitive skills on outcomes for young people[END_REF]. [START_REF] Zaccaro | Trait-based perspectives of leadership[END_REF] in his study on leadership argues that combinations of traits (referred also as attributes in extant literature), integrated in conceptually meaningful ways, are more likely to predict leadership than additive or independent contributions of several single traits [START_REF] Zaccaro | Trait-based perspectives of leadership[END_REF]. The same argument can be extended to whistleblowing research.

For this reason, we opt for including various predictors in our research.

Many studies use the "Big Five" personality assessment test to measure noncognitive skills. However, research suggests that, while the Big Five personality traits may have strong predictive power in explaining performance and outcomes, they are relatively stable over the lifecycle and largely impacted by the culture. For this research, I have focused on those personality traits and socio-emotional skills, which, firstly can have positive organizational outcomes and, secondly, can be enhanced through interventions (trainings). 

In this study, I intend to study the impact of those attributes which are malleable, for the reason that whistleblowing is a dynamic process. A study by

Grit

Grit is a non-cognitive trait that is a predictor of success regardless of life situation, character of occupation, etc. [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Along with other non -cognitive variables, grit-non-cognitive trait-has been acknowledged as a strong predictor of academic and socioeconomic success and performance [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]Duckworth & Quinn, 2009). This causal relationship has been established in research [START_REF] Durlak | The impact of enhancing students' social and emotional learning: A meta-analysis of school-based universal interventions[END_REF]. Non-cognitive are factors that control one's ability to identify and administer emotions, give up short-term for long-term fulfillment, and surmount setbacks. They are attitudes, behaviors and strategies including motivation, perseverance, self-control, and grit and many others [START_REF] Eades | Emotional Intelligence, Grit and Personality as Predictors of Successful Enrollment Counselors in Non-traditional Christian Higher Education[END_REF].

Grit is a non-cognitive factor that has been defined as "working strenuously toward challenges, maintaining effort and interest over years despite failure, adversity, and plateaus in progress" [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Grit is also defined as "perseverance and passion for long-term goals" [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF](Duckworth et al., : 1087) ) and as "… not just resilience in the face of failure, but also having deep commitments that you remain loyal to over many years" (Duckworth as quoted in Perkins-Gough, 2013: 16).

History/Background

Grit has been treated as a promising construct in psychology and leadership domains. The origin of grit to predict individuals' outcomes can be dated back to [START_REF] Galton | Hereditary genius: An inquiry into its laws and consequences[END_REF] work.

Galton systematically investigated biographical information of famous personalities in various fields, like science, poetry, music, art, and the law to extract the potential predictors of their accomplishments. He found that besides their inherent talent, these all personalities possessed the combined ability of "zeal," and the "capacity for hard labor" (p. 38).

Galton's perception of zeal and the capacity for hard work corresponds to grit. Grit is composed of two facets; perseverance and consistency of interest, which make grit as a predictor of the completion of challenging goals despite impediments and failures [START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF]. Consistency of interest is the tendency to take on a definite direction and the ability to concentrate one's activities around the chosen direction. It is a predictor of the number of job changes (Duckworth & Quinn, 2009). Perseverance can be defined as the ability for long-term work, even in the face of adversity or setbacks. In prior research, perseverance has been studied as an antecedent and an outcome. It has been established an outcome of optimistic attribution style, self-efficacy, goal orientation, and depletion of self-control resources (e.g., [START_REF] Bandura | Self-efficacy: Toward a unifying theory of behavioural change[END_REF][START_REF] Elliott | Goals: An approach to motivation and achievement[END_REF]. As a predictor, the significance of perseverance has been advocated by [START_REF] Ryans | The measurement of persistence: An historical review[END_REF] that "the existence of a general trait of persistence, which permeates all behavior of the organism, has not been established, though evidence both for and against such an assumption has been revealed" (p. 737). Contemporarily, empirical research is being carried on the trait of perseverance [START_REF] Peterson | Character strengths and virtues[END_REF].

Though initially neglected in workplace settings, the significant roles played by various non-cognitive traits have been debated since past decades [START_REF] Guion | Validity of personality measures in personnel selection[END_REF]. With the emergence of personality frameworks, like the Five-Factor Model (FFM), the importance of other non-cognitive traits has also been recognized and investigated in organizational contexts [START_REF] Judge | The contributions of personality to organizational behavior and psychology: Findings, criticisms, and future research directions[END_REF]. Existing literature confirms non-cognitive traits as better predictors of job performance and work relevant outcomes than cognitive variables (e.g. [START_REF] Schmidt | The validity and utility of selection methods in personnel psychology: Practical and theoretical implications of 85 years of research findings[END_REF]. Since its emergence, grit has become a topic du jour and its relevance to various work-related outcomes has been proliferated. It is more predictive and has more incremental validity than Five-Factor Model (FFM) to explain organizational citizenship behavior, in-role performance, counterproductive work behaviors and job satisfaction [START_REF] Ion | Grit in the workplace: Hype or ripe?[END_REF].

Various non-cognitive variables have been studied as determinants of academic performance like personality traits such as conscientiousness [START_REF] Porapat | A meta-analysis of adult-rated personality and academic performance in primary education[END_REF], test anxiety [START_REF] Hembree | Correlates, causes, effects, and treatment of test anxiety[END_REF], emotional intelligence [START_REF] Perera | The relationship of trait emotional intelligence with academic performance: a meta-analytic review[END_REF]. Along with other non -cognitive variables, grit has also been highly advocated to as a significant personality trait to predict success and performance [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]Duckworth & Quinn, 2009). In this regard, a study proposes that "committing to a purpose in life may encourage individuals to develop those characteristic that help them to achieve their long-term aims, such as a gritty disposition" (Hill, Burrow, & Bronk, 2014: 266). This implies that individuals with grit remain unshaken and undaunted to pursue their aims and possess stamina to cope with adversity, emerging stronger and performing better to ride out rough times. Duckworth puts it like this in an online article "The gritty person approaches achievement as a marathon… Setbacks don't set them back...The gritty person sticks with it, whereas others might be distracted by boredom, failure, adversity, or plateaus." This feature of gritty individuals is unlike conscientious one, who respect authority, follow socially prescribed norms. Gritty individuals do not accept the status quo. "If you look at the profile for someone who's realized creative success, they can't be conventional," Mr.

Roberts says. As per an old cliché, quitters never win; grit enables individuals to be flexible and to see hurdles as challenge not as threat. The gritty individuals give optimistic explanations for events, and focus on what they can do to tackle the situation.

Grit as a Construct

Grit has been built on the theories of positive behavioral psychology and has emerged as a new construct [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]Duckworth & Quinn, 2009). In literature, grit is considered as a higher-order construct composed of two lower-order facets: "perseverance of effort" and "consistency of interest" (see Figure 2.2).

Perseverance means to work hard even in the face of setback, while consistency means not to change goals and interests frequently. It signifies that when an individual pursues his goals, he may face some failures and hurdles initially, but still he continues hard work for hours to achieve his goals. These two facets distinct and form the subscales to measure grit. Both facets are included in original Grit Scale [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] and the Short Grit Scale (Duckworth & Quinn, 2009). Study posits that both facets should be used to measure an overall perspective of grit [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. Through confirmatory factorial analyses, the hierarchical structure of grit with two lower-order facets has been retrieved and, accordingly, Grit is regarded as unidimensional in nature (e.g. [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. Likewise, theoretical reasons for the reassessment of the nature of the grit construct have been examined empirically [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. Grit contribution to performance and its general position within the nomological network have been studied in a meta-analytic synthesis of empirical literature on grit [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. The debate that if grit is a higher-order construct comes with mixed results. Some studies do not support this claim (e.g. [START_REF] Datu | Perseverance counts but consistency does not! Validating the Short Grit Scale in a collectivist setting[END_REF][START_REF] Datu | Sense of relatedness is linked to higher grit in a collectivist setting[END_REF], whereas other studies confirm this strong correlation [START_REF] Meriac | Work ethic and grit: An examination of empirical redundancy[END_REF]. It is important to mention here that meta-analytic study by [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF] support that a stronger relation of two facets for short grit scale exists as compared to the original grit scale. 

Perseverance of Effort Consistency of Interest

GRIT

Therefore, this dissertation is in line with the advocacy of [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF] and the discussion supporting two facets by [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] that "…neither factor was consistently more predictive of outcomes than the other, and in most cases, the two together were more predictive than either alone" [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF](Duckworth et al., : 1091)).

Correlation of Grit with other variables

Grit is a distinct trait, though in literature researchers have explored the correlation of grit Duckworth, 2014). Grit is a non-cognitive ability that may increase with age [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Other empirical studies give relation of grit with other non-cognitive variables like Big Five traits [START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF], optimism (e.g., [START_REF] Lovering | Psychological and physical characteristics of U.S. marine recruits[END_REF], suicide ideation [START_REF] Blalock | Stability amidst turmoil: Grit buffers the effects of negative life events on suicide ideation[END_REF], and intended persistence in academic programs [START_REF] Bowman | Keep on truckin' or stay the course? Exploring grit dimensions as differential predictors of educational achievement, satisfaction, and intentions[END_REF] etc.

The conceptual similarities between grit and other constructs like will power, tenacity, determination, persistence of motives etc. call for a need to establish formally discriminant validity of grit relative to these related constructs [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. Using the types of methodologies to determine discriminant validity e.g., Mulitrait-multimethod matrices, confirmatory factor analyses, distinctiveness of grit as a construct can be established [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. Grit has not become a victim to what Kelley (1998) called the "jangle fallacy"the belief that two things are different simply because they have different names. [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF] have proven that grit is a distinct construct.

In fact, research on grit is not new to psychology [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF]. More recently, researchers have examined many trait-like constructs that consist of persistence and consistency like proactivity (e.g., [START_REF] Crant | The proactive personality scale and objective job performance among real estate agents[END_REF], persistence (e.g., De Fruyt, [START_REF] De Fruyt | Cloninger's psychobiological model of temperament and character and the five-factor model of personality[END_REF], industriousness (e.g., [START_REF] Eisenberger | Learned industriousness[END_REF], need for achievement [START_REF] Mcclelland | How motives, skills, and values determine what people do[END_REF], conscientiousness, and some of the facets of conscientiousness such as industriousness, self-control, and order [START_REF] Roberts | The structure of conscientiousness: An empirical investigation based on seven major personality questionnaires[END_REF]. Extant research confirms that grit is distinct from constructs like conscientiousness and need for achievement [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]Duckworth & Quinn, 2009;[START_REF] Mcclelland | The achieving society[END_REF][START_REF] Perkins-Gough | The significance of grit: A conversation with Angela Lee Duckworth[END_REF]. Challenge incentives are important for individuals high in need for Achievement. The presence of challenge-incentive makes them work harder [START_REF] Mcclelland | How motives, skills, and values determine what people do[END_REF]. Individuals high in grit keep on working hard, even if no positive feedback is present. Similarly, "self-control" and "grit" are different constructs, though are used interchangeably. Self-control is defined as the ability to maintain self-discipline and avoid impulsive behaviors [START_REF] Tangney | High self-control predicts good adjustment, less pathology, better grades, and interpersonal success[END_REF]. Definition of self-control shows that self-control is required in a conflicting situation with two possible impulses-one corresponding to a momentarily alluring goal and the other corresponding to a more valued goal whose benefits are deferred in time, more abstract, or otherwise more psychologically distant [START_REF] Maglio | Distance from a distance: Psychological distance reduces sensitivity to any further psychological distance[END_REF]. Though grit has element of courage, yet it differs from hardiness [START_REF] Maddi | Relationship of hardiness, grit, and emotional intelligence to internet addiction, excessive consumer spending, and gambling[END_REF]. Both facets of grit are highly linked to courage and ensure that individuals will copy with stressful situations to deal with adversities.

Similarly, there exists another objection on grit in research. Though the incremental validity of grit goes beyond other predictors such as conscientiousness and IQ (e.g., [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF], grit and conscientiousness highly overlap [START_REF] Credé | Much ado about grit: a meta-analytic synthesis of the grit literature[END_REF].

Both are highly correlated with each other (Duckworth & Quinn, 2009) and show an individual's tendency to persist in goal-related endeavors (MacCann, [START_REF] Maccann | Empirical identification of the major facets of conscientiousness[END_REF]. In the same vein, [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] posit that though grit can be one facet of Big Five conscientiousness, but it shows immense resilience and efforts. Unlike conscientiousness, grit does not represent the efforts invested in various unconnected activities. A gritty individual does not work hard for some tasks at hand; rather he/she works assiduously for some higher-order objectives over extremely long period of time.

Therefore, grit proves its incremental predictive validity over and above Big Five conscientiousness and IQ for achievement outcomes [START_REF] Paunonen | Big Five factors and facets and the prediction of behavior[END_REF][START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF], in predicting educational attainment (e.g. Duckworth & Quinn, 2009), summer training completion [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF], Whole Candidate Score [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF], associated college and graduate school grade point averages (e.g. Duckworth & Quinn, 2009) and teacher effectiveness (e.g. [START_REF] Duckworth | Positive predictors of teacher effectiveness[END_REF].

Consequences of Grit

Grit has been recognized as a core factor to the success of highly accomplished individuals [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Grit is believed to be greatly distinct from cognitive ability [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]Duckworth & Quinn, 2009;[START_REF] Perkins-Gough | The significance of grit: A conversation with Angela Lee Duckworth[END_REF][START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF]. A meta-analytic research shows a positive correlation of cognitive ability with grit, as important predictor of academic and workplace performance [START_REF] Schmidt | The validity and utility of selection methods in personnel psychology: Practical and theoretical implications of 85 years of research findings[END_REF].

Grit not only determines academic success but also affects employment, marriage stability, future exercise, good health behaviors, and lower incarceration rates [START_REF] Chiteji | Time preference, noncognitive skills and well being across the life course: do noncognitive skills encourage healthy behavior?[END_REF][START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF][START_REF] Heckman | The effects of cognitive and noncognitive abilities on labor market outcomes and social behavior[END_REF][START_REF] Lee | Relationships among grit, academic performance, perceived academic failure, and stress in associate degree students[END_REF]. To achieve high accomplishment, a continuous deliberative effort is indispensible to gain expertise (Krampe & Ericcson, 1996) and success [START_REF] Duckworth | Deliberate practice spells success: Why grittier competitors triumph at the National Spelling Bee[END_REF].

The decisive roles played by grit have been established in various domains; like the educational achievement [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF][START_REF] Strayhorn | What role does grit play in the academic success of blackmale collegians at predominantlywhite institutions[END_REF], teacher effectiveness (Duckworth et al., 2009;[START_REF] Robertson-Kraft | True grit: Trait-level perseverance and passion for long-term goals predicts effectiveness and retention among novice teachers[END_REF], academic performance at elite universities [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF], the ratio of cadets retention [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] (Tovar-García, 2017), career stability (Duckworth & Quinn, 2009) etc. Grit is found to be negatively correlated with stress [START_REF] Lee | Relationships among grit, academic performance, perceived academic failure, and stress in associate degree students[END_REF].

Another stream of literature examines grit-performance relationship through moderation.

If the performance domain is clear yet difficult, then individuals with high grit show better performance [START_REF] Macnamara | Deliberate practice and performance in music, games, sports, education, and professions: A meta-analysis[END_REF]. This relationship is also moderated by other individual differences like ability and meta-cognition [START_REF] Credé | A meta-analytic review of the Motivated Strategies for Learning Questionnaire[END_REF], or the level of grit itself (Vanhove, Herian, et al., 2015). Similarly, the mediation effect of grit along with growth mindset on individual posits that individuals' self-esteem can be increased by increasing their growth mindset and grit [START_REF] Lee | Mediating effect of growth mindset and grit between human rights victimization and self-esteem[END_REF].

Another stream of research posits that grit can be taught [START_REF] Perkins-Gough | The significance of grit: A conversation with Angela Lee Duckworth[END_REF], which means that individuals' levels of grit can be increased through intervention programs and performance of teachers and students can be enhanced through intervention [START_REF] Shechtman | Promoting grit, tenacity, and perseverance: Critical factors for success in the 21st century[END_REF]. Literature manifests that grit as a success predictor has been studied most of the time in educational domain. Until now, little attention has been paid to examine significance of grit in terms of organizational and workplace consequences.

Therefore, to extend this line of research to workplace outcome, [START_REF] Ion | Grit in the workplace: Hype or ripe?[END_REF] examine effects of grit on job performance, organizational citizenship behaviors, counterproductive work behaviors and job satisfaction. In the same period, studied have been conducted to show effects of grit on various phenomena like grit along with innovativeness as predictors of entrepreneurial success (Mooradian, Matzler, Uzelac, & Bauer, 2017).

Similarly, research shows a negative relationship between grit and assessment and positive relationship between locomotion and grit [START_REF] Mueller | Passion and grit: An exploration of the pathways leading to venture success[END_REF]. [START_REF] Datu | Sense of relatedness is linked to higher grit in a collectivist setting[END_REF] has examined social and contextual antecedents of grit in non-Western context [START_REF] Datu | Sense of relatedness is linked to higher grit in a collectivist setting[END_REF].

Grit is found to be moderately related to work ethic [START_REF] Meriac | Work ethic and grit: An examination of empirical redundancy[END_REF].

Political Skill

Political perspectives of organizations have been prevailing and influencing organizational theory and research since last century [START_REF] Mintzberg | Power in and around organizations[END_REF][START_REF] Pfeffer | Power in organizations[END_REF].

In organizations, the reality and concepts are socially constructed and enacted among individuals. Individuals aspire to get benefits of organizational resources and rewards like vertical promotions, salary raises and other monetary and non-monetary compensations.

For this, the individuals have to display their individual abilities, performance, and potential politically to influence the perceptions of others around them (Vigoda-Gadot & Drory, 2006;Ferris & Treadway, 2012).

Political skill is a comparatively new construct that has emerged more than four decades ago as a requisite ability of employees to be effective in organizations [START_REF] Ferris | Political skill in organizations[END_REF]. [START_REF] Pfeffer | Power in organizations[END_REF] was one of the first, who has used the term political skill in the academic literature and asserted its need for employees to be successful in an organization.

Organizations are considered as inherently political arenas [START_REF] Mintzberg | Power in and around organizations[END_REF], so individuals need to possess both political skills and political will for their survival and success in organizations. It is important to assume that along with intelligence and hard work for career success, performance and effectiveness, other factors like social astuteness, positioning, and savvy should also be considered [START_REF] Mintzberg | Power in and around organizations[END_REF].

Definitions of Political Skills

Political skill is defined as ''the ability to effectively understand others at work, and to use such knowledge to influence others to act in ways that enhance one's personal and/or organizational objectives'' (Ahearn, Ferris et al. 2004: 311). Political skill refers to a social ability to influence others to achieve desired goals and is thought to be critical to personal success [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF]. Political skill is formally defined as, 'the ability to effectively understand others at work, and to use such knowledge to influence others to act in ways that enhance one's personal and/or organizational objectives' (Ferris et al., 2005: 127).

Certainly, the effective career management greatly depends on individuals' competencies and potentials that involve impression management to win positive performance assessment [START_REF] Greenhaus | Career dynamics[END_REF]. This approach is facilitated by the use of influence tactics, influential networking and strong reputational capital [START_REF] Baruch | Career issues[END_REF]. It is very important to note at this point that the terminology 'political skill' has been treated throughout the literature in the organizational context, paying no heed to governmental politics [START_REF] Blickle | Political will, work values, and objective career success: A novel approach-The Trait-Reputation-Identity Model[END_REF]. Political skill has been weighed as a positive skill, and politically skilled employees utilize their political savvy to attain desirable workplace and career outcomes for themselves and others.

In research, the term political skill was first used by [START_REF] Pfeffer | Power in organizations[END_REF], who suggested the importance of political skill to be successful and proposed that this construct should be developed further. [START_REF] Ferris | Perceptions of organizational politics: Theory and research directions[END_REF] identify the gap in previous research that exists between what and how of political skills. Previous literature answers what aspect of the political skill by explaining the influence tactics or political behaviors, but does not explain critically that how these tactics are selected and executed appropriately [START_REF] Ferris | Perceptions of organizational politics: Theory and research directions[END_REF]. To bridge this gap, Ferris et al. (1999) developed a preliminary, concise sixitem, uni-dimensional scale, which is further developed by [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF] in an attempt to examine the conceptualization, measurement and validity of the political skill construct. In the derivation of the construct (political skill), [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF] have followed the integrative dispositional-situational approach to personality as suggested by researchers like [START_REF] Murtha | Toward an interactionist taxonomy of personality and situations: An integrative situational-dispositional representation of personality traits[END_REF]. [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF] posit in their research that individuals with high political skill know how to appreciate social situations at work precisely and behave accordingly and appear to be sincere. Political skill is a personality trait [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF].

Components of Political Skills

Political skill is a multidimensional construct composed of four related, yet distinct dimensions [START_REF] Snell | The relative importance of political skill dimensions for predicting managerial effectiveness[END_REF]. The four facets are social astuteness, networking ability, interpersonal influence and apparent sincerity (see Figure 2.3). In research, political skill is taken as a broad set of social competencies that encompasses the facets of affectivity-understanding and apparent sincerity, cognitiveknowledge and social astuteness, and behavior-influence, interpersonal influence, and networking ability [START_REF] Ferris | Political skill in organizations[END_REF].

Social astuteness enables individuals to precisely recognize, understand, and interpret their behavior and the behavior of others to shape their social interactions. [START_REF] Pfeffer | Managing with power: Politics and influence in organizations[END_REF] recognizes social astuteness as being sensitive to others to identify with others to achieve set objectives. This is a significant cognitive aspect of political skill to understand and evaluate the motivations and desires of other individuals. Research posits that social astuteness is strongly related with self-monitoring, conscientiousness, and political savvy and is a strong predictor of job performance among the four dimensions [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF].

Apparently sincere individuals behave to maintain themselves as genuine, trustworthy, well-intentioned, and devoid of ulterior motives to win the confidence of others around them. But apparent sincerity is effective in the presence of other people to ensure that it does not appear to be manipulative [START_REF] Brouer | Political skill dimensionality and impression management choice and effective use[END_REF].

Interpersonal influence is desirable to achieve one's personal and/or organizational goals. Ferris et al. (2005, p. 129) define interpersonal influence of individuals as ''appropriately adapting and calibrating their behavior to each situation in order to elicit particular responses from others.'' The interpersonal influence is what [START_REF] Pfeffer | Managing with power: Politics and influence in organizations[END_REF] names as "flexibility" to adapt one's behavior in different contextual settings to get things done [START_REF] Ferris | Political skill in organizations[END_REF].Individuals adapt their behavior to what seems appropriate after keen observation and perception of the social context to draw desired responses from others. It comes into play when the others are around to see the execution of the influence tactics.

Networking ability of individuals aims to establish meaningful contacts with influential others at work through strong coalitions. Networking ability can be considered as a strategic approach to build networks with the objective to achieve personal resource and information gain [START_REF] Brouer | Political skill dimensionality and impression management choice and effective use[END_REF]. Individuals with better network ability capitalize on their networks to access information and resources. This access helps them in identifying the potential opportunities in the environment [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF].

Networking ability also helps create a social network to get access to the embedded social capital. Lin ( 2001) posits networking as one component of social capital, which is defined as ''resources embedded in a social structure that are accessed and/or mobilized in purposive actions'' (p. 29).

These main components are further categorized into two on the basis of operationalization of political skills: an intra-psychic and an interpersonal level [START_REF] Ferris | Political skill in organizations[END_REF]. Research posits that social astuteness and networking ability operate at the intra-psychic level, while interpersonal influence and apparent sincerity function at the interpersonal level [START_REF] Brouer | Political skill dimensionality and impression management choice and effective use[END_REF].

Intra-psychic processes are cognitive in nature, helping in opportunity recognition and goal creation [START_REF] Brouer | Political skill dimensionality and impression management choice and effective use[END_REF]. Social astuteness helps individuals to understand their surrounding and those elements working within it to identify the potential opportunities and goals and the agents who to influence to achieve the ends. Opportunity recognition can be a passive signaling, prompting the individuals to actively search the opportunities to get success [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF]. Once information of opportunities has been derived from the surroundings and the others, a politically skilled individual capitalizes on his interpersonal influence and apparent sincerity to make the most of this knowledge [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF] to affect others. The intra-psychic dimensions of political skill have two benefits (a) identification of opportunities and organizational resources and the way to make best use of them, and (b) enhanced interpretation of social cues for understanding the social surroundings [START_REF] Brouer | Political skill dimensionality and impression management choice and effective use[END_REF]. Therefore, socially astute and well networked individuals can identify their success-oriented goals using their opportunity-recognition ability through societal and contextual cues [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF].

Interpersonal influence and apparent sincerity shape individuals interaction with others, at interpersonal level [START_REF] Ferris | Political skill in organizations[END_REF]. Interpersonal influence encourages flexibilty and apparent sincerity ensures genuineness and both have an effect when other individuals are around to see their effects [START_REF] Brouer | Political skill dimensionality and impression management choice and effective use[END_REF]. After acquiring knowledge of social situations through social astuteness and networking ability, a politically skilled individual maneuvers his/her behavior through interpersonal influence and apparent sincerity to utilize this knowledge [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF] to affect others.

Figure 2.3: Components of Political Skills

Antecedents of Political Skill

Extant research lacks in comprehensive examination of antecedents of political skill and its dimensions [START_REF] Blickle | Political will, work values, and objective career success: A novel approach-The Trait-Reputation-Identity Model[END_REF]. Individuals perceive personal and/or environmental control affect their political skills to the greater extent [START_REF] Ferris | Political skill in organizations[END_REF], as internally locus and self-efficacious individuals are self-confident and believe to control their environment. Therefore, composite political skill and interpersonal influence are positively related to self-efficacy [START_REF] Ferris | Political skill construct and criterion-related validation: A two-study investigation[END_REF].

The perceptiveness premise shows that dispositional constructs like self-monitoring and conscientiousness positively affect social astuteness [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF][START_REF] Ferris | Political skill in organizations[END_REF].

While emotional recognition ability is another dispositional construct that affect composite political skill [START_REF] Momm | It pays to have an eye for emotions: Emotion recognition ability indirectly predicts annual income[END_REF].

Affability dispositional theme refers to a likeable, pleasant, and outgoing orientation as displayed in the traits like agreeableness, extraversion, and positive affectivity (Ferris et al., 2007). Positive affectivity and extraversion are positive determinants of composite political skill [START_REF] Kolodinsky | Nonlinearity in the relationship between political skill and work outcomes: Convergent evidence from three studies[END_REF] while extraversion affect the interpersonal influence, social astuteness, and networking ability dimensions of political skill [START_REF] Liu | Dispositional antecedents and outcomes of political skill in organizations: A four-study investigation with convergence[END_REF][START_REF] Ferris | Political skill construct and criterion-related validation: A two-study investigation[END_REF] and humility (being one with others') is also a dispositional precursor of political skill [START_REF] Smith | A qualitative study of high reputation plant managers: Political skill and successful outcomes[END_REF].

Similarly, individuals' emotional intelligence may be another important predictor of political skill [START_REF] Meisler | Exploring emotional intelligence, political skill, and job satisfaction[END_REF][START_REF] Momm | It pays to have an eye for emotions: Emotion recognition ability indirectly predicts annual income[END_REF].

The active influence premise is composed of those action-oriented dispositional constructs that affect political skill. In this premise, proactive personality is supposed to be associated with composite political skill [START_REF] Liu | Dispositional antecedents and outcomes of political skill in organizations: A four-study investigation with convergence[END_REF] and network building [START_REF] Thompson | Proactive personality and job performance: A social capital perspective[END_REF], while self-motivation is related to composite political skill [START_REF] Smith | A qualitative study of high reputation plant managers: Political skill and successful outcomes[END_REF]. Political skill can be enhanced or/and achieved through interactions with skilled mentors as well as through behavioral role modeling (Blass et al., 2007;[START_REF] Ferris | Political skill in organizations[END_REF].

Consequences of Political Skills

Researchers have been eager to explore that how political skill can benefit individuals in organizations in discharging their tasks effectively [START_REF] Munyon | Political skill and work outcomes: A theoretical extension, meta-analytic investigation, and agenda for the future[END_REF], as job performance has been the raison d'etre and the ultimate criterion of interest for organizational scientists [START_REF] Organ | A new kind of performance for industrial and organizational psychology: Recent contributions to the study of organizational citizenship behavior[END_REF]. In the same stream, study by [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF] has confirmed a positive relation of political skill to annual internal performance ratings. Similarly, among other social effectiveness constructs like emotional intelligence, self-efficacy, and self-monitoring, political skill shows incremental variance with respect to performance ratings [START_REF] Semadar | Comparing the validity of multiple social effectiveness constructs in the prediction of managerial job performance[END_REF].

Meta analytic research posits that political skill is one of the significant job performance predictors among general mental ability (GMA) and the 'Big Five' personality variables personality and is associated with various types of contextual and task performances [START_REF] Blickle | Role of political skill in job performance: Prediction beyond general mental ability and personality in cross-sectional and predictive studies[END_REF][START_REF] Munyon | Political skill and work outcomes: A theoretical extension, meta-analytic investigation, and agenda for the future[END_REF]. Political skill also predicts organization-and individual-directed organizational citizenship behaviors than selfefficacy [START_REF] Jawahar | Self-efficacy and political skill as comparative predictors of task and contextual performance: A two-study constructive replication[END_REF].

Interpersonal facilitation shows the degree, to which employees are professed to be considerate, supportive, and caring [START_REF] Van Scotter | Interpersonal facilitation and job dedication as separate facets of contextual performance[END_REF]. Politically skilled individuals are highly found to display interpersonal facilitations towards those around them (Blickle et al., 2011).

Extant research not only sheds light on the effects and boundary conditions of political skill, but also explores the mechanism through which political skill of individuals controls performance norms [START_REF] Blickle | Political will, work values, and objective career success: A novel approach-The Trait-Reputation-Identity Model[END_REF]. A study shows that reputation mediates the political skill-job performance relationship [START_REF] Liu | Dispositional antecedents and outcomes of political skill in organizations: A four-study investigation with convergence[END_REF]. Politically skilled individuals tend to seek others' favorable reputations, by behaving appropriately to win others' confidence and to appear sincere. This in turn, affects others' evaluation [START_REF] Liu | Dispositional antecedents and outcomes of political skill in organizations: A four-study investigation with convergence[END_REF]. Another study proves the same result by showing that both self-efficacy and reputation mediate political skill-performance relationship [START_REF] Munyon | Political skill and work outcomes: A theoretical extension, meta-analytic investigation, and agenda for the future[END_REF].

Political Skill has been studied in research as a moderator and a mediator of the employee characteristics and job performance relationship [START_REF] Blickle | Personality, political skill, and job performance[END_REF]Blickle, Schneider, et al., 2011;[START_REF] Meurs | Political skill as moderator of the trait sincerity-task performance relationship: A socioanalytic, narrow trait perspective[END_REF] and as a moderator of the impression management and job performance relationship (Harris et al., 2007;Treadway, Ferris, et al., 2007).

Importance of Political Skills in different areas

Political skill has been considered in the research positively affecting perceived external mobility, career and life satisfaction, and promotions received [START_REF] Todd | Career success implications of political skill[END_REF], supervisors', peers', and direct-reports' assessments of an individual's promotability [START_REF] Gentry | Political skill as an indicator of promotability among multiple rater sources[END_REF], overall career success, objective career success (hierarchical position) and subjective career success (career satisfaction) [START_REF] Munyon | Political skill and work outcomes: A theoretical extension, meta-analytic investigation, and agenda for the future[END_REF]. Possession of political skill equally increases performance at the individual level [START_REF] Blickle | Personality, political skill, and job performance[END_REF]. [START_REF] Liu | Dispositional antecedents and outcomes of political skill in organizations: A four-study investigation with convergence[END_REF] found that political skill is positively related to job performance. Even politically skilled managers can act as antidote against a negative environment to enhance the job performance of their employees [START_REF] Brouer | The moderating effects of political skill on the perceived politics-outcome relationships[END_REF].

Individuals better equipped with political skill can manage and neutralize social, personal and organizational stressors. Politically skilled individuals can neutralize the adverse effects of physiological strain and psychological anxiety [START_REF] Perrewé | Neutralizing job stressors: Political skill as an antidote to the dysfunctional consequences of role conflict[END_REF] and can manage stress when confronted with role overload, anxiety, job tension, job dissatisfaction [START_REF] Perrewé | Political skill: An antidote in the role overload-strain relationship[END_REF]. In research, buffering role of political skill has been established when individuals feel stressed arising due to the ambiguity and uncertainty of the workplace environment due to prevalent of politics [START_REF] Rosen | Stresses, swaps, and skill: An investigation of the psychological dynamics that relate work politics to employee performance[END_REF] or strain by sharp degree of felt accountability [START_REF] Hochwarter | Political skill as neutralizer of felt accountabilityjob tension effects on job performance ratings: A longitudinal investigation[END_REF].

Political skill plays its positive role in the face of emotional exhaustion, job tension, depressed mood at work) originating from workplace ostracism [START_REF] Wu | Coping with workplace ostracism: The roles of ingratiation and political skill in employee psychological distress[END_REF] and moderating effect on the relationship of perceived social stressors (conflicts with supervisors, coworkers, negative feedback) and job and career dissatisfaction [START_REF] Harvey | Attenuating the effects of social stress: The impact of political skill[END_REF].

In the leadership literature, political skill has been discussed in connection with leadership processes and effectiveness and follower perceptions of and reactions to leader's political skill (cf. [START_REF] Ferris | Political skill in the organizational sciences[END_REF], performance of leaders having social astuteness and interpersonal [START_REF] Ahearn | Leader political skill and team performance[END_REF] and leadership effectiveness [START_REF] Snell | The relative importance of political skill dimensions for predicting managerial effectiveness[END_REF].

Empirical research shows that leader political skill is positively related to followers' perceptions of organizational support that ensure reduced organizational cynicism and increased job satisfaction leading to higher organizational commitment [START_REF] Treadway | Leader political skill and employee reactions[END_REF]. The effect of cultural context shows that political skill has notably been related with leadership in the US [START_REF] Brouer | Leader political skill, relationship quality, and leadership effectiveness: A two-study model test and constructive replication[END_REF] with its different dimensions [START_REF] Snell | The relative importance of political skill dimensions for predicting managerial effectiveness[END_REF] and role in Chinese cultures [START_REF] Wei | Political skill, supervisor-subordinate guanxi and career prospects in Chinese firms[END_REF].

Political Skills as a Construct

In the domain of political skill, its formal definition [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF], operation [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF], theoretical background [START_REF] Ferris | Political skill in organizations[END_REF], conceptual delineation (Ferris et al., 2005(Ferris et al., , 2007) ) have established empirically political skill as a construct [START_REF] Semadar | Comparing the validity of multiple social effectiveness constructs in the prediction of managerial job performance[END_REF]. To measure political skill, there exist four scales. 6-item Ferris et al. (1999) [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF][START_REF] Ferris | Political skill construct and criterion-related validation: A two-study investigation[END_REF] prove empirically that though political skill is positively related to but is distinct from conscientiousness, political savvy, selfmonitoring, and emotional intelligence [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF]. Meta-analytic research also asserts these findings [START_REF] Munyon | Political skill and work outcomes: A theoretical extension, meta-analytic investigation, and agenda for the future[END_REF]. Political skill is a higher-order factor (i.e., through second-order factor analysis) and contains four dimensions (i.e., social astuteness, interpersonal influence, apparent sincerity, networking ability) [START_REF] Ferris | Political skill construct and criterion-related validation: A two-study investigation[END_REF]. This offers freedom to researchers to measure this construct either at aggregate level, or at the dimensional level depending on the nature and scope of the study. Similarly, Lvina and colleagues (2012) find cross-cultural stability and equivalence across five different cultures.

Emotional Intelligence

Extant literature is replete with testimonials claiming that emotional intelligence (EI) predicts individual success in different spheres of life like domestic, academic, professional and relationships [START_REF] Barchard | Does emotional intelligence assist in the prediction of academic success?[END_REF][START_REF] Gibbs | The EQ factor[END_REF][START_REF] Lam | Is emotional intelligence an advantage? An exploration of the impact of emotional and general intelligence on individual performance[END_REF] even better than intelligence quotient (IQ) [START_REF] Goleman | Emotional intelligence: Why it can matter more than IQ[END_REF]. The role of emotional intelligence (EI) in different scientific domains has also been flourishing [START_REF] Joseph | Emotional intelligence: An integrative metaanalysis and cascading model[END_REF].

EI can be broadly defined as the knowledge and/or competencies to effectively deal with emotions to regulate social and emotional behaviors (Salovey & Mayer, 1990;[START_REF] Zeidner | The science of emotional intelligence: Current consensus and controversies[END_REF][START_REF] Petrides | Ability and trait emotional intelligence[END_REF]. EI is all about dealing with one's own emotions or the emotions of other individuals, which are significant in different life domains [START_REF] Zeidner | The science of emotional intelligence: Current consensus and controversies[END_REF].

Definitions

Although the literature on EI is profuse, there is no consensus regarding the definition and measurement of the construct. Efforts continue to refine the models and measurements of EI [START_REF] Keefer | Self-report assessments of emotional competencies: A critical look at methods and meanings[END_REF]. EI has been defined in many ways. For example, [START_REF] Gardner | Frames of mind: The theory of multiple intelligences[END_REF] has added some personality variables (i.e., persistence and optimism, to the definition). [START_REF] Tett | Development and validation of a self-report measure of emotional intelligence as a multidimensional trait domain[END_REF] define EI as the tendency to make decisions in accordance with feelings instead of rationality. [START_REF] Mayer | Emotional intelligence meets traditional standards for an intelligence[END_REF] define EI as a cognitive ability to comprehend and reason about emotions. [START_REF] Salovey | Emotional intelligence. Imagination[END_REF] have defined EI as "the ability to perceive accurately, appraise, and express emotions; the ability to access and/or generate feelings when they facilitate thought; the ability to understand emotions and emotional knowledge; and the ability to regulate emotions to promote emotional and intellectual growth" (Mayer & Salovey, 1997: 10). The examination of concept of EI shows that it overlaps with other constructs like social intelligence, empathy, emotion regulation and alexithymia etc. For this reason, [START_REF] Petrides | Ability and trait emotional intelligence[END_REF]Furnham (2000, 2001) propose a conceptual distinction between two types of EI, i.e., trait EI and ability EI.

The ability EI perspective conceptualizes EI as a constellation of cognitive-emotional abilities to recognize, process, and utilize emotion-laden information, located in extant frameworks of human intelligence [START_REF] Petrides | Ability and trait emotional intelligence[END_REF]. It involves actual abilities and it measures with 'maximum performance' tests, and it is directly applicable to cognitive ability [START_REF] Petrides | Trait emotional intelligence: psychometric investigation with reference to established trait taxonomies[END_REF]. On the other hand, trait EI is defined as "a constellation of emotional self-perceptions located at the lower levels of personality hierarchies" (Petrides, Pita, & Kokkinaki, 2007: 26). Trait EI is comprised of "behavioral dispositions and self-perceived abilities" concerning one's ability to recognize, process, and utilize emotion-laden information and should be measured through self-report questionnaires. It is related to the study of personality domains (Petrides & Furnham, 2001: 426) such as empathy, impulsivity, and assertiveness as well as elements of social intelligence [START_REF] Thorndike | Intelligence and its uses[END_REF] and personal intelligence (Gardner, 1983).

History/Origin of Emotional Intelligence

The distal origin of EI can be traced back to the concept of "social intelligence" developed by [START_REF] Thorndike | Intelligence and its uses[END_REF]. Social intelligence means that individuals possess various types of intelligence, which determine their ability to appreciate and manage other individuals, and to act wisely in human relations accordingly. The proximal roots of EI lie in the work of Gardner (1983) and, more specifically, his concepts of intrapersonal and interpersonal intelligence that have been later incorporated by [START_REF] Petrides | The role of trait emotional intelligence in academic performance and deviant behavior at school[END_REF]. The phenomenon of EI has its presence in the literature since long [START_REF] Greenspan | Emotional intelligence[END_REF]. The construct has been introduced its present form by Salovey & Mayer (1990). [START_REF] Goleman | Emotional intelligence: Why it can matter more than IQ[END_REF] best-selling book and a subsequent lead article in TIME magazine [START_REF] Gibbs | The EQ factor[END_REF] are other two propelling reason behind the prominence of EI in research.

The concept that EI is an ability to deal with emotions comes forth with the work of Salovey & Mayer (1990).The introduction of EI in the scientific literature is partially based on the work of Gardner (1983), who differentiated the concept of intelligence in multiple dimensions. Specifically, Gardner proposed that the emotional aspect of intelligence consists of two dimensions: intrapersonal and interpersonal intelligence. Later on, the term EI was used in the work of [START_REF] Salovey | Emotional intelligence. Imagination[END_REF], who were the first to propose the systematic theoretical account of the construct (Mayer, DiPaolo & Salovey1990;Salovey & Mayer, 1990). [START_REF] Salovey | Emotional intelligence. Imagination[END_REF], defined EI is "a kind of social intelligence that enables individuals to monitor the emotions of others and their own emotional status" (p. 187). Accordingly, [START_REF] Salovey | Emotional intelligence. Imagination[END_REF] distinguished emotion appraisal in the self from emotion appraisal in others, as well as emotion regulation in the self from emotion regulation in others. However, in their Four-Branch Model, they revised this previous definition and added the components of emotion use and emotion understanding to their conceptualization. Later on, [START_REF] Goleman | Emotional intelligence: Why it can matter more than IQ[END_REF] ability EI and trait EI. Following [START_REF] Siegling | Measures of ability and trait emotional intelligence[END_REF] the differentiation between trait EI and ability EI is predicated mainly on the method used to measure the construct and not on the elements (facets) that the various models are hypothesized to encompass.

Emotions are implicated in many aspects of everyday life. EI is a useful explanatory variable because it captures individual differences in affective self-evaluations and organizes them into a single framework, thus integrating the emotion-related facets that are presently scattered across the basic personality dimensions. That most of the construct's variance overlaps with these dimensions is neither surprising nor problematic,

given that the main function of higher-order personality traits is to summarize variance in the traits lower down the hierarchy.

In general, theoretical paradigm conceptualizes Emotional Intelligence from one of three perspectives; ability EI, Trait EI or mixed model. Ability models link EI to the realm of cognitive ability. Mixed models define EI as a blend of cognitive, motivational, and affective constructs, stating that EI is not a type of intelligence (e.g., spatial ability) due to the combining of intellective and non-ability traits (personality characteristics such as optimism and well-being). While, trait EI recognizes EI is a non-cognitive capability [START_REF] Shi | Validation of emotional intelligence scale in Chinese university students[END_REF]. Many researchers (e.g. [START_REF] Petrides | On the dimensional structure of emotional intelligence[END_REF][START_REF] Tett | Development and validation of a self-report measure of emotional intelligence as a multidimensional trait domain[END_REF] distinguish between two EI constructs, depending on whether the operationalization process is based on self-report (as in personality questionnaires) or on maximum performance (as in IQ tests). Therefore, the two major and overarching perspectives are the ability-and trait-positions of EI [START_REF] Siegling | Measures of ability and trait emotional intelligence[END_REF]. For current study, I rely on the definition of EI by Salovey & Mayer.

Key Facets/Components of EI

EI Model by Mayer & Salovey model identifies four dimensions to explain EI [START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF]. These dimensions are (1) Self appraising and identification of emotions (2)

Recognizing and appraising of emotions in others (3) Self-regulation of emotions (4)

Facilitating and use of emotions (see Table 2.8).

The theoretical antecedents of EI have been presented in many research manuscripts [START_REF] Ciarrochi | Measuring emotional intelligence in adolescents[END_REF]Salovey & Mayer, 1990). Broadly speaking, the construct of EI posits that individuals differ in the extent to which they attend to, process, and utilize affect-laden information of an intrapersonal (managing one's own emotions) or interpersonal (managing others' emotions)

nature. There are several salient conceptualizations, differing primarily in their scope, with some being relatively narrow [START_REF] Mayer | What is emotional intelligence[END_REF] and others relatively broad [START_REF] Goleman | Emotional intelligence: Why it can matter more than IQ[END_REF][START_REF] Bar-On | BarOn emotional quotient inventory[END_REF][START_REF] Petrides | Trait emotional intelligence: psychometric investigation with reference to established trait taxonomies[END_REF].

With respect to the theoretical domain of the construct, these conceptualizations overlap, sometimes substantially. Thus, for example, 'emotional self-awareness' is a facet common to all salient conceptualizations of EI. Nevertheless, there is a crucial way in which the various approaches to the study of EI differ. As further explained below, this difference concerns the measurement of the construct. 

Regulation of Emotions (ROE)

People's ability to regulate their emotions, which will enable a more rapid recovery from psychological distress.

Use of Emotions (UOE)

Ability of individuals to make use of their emotions by directing them towards constructive activities and personal performance. Source: [START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF] 

Consequences of IE

Thus, it has been found that EI is related to goal orientation and life satisfaction (Martinez-Pons, 1997), and depression [START_REF] Dawda | Assessing emotional intelligence: Reliability and validity of the Bar-On Emotional Quotient Inventory (EQ-i) in university students[END_REF]. In one of the few experimental studies in the area, [START_REF] Ciarrochi | Measuring emotional intelligence in adolescents[END_REF] showed that a specific facet of EI (emotion self-regulation) is related to mood management behavior. Because of its comprehensive coverage of affect-related traits, EI has wide range of psychological assessment applications like in the fields of clinical [START_REF] Hansen | Emotional intelligence and clinical disorders[END_REF], physical health [START_REF] Keefer | Emotional intelligence and physical health[END_REF], occupational [START_REF] Furnham | The importance and training of emotional intelligence at work[END_REF], and educational contexts [START_REF] Parker | The role of emotional intelligence in education[END_REF].

The potential contributions of EI in the workplace have also been explored. For example, high EI has been related to desirable outcomes on various work and career measures, such as higher levels of job satisfaction and perceived organizational justice, lower turnover intentions and burnout [START_REF] Carmeli | The relationship between emotional intelligence and work attitudes, behavior and outcomes[END_REF][START_REF] Law | The construct and criterion validity of emotional intelligence and its potential utility for management studies[END_REF][START_REF] Law | The effects of emotional intelligence on job performance and life satisfaction for the research and development scientists in China[END_REF][START_REF] Meisler | Empirical exploration of the relationship between emotional intelligence, perceived organizational justice and turnover intentions[END_REF][START_REF] Sy | Relation of employee and manager emotional intelligence to job satisfaction and performance[END_REF][START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF], transformational leadership, success in job interviews, and job performance [START_REF] Day | Using an ability-based measure of emotional intelligence to predict individual performance, group performance, and group citizenship behaviours[END_REF][START_REF] Joseph | Emotional intelligence: An integrative metaanalysis and cascading model[END_REF][START_REF] Mayer | Emotional intelligence: New ability or eclectic traits?[END_REF][START_REF] Sy | Relation of employee and manager emotional intelligence to job satisfaction and performance[END_REF][START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF]. It is believed that that individuals' ability to maintain a positive emotional state and reduce the extent to which negative emotions are experienced is relevant in the workplace as well. Individuals high in EI can focus on required inputs and desired outputs. They are less likely to recall and ruminate about disturbing events that occurred in the workplace [START_REF] Meisler | Empirical exploration of the relationship between emotional intelligence, perceived organizational justice and turnover intentions[END_REF]. Another study on EI shows that the high EI group performs better than the low EI group. Emotional dispositions can affect emotion perception [START_REF] Malatesta | Emotion cognition interaction in personality development: a discrete emotions, functionalist analysis[END_REF][START_REF] Petrides | Trait emotional intelligence: Behavioural validation in two studies of emotion recognition and reactivity to mood induction[END_REF] and depressive tendencies and deficits in empathic skills are associated with decreased perceptual sensitivity to emotional expressions [START_REF] Riggio | Social skills and empathy[END_REF][START_REF] Wexler | Decreased perceptual sensitivity to emotion-evoking stimuli in depression[END_REF][START_REF] Petrides | Trait emotional intelligence: Behavioural validation in two studies of emotion recognition and reactivity to mood induction[END_REF]. Research also shows that the high EI group is generally more sensitive to the mood manipulations than the low EI group [START_REF] Petrides | Trait emotional intelligence: Behavioural validation in two studies of emotion recognition and reactivity to mood induction[END_REF].

Its significance in the academic literature has also been investigated [START_REF] Ciarrochi | Emotional intelligence moderates the relationship between stress and mental health[END_REF][START_REF] Mayer | Selecting a measure of emotional intelligence: the case for ability scales[END_REF][START_REF] Petrides | Trait emotional intelligence: Behavioural validation in two studies of emotion recognition and reactivity to mood induction[END_REF][START_REF] Roberts | Does emotional intelligence meet traditional standards for an intelligence? Some new data and conclusions[END_REF]. Likewise, research shows that trait EI is related academic achievement and deviant behavior at school, especially for disadvantaged and vulnerable adolescents [START_REF] Petrides | The role of trait emotional intelligence in academic performance and deviant behavior at school[END_REF][START_REF] Reiff | The relation of LD and gender with emotional intelligence in college students[END_REF].

Instruments to measure EI

The rise of EI in various important research areas has stimulated the development of various EI instruments. Still there has been substantial debate on the format of these instruments (i.e. ability tests or self-reported questionnaires) [START_REF] Roberts | Emotional intelligence: Toward a consensus of models and measures[END_REF]. For this study, I employ the Wong and Law EI scale (WLEIS). The WLEIS scale has been developed by [START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF].

It is a 16-item self-report measure of EI encompassing four dimensions of EI, such as Self emotional appraisal (SEA), others emotional appraisal (OEA), regulation of emotions (ROE) and utilization of emotions (UOE), which can be combined into a single EI measure by computing an average score for the 16 items [START_REF] Kafetsios | Emotional intelligence and job satisfaction: Testing the mediatory role of positive and negative affect at work[END_REF][START_REF] Sy | Relation of employee and manager emotional intelligence to job satisfaction and performance[END_REF].. This is 5-point Likert scale, where 1 indicates "strongly disagree" and a score of 5 indicates "strongly agree.

This 16-item self-report scale is consistent with Mayer and Salovey's definition of EI [START_REF] Mayer | What is emotional intelligence[END_REF]. This is based on the ability model presented by various scholars (Ashkanasy & Daus, 2005;[START_REF] Daus | The case for the ability-based model of emotional intelligence in organizational behavior[END_REF][START_REF] Sy | Relation of employee and manager emotional intelligence to job satisfaction and performance[END_REF]. Extant research has analyzed the robustness of this scale in different cultures and different ethnic and gender groups [START_REF] Law | The construct and criterion validity of emotional intelligence and its potential utility for management studies[END_REF][START_REF] Law | The effects of emotional intelligence on job performance and life satisfaction for the research and development scientists in China[END_REF][START_REF] Shi | Validation of emotional intelligence scale in Chinese university students[END_REF] to establish its validity and reliability. Its factor structure, internal consistency, convergent validity, and discriminate validity have been supported in research [START_REF] Law | The construct and criterion validity of emotional intelligence and its potential utility for management studies[END_REF][START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF]. The WLEIS has been developed particularly for use in workplace settings and in organizations [START_REF] Law | The construct and criterion validity of emotional intelligence and its potential utility for management studies[END_REF][START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF]. This scale has been proved a comparatively better predictor of job performance than the MSCEIT, the task-based test of EI [START_REF] Law | The effects of emotional intelligence on job performance and life satisfaction for the research and development scientists in China[END_REF].

Self-Monitoring

Self-monitoring is a desirable quality and is related with better personal performance, such as popular public appearance, enhanced impression management, pleasant relationships, and leadership [START_REF] Snyder | On the nature of self-monitoring: Matters of assessment, matters of validity[END_REF]Day, Schleicher, Unkless & Hiller, 2002). Self-monitoring is indicative of one's social efficiency, interpersonal proficiency, and capacity to appreciate which behaviors are properly fitting across situations [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. High selfmonitors, in particular, are receptive of social cues, whereas low self-monitors pay no heed to social indicators, as they possess low desire and efficiency to modify their self-management across social settings. Literature review on self-monitoring is being conducted to confirm its relevance to the whistleblowing on theoretical grounds in organizational contexts. This aims to explore the idea that if differences in the monitoring and display of self, have some whistleblowing related implications. Self-monitoring, is a variable that is mainly related with individuals' "active construction of public selves to achieve social ends" (Gangestad & Snyder, 2000: 546). For many reasons, self-monitoring as a non-cognitive predictor of whistleblowing has been considered. First in extant literature, no study has explored the relationship of whistleblowing in terms of self-monitoring. Secondly, literature shows that individual differences in self-monitoring affect various job outcomes, such as performance in the workplace, leadership emergence in work groups, conflict management, information management, impression management, and boundary spanning [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF][START_REF] Kilduff | Do chameleons get ahead? The effects of selfmonitoring on managerial careers[END_REF]. Whistleblowing creates conflict, affects job performance and also needs information management; therefore, self-monitoring makes a sound ground to be used to extend this stream of study to whistleblowing. Thirdly, self-monitoring theory clearly predicts the influences of self-monitoring orientation on how individuals shape social worlds [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF]. And, lastly, individuals' differences in predictable patterns of changeability across situations can be helpful in predicting organizational behaviors like whistleblowing [START_REF] White | Identity and control Princeton[END_REF].

History/Origin of Self-Monitoring

Since its emergence, during last five decades, self-monitoring has been investigated in research as a major construct of interest in the personality psychology literature [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF][START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. Self-monitoring theory states that individuals differ meaningfully in the extent to which they can and do engage in the expressive control (i.e. monitoring) of their action [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF].

In their routine life, individuals frequently interact with others. This interaction determines how individuals perceive themselves. Their perceptions of themselves are reflected during their interactions with others. Interactionism explains the continuous processes between self-identity of individuals, their social interactions and the ways they develop meaning (Blumer, 1986). For over five decades, research has focused to examine the relationship between interactions and self-identity in self-presentation and impression management (e.g., [START_REF] Goffman | The presentation of self in everyday life[END_REF][START_REF] Leary | Self-presentation: Impression management and interpersonal behavior[END_REF][START_REF] Snyder | Self-monitoring of expressive behavior[END_REF]. In this regard, [START_REF] Goffman | The presentation of self in everyday life[END_REF] is one of the authors, who states that individuals' interactions present their self-image, and individuals tend to orient their actions strategically to create and maintain a desired image. Individuals project their image to make other see them as just, upright, and honorable individuals to maintain their positive impressions [START_REF] Goffman | The presentation of self in everyday life[END_REF].

In the domain of impression management, self-monitoring is of the most studied personality traits (e.g., [START_REF] Fandt | The management of information and impressions: When employees behave opportunistically[END_REF][START_REF] Leone | Concern for self-presentation and self-congruence: Selfmonitoring, Machiavellianism, and social contacts[END_REF][START_REF] Turnley | Achieving desired images while avoiding undesired images: Exploring the role of self-monitoring in impression management[END_REF]. Self-monitoring is the process whereby individuals monitor (regulate, control, and observe) their own behavior interpersonal relationships and social situations to display desirable traits [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF][START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF]. Individuals differ in the degree to which they display their behaviors' monitoring and regulation.

Depending on the degree of Self-Monitoring, Individuals can be categorized as High Self-Monitors and Low Self-Monitors (see Table 2.9).

Definitions of Self-Monitoring

The theory of self-monitoring contends that "people differ in the extent to which they can and do engage in expressive control", i.e., the extent to which they "value, create, cultivate and project social images and public appearances" (Gangestad & Snyder, 2000: 530-531). High self-monitors have the "ability to perceive social cues and adapt their behavior to impress others, while low self-monitors do not adapt to the situation, instead reflecting their own inner attitudes, emotions, and dispositions" (Gangestad& Snyder, 2000: 531). The acuity to those social cues and the willingness to respond appropriately to them is called SM [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF]). Selfmonitoring theory posits that individual's capacity to modify their selfpresentations to adapt to others, impress them, and gain group status [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF]. At the foundation of the SM construct are individual differences in the inclination for impression management to construct positive social appearances [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF]. It includes individual's positive assessments of oneself and to win approval from others, particularly in workplace contexts.

Persons who are high self-monitors tend to continuously adapt their behavior to make a positive impression upon others, while low self-monitors tend to be their true self, and make similar choices no matter the social situation [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF]. High selfmonitors (HSMs) are sensitive to social cues and are socially adept. They can adapt to the situation because they are attentive to how others perceive them and strive to ensure that their behavior will be favorably received. In contrast, low self-monitors behave in a fashion that is consistent and authentic, regardless of appropriateness [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF].

There are both positive and negative outcomes associated with self-monitoring; HSMs are seen as more flexible and accommodating [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF], are more likely to emerge as leaders [START_REF] Zaccaro | Self-monitoring and trait-based variance in leadership: An investigation of leader flexibility across multiple group situations[END_REF], have larger social networks [START_REF] Mehra | The social networks of high and low selfmonitors: Implications for workplace performance[END_REF], and generally have higher performance evaluations when subjectively measured [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. However, they can also be seen as disingenuous [START_REF] Bedeian | Can chameleons lead?[END_REF], they exhibit lower levels of organizational commitment [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF], engage in fewer citizenship behaviors [START_REF] Caligiuri | Effects of self-monitoring on technical, contextual, and assignment-specific performance: A study of cross-national work performance ratings[END_REF], engage in more self-serving impression management tactics to achieve status [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF][START_REF] Turnley | Achieving desired images while avoiding undesired images: Exploring the role of self-monitoring in impression management[END_REF]) and they may be less ethical than low self-monitors [START_REF] Wahn | The ethics of the high self-monitor[END_REF]. As noted by Day and Schleicher, high self-monitors "will pretty much do whatever it takes to enhance their social appearance in a given situation" (Day & Schleicher, 2006: 699).

Types of Self-Monitors

High self-monitors tend to monitor and control their public self-presentations to better fit with the social settings around. While, low self-monitors tend to be true to themselves and display more unswerving and steady behavior across different social contexts; they value correspondence between who they are and what they do, not considering the situational demands. High self-monitors tend to put up a favorable images of themselves in order to impress others and better fit their various social perspectives. Low self-monitors are less eager to engage in such practices and consider them fabrications. Rather, they behave truthfully to their inherent dispositions and attitudes, exhibiting behavioral uniformity across situations [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF]. Low self-monitors show consistency between their inner feelings and external expressions [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF][START_REF] Scott | Chameleonic or consistent? A multilevel investigation of emotional labor variability and self-monitoring[END_REF]. On the other hand, HSMs tend to hide their inner feelings and regulate their facial expressions, voice, and posture to situational cues [START_REF] Bono | Personality and emotional performance: Extraversion, neuroticism, and self-monitoring[END_REF][START_REF] Scott | Chameleonic or consistent? A multilevel investigation of emotional labor variability and self-monitoring[END_REF]. Furthermore, an individual's propensity to manage and adjust his or her self-image may vary across day-to-day circumstances. For example, when individuals interact with their acquaintances, relatives or friends, they do not selfmonitor their image greatly [START_REF] Hülsheger | Benefits of mindfulness at work: the role of mindfulness in emotion regulation, emotional exhaustion, and job satisfaction[END_REF][START_REF] Huang | Job characteristics and teacher well-being: the mediation of teacher self-monitoring and teacher self-efficacy[END_REF]. Similarly, another study reveals that self-monitoring strongly affects individuals' use of emotional labor strategies (surface and deep acting) and well-being in terms of depression, contentment, and enthusiasm [START_REF] Huang | Emotional labor in knowledge-based service relationships: the roles of self-monitoring and display rule perceptions[END_REF].

One of the main features of high self-monitors (HSMs) is their greater sensitivity to social contexts. They pay attention to social situations and have skills to adapt to the situations by controlling their images. Therefore, they can tailor their images to best serve their impressions [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF]. Study proves that HSMs can manipulate the situation and information to bring forth a more desirable image of them [START_REF] Fandt | The management of information and impressions: When employees behave opportunistically[END_REF]). On the contrary, low self-monitors (LSMs) are less likely to be sensitive to social cues, and they generally do not manipulate the appropriateness of their behaviors in social settings for impression management. They possess less regulatory skills and act and behave as per their inherent dispositions [START_REF] Leary | Self-presentation: Impression management and interpersonal behavior[END_REF].

Research shows that HSM are more skillful in their self-presentation; they attempt to appraise the social situations and tune their behavior accordingly (e.g., [START_REF] Dabbs | Self-monitors in conversation: What do they monitor[END_REF]. One reason underlying this phenomenon can be that HSMs engage in social comparison more frequently than LSMs, as they are notably anxious about the social and situational aptness of their behaviors [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF].

One other reason is that HSMs desire to maintain their impressions effectively and do not want to get engaged in face-threats to either party [START_REF] Dillard | A goal-driven model of interpersonal influence[END_REF]. To avoid face-threats demands highly manipulative social roles and scripts, which HSMs can display effectively [START_REF] Leone | Concern for self-presentation and self-congruence: Selfmonitoring, Machiavellianism, and social contacts[END_REF][START_REF] Turnley | Achieving desired images while avoiding undesired images: Exploring the role of self-monitoring in impression management[END_REF])-high or low self-monitors. 

Consequences of Self-Monitoring

The effects of self-monitoring have been studied in terms of organizational outcomes.

Research shows that self-monitoring affects performance in job contexts with a large interpersonal component [START_REF] Barrick | Self-monitoring as a moderator of the relationships between personality traits and performance[END_REF] and sales in particular [START_REF] Ricks | Self-monitoring and empathy as determinants of sales performance for industrial sales personnel utilizing sales data and managerial ratings[END_REF]. In terms of job success, self-monitoring is also related both cross-company and within company promotions [START_REF] Kilduff | Do chameleons get ahead? The effects of selfmonitoring on managerial careers[END_REF], showing that high self-monitors being interpersonally competent [START_REF] Snyder | Public appearances/private realities: The psychology of selfmonitoring[END_REF] enjoy the competitive advantages [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. Similarly, leadership emergence and behavior has also been studied in terms of self-monitoring [START_REF] Ellis | Self-monitoring and leadership emergence in groups[END_REF][START_REF] Sosik | Relationships between leadership style and vision content: The moderating role of need for social approval, self-monitoring, and need for social power[END_REF]. The strong relation between leadership emergence and behavior and self-monitoring [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF] shows that behavioral control [START_REF] Ellis | Self-monitoring and leadership emergence in groups[END_REF] and interpersonal effectiveness and influence [START_REF] Bedeian | Can chameleons lead?[END_REF] are key to the leadership emergence process. Study shows that self-monitoring is negatively related to age and positively related to gender (trending toward men) [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. In terms of potential gender differences, research shows that gender may influence individuals' self-monitoring scores (e.g. [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. Women are more likely to express their true feelings in interpersonal contexts rather than monitor their behavior to fit in a given situation [START_REF] Rosenthal | Sex differences in eavesdropping on nonverbal cues[END_REF], therefore men are more likely to be HSMs than women. Some other studies show insignificant relations between gender and self-monitoring [START_REF] Haferkamp | Orientations to conflict: Gender, attributions, resolution strategies, and self-monitoring[END_REF].

Self-monitoring is negatively related with behavioral commitment (i.e. high turnover) [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. Self-monitoring is strongly related to needs for social status and weaker relational bonds [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF] showing a higher propensity to leave organizations for more advantageous positions elsewhere [START_REF] Jenkins | Self-monitoring and turnover: The impact of personality on intent to leave[END_REF]. Therefore, HSMs show lower levels of interpersonal commitment and less stable social bonds [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF]. Self-monitoring, in research is positively related to other personality traits like extraversion, openness to experience, and negatively related to neuroticism, agreeableness, and conscientiousness [START_REF] Wilmot | Self-monitoring and the metatraits[END_REF]. Initially, selfmonitoring has been regarded as predictor of perception of politics [START_REF] Ferris | Politics in organizations[END_REF], however, empirical research has not confirmed this direct impact of selfmonitoring [START_REF] Ferris | Perceptions of organizational politics[END_REF]Valle and Perrewé, 2000). Later on, [START_REF] Rosen | Personality and politics perceptions: A new conceptualization and illustration using OCBs[END_REF] suggest that self-monitoring lessens the negative effects of perception of politics on Organizational citizenship, as high sensitivity towards social cues of HSMs gives better apprehension of the organizational politics. They also know of their "real" performance expectations in political work environments [START_REF] Chang | Perceptions of organizational politics and employee citizenship behaviors: Conscientiousness and selfmonitoring as moderators[END_REF][START_REF] Ferris | Politics in organizations[END_REF]. Self-monitoring as a moderator or direct predictor has also been extended to consumer research [START_REF] Becherer | Self-monitoring as a moderating variable in consumer behavior[END_REF][START_REF] Kurt | The influence of friends on consumer spending: The role of agency-communion orientation and self-monitoring[END_REF].

Besides, self-monitoring has negative effects on ego depletion, as self-control, regulation and impression management contribute to burnout and ill-health [START_REF] Baumeister | Ego depletion: Is the active self a limited resource[END_REF]. Therefore, self-monitoring results in maladaptive coping and ill-being [START_REF] Diefendorff | The dimensionality and antecedents of emotional labor strategies[END_REF].

HSMs are thought to be more skilled because they perform more emotional labor to manage their impression than LSMs do. For efficient emotional expressions' regulation, HSMs must have acute awareness of situational indicators [START_REF] Bono | Personality and emotional performance: Extraversion, neuroticism, and self-monitoring[END_REF][START_REF] Scott | Chameleonic or consistent? A multilevel investigation of emotional labor variability and self-monitoring[END_REF]. In the same vein, another research posits that selfmonitoring is not an eagerness or propensity to regulate emotional expressions, but it is inherently related to enhanced emotion regulation proficiencies and capacities [START_REF] Reeve | Understanding and promoting autonomous self-regulation: A self-determination theory perspective[END_REF][START_REF] Scott | Chameleonic or consistent? A multilevel investigation of emotional labor variability and self-monitoring[END_REF]. Extending self-monitoring research to work strain shows that work strain is strongly related to high selfmonitoring. This research shows that on receiving negative feedback, work strain for emotion regulations gets increased, while positive feedback decreases the work strain [START_REF] Côté | A social interaction model of the effects of emotion regulation on work strain[END_REF]. Similarly, the status enhancement motives of HSMs also depend on the situations and vary from situation to situation. Research supports that in public, HSMs engage in impression management by holding back their expression of low agreeableness via increased engagement in counterproductive work behavior directed toward other employees. On the contrary, in personal situations, HSMs' desire to enhance their status increases their expression of low conscientiousness via increased engagement in counterproductive work behavior directed towards organization [START_REF] Oh | The two faces of high selfmonitors: Chameleonic moderating effects of self-monitoring on the relationships between personality traits and counterproductive work behaviors[END_REF].

Antecedents of Self-Monitoring

Meta-analysis by [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF] posits some significant antecedents of selfmonitoring. They state that HSMs are likely to be young and male, with high job involvement and performance. HSMs are also more likely to emerge as leaders and experience more role stress and show less commitment to their organizations as compared with low self-monitors (Day et al., 2002, p.397). In addition, socio-analytic theory states that individuals three elementary inherent biological drives-getting along, getting ahead and making sense-can be explained in terms of self-monitoring [START_REF] Celuch | Getting along' and 'getting ahead' as motives for selfpresentation: Their impact on advertising effectiveness[END_REF][START_REF] Wolfe | Getting along and getting ahead: Empirical support for a theory of protective and acquisitive self-presentation[END_REF].

Self-Monitoring as a Construct

The continuing recognition of the SM scale in research suggests its theoretical and applied implications. Owing to its social and interpersonal centrality, SM helps to understand those attitudes, behaviors, and outcomes that represent the key norms in organizational contexts [START_REF] Binning | Validity of personnel decisions: A conceptual analysis of the inferential and evidential bases[END_REF]. In literature, various scales are used to measure self-monitoring like the 25-item scale [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF], the 13-item scale [START_REF] Lennox | Revision of the self-monitoring scale[END_REF] and the 18-item version [START_REF] Gangestad | To carve nature at its joints': On the existence of discrete classes in personality[END_REF]. Though Snyder's scale (1874) has been criticized for the issues of its dimensionality (e.g., [START_REF] Briggs | An analysis of the self-monitoring scale[END_REF] and its use as a discrete class variable [START_REF] Miller | On the existence of discrete classes in personality: Is self-monitoring the correct joint to carve[END_REF], meta-analyses confirm the validity and relevance of self-monitoring in work and organizational research [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF].

Research findings suggest that the 13-item scale [START_REF] Lennox | Revision of the self-monitoring scale[END_REF] is more reliable than either the 25-item version [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF] or the 18-item version [START_REF] Gangestad | To carve nature at its joints': On the existence of discrete classes in personality[END_REF], if high internal consistency is sought in research. The [START_REF] Lennox | Revision of the self-monitoring scale[END_REF] scale also shows higher reliability than either of Snyder's scales [START_REF] Gangestad | To carve nature at its joints': On the existence of discrete classes in personality[END_REF][START_REF] Snyder | Self-monitoring of expressive behavior[END_REF]. This scale is shorter than Snyder's scales. Measurement reliability of self-monitoring scale shows the numerical estimate of how consistently a psychometric scale confines an underlying construct, while validity means the ability of a scale to measure its intended construct [START_REF] Anastasi | Psychological testing[END_REF]). [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF] original self-monitoring scale has been criticized for its lack of construct validity. Therefore, I have used the revised self-monitoring scale (RSMS) devised by [START_REF] Lennox | Revision of the self-monitoring scale[END_REF].

Despite initial debates on the superiority of scale used to measure self-monitoring, in research one scale or the other has been employed with parallel lines of investigation [START_REF] Briggs | On the nature of self-monitoring: Problems with assessment, problems with validity[END_REF]Hoyle & Lenox, 1991;[START_REF] Shuptrine | An analysis of the dimensionality and reliability of the Lennox and Wolfe revised self-monitoring scale[END_REF].

A taxometric analysis to test the relationship between self-monitoring and relevant external criteria has been conducted by [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF] to confirm unidimensionality of self-monitoring construct . Miceli [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF][START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF]Near & Miceli,1996 ;[START_REF] Vandekerckhove | The content of whistleblowing procedures: A critical review of recent official guidelines[END_REF][START_REF] Vadera | Making sense of whistle-blowing's antecedents[END_REF][START_REF] Miceli | The relationships among beliefs, organizational position, and whistle-blowing status: A discriminant analysis[END_REF], 1988;Charreire Petit & Cusin, 2013;[START_REF] Nisar | Whistleblowing: When do employees act to 'blow the whistle'?[END_REF] etc.

Dweck's Mindset

Fixed mindset is the belief that human attributes, such as intelligence or personality, are fixed and cannot be changed. Growth mindset--The belief that human attributes are malleable and can be changed substantially.

Definition, Origin/history, Consequences, implications of mindsets in education, business, emotional, family, health sectors. Dweck, 1999[START_REF] Dweck | Implicit theories[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF][START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]Grant & Dweck, 2003;[START_REF] Heslin | Stuck in the Muck? The role of mindsets in selfregulation when stymied during job search[END_REF][START_REF] Keller | The one thing: The surprisingly simple truth behind extraordinary results[END_REF][START_REF] Gupta | Cultivating a global mindset[END_REF]Schmidt & Rosenberg, 2015 etc.

Perceived Organizati on

The extent to which the organization values their contributions and cares about their well-being.

Antecedents at individual, organizational and at interaction between individual and organizational levels, its consequences on employees' creativity, performance, turnover, commitment and citizenship behaviors etc. [START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF][START_REF] Hochwarter | Perceived organizational support as a mediator of the relationship between politics perceptions and work outcomes[END_REF][START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF]Aselage & Eisenberger, 2003 etc.

Stewardship Behavior

The extent to which an individual willingly subjugates his or her personal interests to act in protection of others' longterm welfare and it is a broader concept than altruism.

Origin and consequences of stewardship behavior, employees' decision making, entrepreneurship, family business, creativity, team work, leadership etc. its Antecedents etc. [START_REF] Snell | The relative importance of political skill dimensions for predicting managerial effectiveness[END_REF][START_REF] Perrewé | Neutralizing job stressors: Political skill as an antidote to the dysfunctional consequences of role conflict[END_REF]Ferris et al., 2012 etc.

Self-Monitoring

The This chapter focuses on the conceptual framework to propose the hypotheses of the study. Since the conceptual framework mainly encompasses the direct effects of seven independent variables on the intention to blow whistle internally or externally, the interaction effect of Perceived Organizational Support on these independent variables has also been taken into consideration. Therefore, this chapter aims at proposing a conceptual framework to test relationships of independent variables with two dependent variables.

3.1: Proposed Models

The conceptual frameworks for the present study is presented in Figures 3.1 The approach employed in this dissertation is three-essays-one-thesis, therefore, in this study, first I present a proposed framework showing a direct relationship of seven independent variables to two dependent variables. A moderation effect of POS on these relationships has also been shown in the Model 3.4.

3.2: Hypotheses Building

Whistleblowing is now used to describe the options available to an employee to raise concerns about workplace wrongdoing. It refers to the disclosure of wrongdoing that threatens others, rather than a personal grievance (Calland & Dehn, 2004). Based on previous definitions of whistleblowing, it is defined as a disclosure made by a person with privileged access to an organization's data or information about a wrongdoing, which implicates the organization ''to persons or organizations that may be able to effect action'' (Near and Miceli, 1985: 4).

Individuals not necessarily always blow the whistle internally, rather they may intend to blow the whistle externally as well. Therefore, for this study internal or external whistleblowing intentions have been taken as dependent variables.

3.2.1: Whistleblowing Intentions-The Mindsets Perspective (Essay One)

At this juncture, it is worth noting that employees' intention to blow the whistle is structured by various factors, not only exogenous but primarily some endogenous factor as well. Focusing on endogenous factors, we know that no two individuals are alike. They are different in their cognitive capacities. Therefore, they show variations in their behaviors. When people are placed in the same situation, to observe the same event, they interpret the situation as per their peculiar way of making the meaning of the same observance. They have different mindsets which filter the things differently. Their level of mindset is manifested in their action. "Half-filled half empty" glass of water shows two ways of defining the same object.

The mindsets of people are more intricate and complex. Their mindset is like a lens with variations. The same can be extended to variations of employees' perspective Mindsets shape the way individuals view success, failure, experiences, learning and motivation. Of two types, fixed mindsets believe their capabilities carved in stone, and want to establish their capabilities and want to be successful, even it sometimes involves cheating [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]. If not successful, they hide their failure by engaging in defensive behaviors [START_REF] Dweck | Implicit theories: Elaboration and extension of the model[END_REF].

Similarly, fixed mindsets set performance-oriented goals, which can prove their worth and competence and which can get them approving judgments [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF]. This implies two scenarios. First, if fixed mindsets individuals involve in whistleblowing intention, they want whistleblowing to be successful in terms of its outcome or they will blow the whistle in cases where they are quite sure of their success. They want to have "the right stuff" [START_REF] Dweck | Mindset: The new psychology of success[END_REF]. They will intend to blow the whistle internally or externally after calculating costs and benefits of their action. While in the other scenario, when the fixed mindset individuals are not sure of their success and whistleblowing deem to be risky and challenging, they are less likely to blow the whistle. In general, here it can be proposed that as individuals with fixed mindsets avoid risks, they would not be ready to be retaliated. Their attitude to avoid challenges and risks suggest that they are less likely to blow the whistle. Therefore, I propose:

H1b: Individuals with fixed mindset are less likely to blow the whistle internally or externally, on observing organizational wrongdoing.

While, growth mindsets show that with efforts and experiences, individuals can change and develop themselves. They are willing to face their mistakes, shortcoming and failures to maximize their development over time [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]cf. Mueller & Dweck, 1998). To them, failure gives information to be successful in future. They set their goals with learning orientation to increase their competence and mastery [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF]. Thus, growth mindset employees may view whistleblowing differently. If employees with growth mindsets intend to blow the whistle, they will not be offended by setbacks; rather they will stand the repercussions steadfastly. If the outcomes of whistleblowing are unexpected, they can learn from their failures. Therefore, they are more likely to blow the whistle internally or externally on their free will (see Figure 3.1: Model 1). Thus, I propose that, H1c: Individuals with growth mindset are more likely to blow the whistle internally or externally, on observing organizational wrongdoing. interests. For the purpose of this research, I have adopted the definition of stewardship behavior as "the attitudes and behaviors that place the long-term best interests of a group ahead of the personal goals that serve an individual's self-interests within that group" (Hernandez, 2008: 122). With stewardship behavior thus defined, this research focuses on examining the question: Is stewardship behavior related to internal or external whistleblowing intention?

3.2.2: Whistleblowing

Whistleblowing intention is not only influenced by mindsets and non-cognitive skills. It can also originate as a sense of responsibility towards other. As it has been mentioned by Cynthia Cooper, one of the three female whistleblowers during a joint interview with Time, "We don't feel like we are heroes. I feel like I did my job" [START_REF] Near | Does type of wrongdoing affect the whistle-blowing process[END_REF]. This statement by Cooper aligns with the definition of stewards, who take personal responsibility to serve the interest of others. This implies that potential whistleblowers feel like stewards in the organizations and consider it as their personal responsibility and duty to safeguard the interests of other stakeholders and the organizations, as it has been asserted by Cooper in the abovementioned lines.

Stewardship behaviors in employees are, primarily, outcome of a sense of psychological ownership [START_REF] Wasserman | Stewards, Agents, and the Founder Discount: Executive Compensation in New Ventures[END_REF], in which employees feel they are psychologically attached to their organization and own it [START_REF] Pierce | Towards a theory of psychological ownership in organizations[END_REF]. This sense of ownership urges employees to perform their duty towards their organization. This is their perceived sense of responsibility towards stakeholders (inside and outside) and their organization. The psychological ownership in employees leads towards stewardship behaviors in employees [START_REF] Wasserman | Stewards, Agents, and the Founder Discount: Executive Compensation in New Ventures[END_REF], which in turn, sparks a sense of personal duty to protect the interest of their organization. The perception of sense of responsibility plays a crucial role in whistleblowing intention. Individuals with more perceived personal responsibility are more likely to blow the whistle [START_REF] Schultz | An investigation of the reporting of questionable acts in an international setting[END_REF]. Higher perceived sense of responsibility, in turn, can be an outcome of employees' job description or their personal sense of social duty. This concept of perception of responsibility has been extracted from The Model of Discretionary Reporting [START_REF] Schultz | An investigation of the reporting of questionable acts in an international setting[END_REF]. This model states that three vital factors decide the reporting of illegal or questionable acts: the perceived personal responsibility to report, the perceived personal costs of reporting, and the perceived seriousness of the act in question [START_REF] Schultz | An investigation of the reporting of questionable acts in an international setting[END_REF]. This model has been adapted from [START_REF] Graham | Principled organizational dissent: A theoretical essay[END_REF] Model for Principled Organizational Dissent. Previous research has also proved that whistleblowing intentions have been greatly affected by the extent; to which employees perceive these abovementioned factors [START_REF] Ayers | Wrongdoing by consultants: An examination of employees' reporting intentions[END_REF][START_REF] Kaplan | An examination of auditors' reporting intentions when another auditor is offered client employment[END_REF].

Therefore, on observing some wrongdoing, which harms organization and/or its stakeholders in particular, or society or environment in general, employees with high 

Proactive Behaviors and Whistleblowing Intentions

Proactive behavior has been acknowledged as a significant factor determining positive outcomes in various management and organizational fields (e.g. [START_REF] Ashford | Proactive feedback seeking: The instrumental use of the information environment[END_REF][START_REF] Bateman | The proactive component of organizational behavior: A measure and correlates[END_REF][START_REF] Ashford | Proactivity during organizational entry: The role of desire for control[END_REF]Van Dyne and Le Pine, 1998;[START_REF] Morrison | Taking charge at work: Extrarole efforts to initiate workplace change[END_REF][START_REF] Parker | From passive to proactive motivation: The importance of flexible role orientations and role breadth self-efficacy[END_REF][START_REF] Griffin | A New Model of Work Role Performance: Positive Behavior in Uncertain and Interdependent Contexts[END_REF][START_REF] Grant | The Dynamics of Proactivity at Work[END_REF][START_REF] Grant | Getting credit for proactive behavior: Supervisor reactions depend on what you value and how you feel[END_REF]. Proactive behaviors are not only predictors of organizational success, but are also responsible for various organizational outcomes (e.g. Ashforth et al., 2007;[START_REF] Grant | Getting credit for proactive behavior: Supervisor reactions depend on what you value and how you feel[END_REF][START_REF] Griffin | Leader vision and the development of adaptive and proactive performance[END_REF][START_REF] Saks | The Neglected Role of Proactive Behavior and Outcomes in Newcomer Socialization[END_REF]. In previous study, relationship between whistleblowing intention and proactive personality has been established. However, in this study, I intend to investigate the relationship of internal or external whistleblowing intentions of individuals with the extent of their proactive behaviors.

In this section, I propose a relationship between proactive behavior and likelihood of whistleblowing intention of individuals. Observing wrongdoing, employees capable of self-starting, anticipatory action with change-orientation [START_REF] Grant | The Dynamics of Proactivity at Work[END_REF]Parker et al., 2010), are more likely to take initiative to blow the whistle. When employees realize that wrongdoing is harming other stakeholders and organization or society at large, they may likely to take initiative to improve the situation by reporting to authorities with capacity to take action. This is in line with proactive behavior that is defined as taking initiative in improving current conditions, challenging the status quo rather than passively adapting to present circumstances [START_REF] Crant | Proactive Behavior in Organizations[END_REF][START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF][START_REF] Ohly | Challenging the status quo: What motivates proactive behaviour?[END_REF].

Individuals with proactive behaviors aim to change and improve the situation or oneself [START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF]. In literature, proactive behaviors have been regarded as positive, persistent and desirable behaviors. In this thesis, I propose that when employees observe organizational wrongdoing, some of them take this as their personal responsibility to avert the situation. The employees with high proactive behaviors are inclined to engage in reporting the wrongdoing and blow the whistle internally or externally. As per definition of proactive behaviors, individuals with high levels of proactive behaviors take personal initiative and are committed to bringing about positive and constructive change to their environment regardless of situational forces [START_REF] Bateman | The proactive component of organizational behavior: A measure and correlates[END_REF]. They can challenge the status quo to bring organizational change. They remain resolute in their belief to alter their environment regardless of, or even in spite of, situational constraints [START_REF] Seibert | What do proactive people do? A longitudinal model linking proactive personality and career success[END_REF]. As per whistleblowing definition, it is the disclosure of some illegal, immoral and or illegitimate practices with a purpose to correct it. This definition shows that whistleblowers may be individuals who do not sit idly but take initiatives to identify and then correct the wrongdoing in the organizations.

For this study, I have selected three dimensions of proactive behaviors-taking charge, problem prevention, and voice-to establish the relationships of proactive behaviors and internal and external whistleblowing intentions. Literature posits that whistleblowing is related to a type of the proactive behavior 'voice' (e.g. [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF]. Voice "relates to any attempt at all to change, rather than to escape from, an objectionable state of affairs" (Hirschman, 1970: 30).

Through voice a change can be made in two ways; by promotive voice that encourages something to happen or prohibitive voice that stops something to happen (LePine & Van Dyne, 1998). Le Pine and Van Dyne (1998) have categorized whistleblowing into prohibitive voice aiming to terminate wrongdoing. While, another research posits that as employees warn their managers of potential harms, whistleblowing may also be promotive [START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF]. Voice is a "constructive challenge with intent to improve rather than merely criticize" (Van Dyne & Le Pine, 1998: 109). It involves social risk associated with criticizing and challenging organizational issues and others to bring changes (e.g., Le

Pine & Van Dyne, 2001). In the same way, whistleblowers also have to face retaliations in various forms. Similarly, like taking charge, whistleblowing behavior orients to bring change to improve and optimize elements within organizations and to protect others from potential harms. Whistleblowing aims to prevent the problem, by identifying the root cause of problems and reporting the problem to authorities like problem-prevention dimension of proactive behavior [START_REF] Frese | 4. Personal initiative: An active performance concept for work in the 21st century[END_REF]. Examining the correspondence of three ) and popular media journals (e.g. New York Times or Forbes Magazine). Grit is believed to be an important predictor for various outcomes. However, a methodical understanding of how Grit affects various organizational outcomes is still missing.

Therefore, this study sheds a different light on the importance of this construct in terms of internal or external whistleblowing intentions.

Grit is defined as "perseverance and passion for long-term goals" [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] 1087) and as "… not just resilience in the face of failure, but also having deep commitments that you remain loyal to over many years" (Duckworth as quoted in Perkins-Gough, 2013: 16). Following definition of grit, it can be concluded that grit can predict success for tasks which are difficult and require hard work [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]Duckworth & Quinn, 2009). Individuals high on grit are capable of pursuing long-term goals, even when their efforts to achieve these goals are not fruitful or even do not bring about the expected results at first. Such people do not give up, even despite setbacks and obstacles [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Incorporating these elements of grit into the stream of whistleblowing, I propose that the individuals high on grit are more likely to blow the whistle internally or externally, as they are not discouraged by the initial obstacles and hurdles in the way of their goals. Once they blow the whistle, they can pursue their objectives effortlessly. They know that whistleblowing is not an easy choice. This can be explained in terms of dilemma that has been associated with the whistleblowers from managerial and moral point of views (Cailleba & Charreire Petit, 2018). Observing organizational wrongdoings, the employees consider the element of loyalty to their organization and hierarchical obedience before taking the decision to speak up or not (Charreire Petit & Surply, 2011). Whistleblowers know the aftermaths of blowing the whistle. They are higher in resilience. Their degree of resilience condition their pre and post whistleblowing trajectory-the pathways showing how the whistleblowers return to their normal life after suffering turmoil inherited to whistleblowing (Charreire [START_REF] Petit | Whistleblowing and Resilience: Analysis of an Individual Career[END_REF]. Therefore, once decided, the whistleblowers are ready to take up all the responsibilities of their reporting the wrongdoings. As gritty individuals are ready to take up difficult tasks. Thus, I propose that they are more likely to blow the whistle.

Employees witness various forms of organizational wrongdoings, in one form or the other.

Among these observers, not all the employees report wrongdoing to the authority.

Observers know that there is a cost related with reporting the wrongdoing, and whistleblowing does not end with reporting a wrongdoing, rather it takes time and needs persistence. Yet, among observers there are employees who blow the whistle, though they know the costs. At this point, it is very important to consider what makes an observer to blow the whistle. Gritty individuals can sustain the whistleblowing repercussions towards their long-term goals and will not give up. They are persistent for their long-term goals [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Gritty individuals do not give up, even despite setbacks and obstacles [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. This is the desideratum of whistleblowing that whistleblowers do not give up the idea of whistleblowing intention despite retaliations and costs related with internal or external whistleblowing intentions.

Therefore, I use grit as a reliable predictor of internal or external whistleblowing intentions. Defined as the tendency to sustain perseverance and passion for challenging long-term goals, grit can be used as a relevant predictor.

Grit means the long-term pursuit of higher-order goals in the face of obstacles or setbacks.

Internal and external whistleblowers know that they have to pay the cost of blowing the whistle [START_REF] Cortina | Raising voice, risking retaliation: Events following interpersonal mistreatment in the workplace[END_REF], still the threats of retaliations in various forms [START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF][START_REF] Rothschild | Whistle-blower disclosures and management retaliation[END_REF] cannot dwindle their consistency of interest and perseverance of effort [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Gritty individuals persist in repetitive, tedious, or frustrating behaviors that are necessary for success [START_REF] Duckworth | Deliberate practice spells success: Why grittier competitors triumph at the National Spelling Bee[END_REF]. Individuals high in grit work diligently towards very demanding, long-term goals, and sustain commitment even in the face of setbacks and adversity [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. This discussion sets a theoretical base for the hypotheses of the research. As whistleblowing is an extremely challenging task, it seems logical that grit can be considered a vital predictor of whistleblowing intention. Grit is possession of stamina and perseverance for very long-term goals. Grit is having stamina.

Grit is sticking with objectives and set tasks, day in, day out, not just for the week, not just for the month, but for years, and working really hard to achieve the objectives. It is like pursuing the goals like a marathon, not a sprint. In the same vein, it is important to mention that research proves that individuals high on grit can sustain retaliations and costs related with whistleblowing courageously, as grit is negatively correlated with neuroticism, anxiety, depression, and ruminative thoughts, suggesting that individuals with higher levels of grit may be less susceptible to negative emotions (Kirby, Morrow, & Yih, 2014).

This explains that they do not burn out in pursuit of very long-term goals, by avoiding negative emotions. This shows that people high on grit have stamina to pursue their long term goals (Please see Model 3 in Figure 3.3).

Therefore, I propose that H4: Individuals high on Grit are more likely to blow the whistle internally or/and externally.

Self-Monitoring and Whistleblowing Intentions

Whistleblowing is now used to describe the options available to an employee to raise concerns about workplace wrongdoing. It refers to the disclosure of wrongdoing that threatens others, rather than a personal grievance (Calland & Dehn, 2004). Due to their informational advantage, by blowing the whistle employees could potentially play a crucial role in uncovering illegal behavior and initiating internal or external investigations.

However, while particular cases of whistleblowing have garnered the attention of the popular press in recent years, from the Enron scandal to the Snowden and WikiLeaksrelated cases, whistleblowing by employees is actually uncommon. [START_REF] Dyck | Who blows the whistle on corporate fraud?[END_REF] analyze 216 securities class action lawsuits filed against large US corporations and find that only about 18% of them were brought forward by an employee. Given the high costs associated with blowing the whistle -ranging from coworkers' disapproval and ostracism [START_REF] Cortina | Raising voice, risking retaliation: Events following interpersonal mistreatment in the workplace[END_REF] to lack of career advancement, job loss and outright harassment [START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF][START_REF] Rothschild | Whistle-blower disclosures and management retaliation[END_REF])-this rarity is not unsurprising. On top of this, psychological costs caused by conflicting moral norms -loyalty toward the firm on the one hand, and fairness or justice concerns on the other-may also make employees reluctant to report wrongdoing taking place within their organization [START_REF] Waytz | The whistleblower's dilemma and the fairnessloyalty tradeoff[END_REF]. The legal protection of whistleblowers [START_REF] De Maria | Whistleblower protection: is Africa ready?[END_REF]Lewis, 2008) and social norms of a country [START_REF] Dworkin | Whistleblowing, MNCs, and peace. Vand[END_REF][START_REF] Trott | The Australasian Perspektive. Whistleblowing around the World[END_REF]) also affect employees'

whistleblowing intentions. Depending on the types of wrongdoing [START_REF] Lee | Blowing the whistle on sexual harassment: Test of a model of predictors and outcomes[END_REF][START_REF] Near | Does type of wrongdoing affect the whistle-blowing process[END_REF] and perceived severity of wrongdoing [START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF][START_REF] Wise | An analysis of factors proposed to affect the decision to blow the whistle on unethical acts[END_REF][START_REF] Near | Whistle-blowing: Myth and reality[END_REF][START_REF] Keenan | Blowing the whistle on less serious forms of fraud: A study of executives and managers[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF] the observers may decide if to blow the whistle [START_REF] Vadera | Making sense of whistle-blowing's antecedents[END_REF]. Finally, fear of media scrutiny or public disapproval might further reduce employees' willingness to blow the whistle. Under these situations, an employee has to consider various factors before blowing the whistle internally or externally. Therefore, the whistleblower is not the only employee aware of wrongdoing [START_REF] Milliken | Shades of silence: Emerging themes and future directions for research on silence in organizations[END_REF] in the organization; the other organizational members prefer to keep silent because of the interpersonal risks [START_REF] Liu | Authentic leadership and whistleblowing: Mediating roles of psychological safety and personal identification[END_REF]. The observers; non-reporting employees basically display the "crime of obedience" (Charreire [START_REF] Petit | Parler ou se taire ou le dilemme du salarié lanceur d'alerte. Analyse critique à l'aune de sa liberté[END_REF], by not voicing the wrongdoing out of many above stated reasons.

Despite all the costs related to whistleblowing, the whistleblowers still point out organizational wrongdoing that may otherwise remain hidden from sight [START_REF] Rehg | Antecedents and outcomes of retaliation against whistleblowers: Gender differences and power relationships[END_REF]Rothschild, 2008). Many financial, environmental, social and health costs are associated with unreported wrongdoings. Therefore, whistleblowing potentially constitutes a valuable service to an organization and society in general [START_REF] Miceli | A word to the wise: How managers and policy-makers can encourage employees to report wrongdoing[END_REF].

The focus of this study is on self-monitoring in terms of whistleblowing; because so far no past research offers a hint on the proposition that how high self-monitors (HSMs) can be incentivize to report the wrongdoing. In addition, this study proposes that there is less possibility that HSMs will report organizational wrongdoing.

Research provides important insights in how individuals present themselves in social contexts [START_REF] Gangestad | Self-monitoring: Appraisal and reappraisal[END_REF]. The social impressions of individuals also affect the nature of their decision, behaviors and intentions. High self-monitors can find appropriate words and behaviors for a range of quite different social situations, with chameleon-like ease. Whereas, low self-monitors believe in being themselves, no matter how unrelated their self-expression may be with the requirements of the social situation.

One factor that is likely to have a significant impact on whistle-blowing is an individual's level of Self-Monitoring. HSMs tend to make ethical decisions based primarily on selfinterest and use deception and manipulation to achieve their objectives. Moreover, HSMs are more likely to ignore ethical norms when confronted with moral issues; therefore there exists a possibility that they are more likely to accept organizational wrongdoing. HSMs are less likely to perceive the seriousness of wrongdoing and therefore, they are less likely to feel perceived responsibility to report wrongdoing, if blowing the whistle costs their self-impressions adversely. Therefore, I expect that an individual's level of selfmonitoring plays decisive role in determining the internal or external whistleblowing intentions.

For two reasons, it is crucial to gain in-depth insights into self-monitoring within the whistle-blower context. First, the past literature does not give inklings how self-monitoring is related to whistle-blowing intentions with existing theory. Thus, attaining a better perceptive of the underlying mechanisms through which self-monitoring affects whistleblowing is important as it will provide organizations with information regarding how to better influence or incentivize certain individuals to disclose wrongdoing. Secondly, from past literature it becomes evident that HSMs tend to manage their self-image rather than universal moral principles to get advantageous social positions. They do not want to indulge in conflicting situations. Therefore, I expect self-monitoring is negatively related to internal or external whistleblowing intentions.

In the same regard, it is important to note that assessment of negative outcomes of whistleblowing (e.g., retaliation, demotion, etc.) are extremely salient in the decision to report wrongdoing [START_REF] Rothschild | Whistle-blower disclosures and management retaliation[END_REF][START_REF] Ponemon | Whistle-blowing as an internal control mechanism-individual and organizational considerations[END_REF], often result into severely adverse professional, physical, and emotional consequences [START_REF] Rothschild | Whistle-blower disclosures and management retaliation[END_REF]. Ponemon (1994: 123) puts this in following words that ''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 whistleblower's decision in the communication of organizational wrongdoing.'' Thus, HSMs rely heavily on social cues for their impression management, even at the cost of their inherent dispositions, therefore, the severity of potential retaliations, for example, demotion may prevent HSMs to refrain from blowing the whistle (Please see Model 3 in Figure 3.3).

Hence, I propose that H5: Individuals high on Self-Monitoring are less likely to blow the whistle internally or/and externally.

Political Skills and Whistleblowing Intentions

Research posits that employees blow the whistle for personal motives or altruistic motives [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF]. So, whistleblowing can either be self-directed or other-directed.

Whistleblowing stems from an employee's desire to help others, organization or society.

Organizational wrongdoing, for instant, occupational frauds cost their organizations about five percent of annual revenues (ACFE, 2016). Therefore, it is important to halt wrongdoing to happen. One means to stop or minimize wrongdoing is through whistleblowing.

Whistleblowing is an expression of change-oriented behavior coupled with a motive to improve rather than merely criticize the situation. Whistleblowing is a challenging and prohibitive behavior (Van Dyne & Le Pine, 1998). Some inherent level of risk exists in the whistleblowing intention, when different interests are reconciled and they have to confront the dilemma of divided loyalties. History shows that ''the most terrible thingswar, genocide, and slavery-have resulted not from disobedience, but from obedience'' (Zinn 1997(Zinn / 2009)). Therefore, obedience to management at the cost of society can bring disasters. Employees' positive behaviors in organizations can be explained and predicted using personality or non-cognitive traits approach. This approach has become a convincingly consistent and well-established practice based on research over the past couple of decades. Individual differences in beliefs, values and skills that result in individual differences in behavior can be identified through non-cognitive traits (Ajzen, 1988). Accordingly, it can be proposed that political skill can exercise effects on employee's whistleblowing behavior.

In organizational contexts, employees need to possess political skills as mandatory proficiency for positive and desired outcomes. Individuals with political skill are adept in adjusting their behaviors to different and changing situational demands and appear to be sincere and trustworthy and therefore are perceived to possess no ulterior motives [START_REF] Ferris | Political skill in organizations[END_REF]. Therefore, it is interesting to explore how and why politically skilled individuals intend to blow the whistle in organizations. This study explores the whistleblowing behavior of employees from the perspective that how degree of political skill in employees affects their propensity to report wrongdoing in organization. This study proposes political skill as one of the predictors of whistleblowing with following objectives. First till now no study has explored effects of political skills of employees on their whistleblowing behaviors, thus this study bridges this gap. This study aims to investigate how political skill can exercise effects on employee's whistleblowing intention and to study the possible reasons of engagement of employees with political skill in whistleblowing behavior. To show how political skill can be used as an effective predictor of whistleblowing intention, it is important to build a conceptual relationship between them, on the basis of the theoretical foundation drawn from literature review. Therefore, it is crucial to explore the extent to which a political skilled individual engage in whistleblowing behavior.

Political skilled employees have ability to observe and understand the organizational contexts. Therefore, they can hunt for a fitting moment to report the wrongdoing, in order to either to prevent it or to correct it. Whistleblowing is a challenging and prohibitive behavior (Van Dyne & Le Pine, 1998), which makes it riskier for the speaker. Employees who report the wrongdoing are viewed rather as challenging the authority and rocking the boat. At this juncture, it becomes vital for employees to evaluate the organizational situations. Interpersonally influential employees can easily communicate with others, using a wide variety of influence tactics successfully [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF], so that their vision and goals become clearer to others. This makes them to pursue their cause more effectively and they can communicate the vision behind taking risks and challenges [START_REF] Mcallister | Checkmate: Using political skill to recognize and capitalize on opportunities in the 'game' of organizational life[END_REF]c.f., Galvin et al., 2010). Their communication can also serve the purpose of taking information from the surroundings necessary for their requisite behaviors through their networking ability [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF]. Individuals with political skills are proficient at diverse networking [START_REF] Ferris | Political skill in organizations[END_REF], and can both create and take advantage of opportunities [START_REF] Pfeffer | Managing with power: Politics and influence in organizations[END_REF]. The dimension of apparent sincerity implies that individuals are or appear to be, honest and straightforward, therefore, their contacts in network trust them and share information with them [START_REF] Ferris | Political skill in organizations[END_REF]. These dimensions can help individuals to get access to right information regarding organizational wrongdoing, which in turn may incite their likelihood of blowing the whistle.

Thus, one of objectives is to find out individuals possessing political skill may have what behavioral tendencies that can subsequently affect their internal or external whistleblowing intentions. Political skills can be positively associated with employee's whistleblowing intention, that, individuals with high political skills can be more likely to blow the whistle than their counterparts with low political skills (Please see Model 3 in Figure 3.3).

Therefore, I propose that H6: Individuals high Political Skills are more likely to blow the whistle internally or/and externally.

Emotional Intelligence and Whistleblowing Intentions

To blow the whistle may cause serious retaliations to whistleblowers and may also harm reputation of an organization (Weinstein, 2013). It is hard for an individual to decide to blow the whistle on observing any wrongdoing because whistleblowing can result in both desirable and undesirable outcomes (MesmerMagnus & Viswesvaran 2005). Though whistleblowing has adverse effects on the organization's authority, structure and operation (Weinstein, 2013), it may also facilitate the management to correct wrongdoing that are harming other stakeholders like employees, investors, customers, and clients [START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF]. Employees do not always blow the whistle, out of pure altruism [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF], which is defined as "a desire within one organism to increase the welfare of another as an end-state goal" (Batson 1983(Batson : 1981)). Rather whistleblowing may also be an outcome of pro-social behavior, which involves both selfish (egoistical) and unselfish (altruistic) motives of whistleblowers [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF]. Examining the pro-social organizational behavior model by [START_REF] Miceli | Whistle-blowing in organizations[END_REF] makes it clear that an employee's (observer of wrongdoing) actions is greatly shaped by their non-cognitive traits along three-phase process. Having observed organizational wrongdoing, observers do not try to blow the whistle if they believe the organization will be unresponsive [START_REF] Miceli | Whistle-blowing in organizations[END_REF].

They know that whistleblowers generally may not get organizational support and justice [START_REF] Miceli | Predicting employee reactions to perceived organizational wrongdoing: Demoralization, justice, proactive personality, and whistle-blowing[END_REF]. Therefore, most observers may decide to remain silent.

Individual differences along with situational factors may affect whistleblowing intentions (Keenan, 1999). Literature confirms that employees' attitudes and personalities (e.g., [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF] and situational factors (Keenan, 1999) are related to whistleblowing intentions and actions. Therefore, it is vital to examine differences in personality traits of employees. It has long been recognized that an individual's characteristics are essential to illuminate human behavior in organizations. As [START_REF] Murphy | Individual differences and behavior in organizations[END_REF] states, "Individual differences in abilities, personality attributes, values, outlook, affective state, and so on profoundly affect our behavior" (p. xvi). Given the significant role individual differences play in organizational behavior, it is undoubtedly not surprising that much of the literature on whistleblowing intention includes various non-cognitive traits responsible for individual differences. However, new research developments in this domain could augment extant literature nicely. Put simply, individual differences among employees are likely to influence their intentions to blow the whistle internally or externally.

Therefore, I extend the extant stream of whistleblowing literature by incorporating Emotional Intelligence or EI as an important predictor of whistleblowing intention.

Emotional intelligence (EI) has been discussed extensively among social and organizational psychologists in recent years (see, e.g., [START_REF] Mayer | What is emotional intelligence[END_REF].

Whistleblowing brings retaliations upon whistleblowers in various forms, such as job termination, top management and peers' criticism (Mesmer-Magnus and Viswesvaran 2005) etc. When an individual high on EI intends to blow the whistle, he/she knows the potential repercussions. It is not that individuals with high emotional intelligence are immune to negative emotions [START_REF] Ashkanasy | Performance impacts of appraisal and coping with stress in workplace settings: The role of affect and emotional intelligence[END_REF], rather they can direct their negative emotions and facilitate positive expressions and reactions in themselves and others [START_REF] Ashkanasy | Performance impacts of appraisal and coping with stress in workplace settings: The role of affect and emotional intelligence[END_REF]. Precise emotion understanding, proper regulation, and productive utilization are related to prosocial emotional reactions [START_REF] Mayer | What is emotional intelligence[END_REF]). As whistleblowing is considered as prosocial behavior as well [START_REF] Miceli | Whistle-blowing in organizations[END_REF], therefore, I posit that whistleblowing intention and EI are positively related to each other.

Salovey and Mayer (1990) coined the term Emotional Intelligence and defined EI as "the subset of social intelligence that involves the ability to monitor one's own and others' feelings and emotions, to discriminate among them and to use this information to guide one's thinking and actions" (p. 189). Since then, various definitions of EI have been proposed, but there exists no unanimous definition of EI. This variation has been stated by [START_REF] Mayer | Selecting a measure of emotional intelligence: the case for ability scales[END_REF] in the following lines that some of "these alternative conceptions of emotional intelligence [italics added] include not only emotion and intelligence per se, but also motivation, non-ability dispositions and traits, and global personal and social functioning" (p. 268). Ciarrochi, Chan, and Caputi (2000) in the literature review on EI have noted that the minor variations in different definitions and have stated that "while the definitions of EI are often varied for different researchers, they nevertheless tend to be complementary rather than contradictory" (p. 540). They have also commented that "in general, the various measures (of EI) cover . . . four distinct areas: emotion perception, regulation, understanding, and utilization" (p. 540).

The definition of EI developed by Davies et al. (1998) shows four dimensions of EI. These dimensions seem to affect an individual's intention to blow the whistle significantly.

Research suggests that EI is responsible for an individual's ability to engage in social interactions. Social awareness makes an individual socially sensitive to perceive and analyze what is happening in his/her surroundings. Observing wrongdoing in organization may stir emotional desire in employees to promote their critical reflection [START_REF] Clarke | Emotional intelligence and learning in teams[END_REF].

Thus he/she may recognize his/her feeling clearly and accurately (emotion expression).

Self-Emotions Appraisal is an individual's ability to understand his or her deep emotions and to be able to express emotions naturally. People who have good ability in this area will sense and acknowledge their emotions better than most people. It is to know clear what one feels and how to decode one's emotional expressions.

Others Emotions Appraisal is recognition of emotion in others. This relates to an individual's ability to perceive and understand the emotions of the people around them.

People who rate highly in this ability will be very sensitive to the emotions of others as well as able to predict others' emotional responses.

Regulation of emotion in oneself is to regulate one's emotions through personal insight and effort, as individual is psychologically stable and knows how to recover and compose himself after emotional setbacks. A person with high ability in this area would be able to return quickly to normal psychological states after rejoicing or being upset. Such a person would also have better control of his or her emotions and would be less likely to lose his or her temper. Individual high on EI will be resolute and wants no external awards or recognition for his/her actions and is able to stand up for one's rights and beliefs and to confront others when necessary.

Use of emotion to facilitate performance is individual's ability to make use of his or her emotions by directing them toward constructive activities and personal performance. A person who is highly capable in this dimension would be able to encourage him-or herself to do better continuously. He or she would also be able to direct his or her emotions in positive and productive directions. In this vein, after examining the facets of trait EI, it can be asserted that an individual who is high on trait EI, are able to think and reflect carefully before acting and decision making, without changing subsequently their minds frequently and do not take action impulsively.

Therefore, if individual is high EI, he will blow the whistle as he possesses good social skills and social sensitivity to organizational wrongdoings and the far reaching adversity of these wrongdoings. To blow the whistle invites severe repercussions in various forms that may stress the whistleblower. High EI in individuals make them handle pressure calmly and effectively because they have developed successful coping mechanisms. Their emotion regulation ability helps them tackle stress. They are not reluctant to face situations that are potentially hectic, rather than deal with the associated tension. They are not vulnerable to stress, therefore they do not ignore important, but time-demanding projects.

Similarly, Emotional intelligence increases altruistic behavior which enables to be more likely to express helping behaviors [START_REF] Carmeli | The relationship between emotional intelligence and work attitudes, behavior and outcomes[END_REF]. Emotionally strong individuals display more commitment to their organization. Considering this advocacy and then extending it to the stream of whistleblowing literature, I posit that research has already established altruistic perspective of whistleblowing stating that whistleblowers are motivated by their desire to correct the wrongdoing which is harming the interests of the organization and the related stakeholders [START_REF] Vandekerckhove | Whistle blowing and rational loyalty[END_REF]. I, therefore, posit that employees with high EI are more likely to engage in altruistic and helping behaviors [START_REF] Carmeli | The relationship between emotional intelligence and work attitudes, behavior and outcomes[END_REF] Inconsistencies in current research on the individual level antecedents [START_REF] Vadera | Making sense of whistle-blowing's antecedents[END_REF] suggest that moderators (e.g., Barrick & Mount, 1993) must also be considered. Socioanalytic perspective suggests the need of moderators to lay out a theoretical ground to explain how individual level predictors can be activated by social and situational contexts to define a behavior like whistleblowing behavior. This organizational personification affects employees' behaviors and attitudes in the workplace.

In case of observing a wrongdoing, an employee perceives that organization is willing and capable of giving a high level of support [START_REF] Aselage | Perceived organisational support and psychological contracts: A theoretical integration[END_REF] if he/she blows the whistle, the employee will surely report the wrongdoing. Therefore, POS may stimulate pro-social behavior (i.e. concern for the well-being of the organization without promise of reward) [START_REF] Brief | Prosocial organizational behaviors[END_REF]. As whistleblowing is a pro-social behavior, an employee with high POS is more likely to report the wrongdoing internally and acting in the best interest of the organization [START_REF] Eisenberger | Perceived organisational support[END_REF][START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF][START_REF] Eisenberger | Reciprocation of perceived organizational support[END_REF][START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF] Generally employees are reluctant to report wrongdoing (e.g. [START_REF] Kaplan | An examination of auditors' reporting intentions when another auditor is offered client employment[END_REF] for their fear of retaliation [START_REF] Dworkin | Internal vs. external whistleblowers: A comparison of whistleblowering processes[END_REF] [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. Therefore, it is of significant value to examine employees' whistleblowing intention by observing the catalyzing effects of POS on the main drivers of whistleblowing intention (e.g. mindsets, traits and behaviors). In general, if the level of POS of employees is high, on observing wrongdoing, they would report it. It is noteworthy that likelihood of whistleblowing is determined by the interactive effects of POS and the individual-level antecedents. Whistleblowing is not the product of POS solely. For example, research posits that stewardship behavior varies as contextual factors change [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF]. Stewardship is pro-social, cooperative, and long-term oriented behavior, still a study on managers states that managers are neither naturally opportunists nor stewards. Rather, their behavior is In effect, managerial behavior is determined by the system of intertwined forces, some strengthening and some counteracting each other [START_REF] Lee | Ownership structures and R&D investments of U.S. and Japanese firms: Agency and stewardship perspectives[END_REF]. Therefore, I propose the following set of hypotheses with moderating 

An Overview: Research Plan

This chapter deals with the research methodology applied for the three essays of this thesis. The conceptual framework for three essays has been developed in the previous chapter. This chapter elaborates the research methodology applied to test the hypotheses of the three essays. It is worth mentioning here that in each essay the whistleblowing intentions (dependent variables) would be examined against three sets of predictor variables. Similarly, the moderator variable (Perceived Organizational Support) is same for three essays, therefore, the research methodology and design will be same for three essays. Three essays of the thesis have been designed with an aim to produce three research articles from these three essays. These three articles based on three essays would be sent to journals for publication after defense. The research design demands specific methodology direction emerging from the research objectives and framework. This chapter provides justifications of the selected research paradigm, the research process and methodology used in this study. It is worth mentioning here that I have opted for a mixed method approach for the investigation of hypotheses of the three essays of this dissertation. To collect data, a mixed-methods approach-quantitative and qualitative methods-has been applied for the purpose of triangulation.

The purpose of this study is to investigate the potential antecedents of whistleblowing examining the mindsets, non-cognitive traits and behaviors of potential whistle-blowers. To attain this end, an explanatory sequential mixed methods design has been used that involves collecting quantitative data first and then explaining the quantitative results in the light of the findings of qualitative data. In the first quantitative phase of the study, primary data have been collected from the university students and faculty members in Pakistan. The data analysis using software SPSS and AMOS gives the results related to the study variables. In the second phase, focus group interviews have been conducted as a follow-up to the quantitative results.

The mixed research approach is meritorious, as it has the advantage of "complementary strengths" i.e. the weaknesses of one method can be offset by the strengths of the other [START_REF] Sale | Revisiting the quantitative-qualitative debate: Implications for mixed-methods research[END_REF], as well as it serves the end of "triangulation" to enrich and strength research results.

Triangulation enhances the understanding of the phenomenon under-investigation using different methods of data collection and analysis and complementing findings of one method with those of the other [START_REF] Sale | Revisiting the quantitative-qualitative debate: Implications for mixed-methods research[END_REF]. A mixed-methods design helps to investigate profoundly the hypotheses under study [START_REF] Creswell | Qualitative inquiry: Qualitative inquiry and research design[END_REF]. The selection of mixed methods approach is in line with the advocacy of researchers like [START_REF] Miceli | Whistle-blowing in organizations[END_REF] who contend that ''unfortunately, collecting data from representative samples of whistle-blowers requires holding in abeyance some of the field's most stringent requirements for careful research design. In this instance, we believe that relevance justifies research, with appropriate rigor to the extent feasible'' (p. 31). Thus, a mixed methods approach enhances the quality, accuracy, validity and reliability of data analysis [START_REF] Babbie | The practice of social research[END_REF].

Generally, researchers undertake research to enhance their knowledge in a systematic way (Saunders et al., 2012). "Research may be defined in terms of a review of existence knowledge in a particular area together with the creation of a new slant on this knowledge" (Saunders et al., Paradigms define the approach towards the research process and methods [START_REF] Gliner | Research methods in applied settings: An integrated approach to design and analysis[END_REF]. They direct the research process in a particular direction. In social sciences, the design of a research study always starts with selection of a research topic and a research paradigm (Creswell & Plano Clark, 2017). Paradigms suggest a research model encompassing research theory, methods and data collection approaches [START_REF] Collis | Business research: A practical guide for undergraduate and postgraduate students[END_REF]. A research paradigm is based on philosophies and assumptions about the ways the research can be conducted (Collis & Hussey, Many scholars support that pragmatism can be considered "the philosophical partner" of the mixed research approach as its underlying assumptions provide the philosophical justification of mixed methods research [START_REF] Denscombe | Communities of practice: A research paradigm for the mixed methods approach[END_REF].

Pragmatism is a relatively advanced philosophy giving the epistemology and the logic for combining the quantitative and qualitative approaches and methods [START_REF] Creswell | Qualitative inquiry: Qualitative inquiry and research design[END_REF]. Moreover, [START_REF] Creswell | Qualitative inquiry: Qualitative inquiry and research design[END_REF] states that pragmatism allows combining paradigms, assumptions, approaches and methods of data collection and analysis. Pragmatism is all about the notion "what works". It primarily focuses on solving the problem in the real world rather than being built on assumptions about the nature of knowledge [START_REF] Creswell | Qualitative inquiry: Qualitative inquiry and research design[END_REF]. Pragmatism being "action-oriented" [START_REF] Cameron | Mixed methods research: The five Ps framework[END_REF], allows researchers to conduct quantitative, qualitative or mixed research based on what serves their research purposes [START_REF] Biddle | Axiology and anomaly in the practice of mixed methods work: Pragmatism, valuation, and the transformative paradigm[END_REF].

Pragmatism comes somewhere in the middle of the continuum of qualitative and quantitative approaches [START_REF] Creswell | Qualitative inquiry: Qualitative inquiry and research design[END_REF]. The quantitative phase reflects that reality is stable and can be observed and explained objectively. It focuses on the 'measurement and analysis of causal relationships between variables, not processes' (Denzin & Lincoln 2005: 10). While, the qualitative phase takes the phenomena understudy as isolated and interpret and understand reality subjectively. In qualitative research, the scholarly emphasis is to answer the 'questions that stress how social experience is created and given meaning' [START_REF] Denzin | Introduction: The discipline and practice of qualitative research[END_REF]10).

The assumptions of pragmatism are based on ontological, epistemological, axiological, rhetorical and methodological assumptions [START_REF] Creswell | Qualitative inquiry: Qualitative inquiry and research design[END_REF]. Table 4.1 illustrates the ontology, epistemology, axiology and typical research methods associated with pragmatism.

Ontological assumption

The ontological assumption deals with the nature of reality. For pragmatists, reality is subjective and objective simultaneously i.e., "inter-subjective" allowing the existence of one reality and that individuals have multiple interpretations of this reality [START_REF] Gliner | Research methods in applied settings: An integrated approach to design and analysis[END_REF]). Saunders et al. (2009) contend that pragmatism reflects the reality as external and multiple at the same time, therefore, the scholars opt for the view best serving their research purposes. Therefore, to understand both the objective and subjective views of reality of phenomenon, whistleblowing has been explored objectively (surveys) as well as subjectively (focus group).

Epistemological assumption

The epistemological stance of pragmatism is in fact a double-faced knowledge, because pragmatists are free to select whatever research method works to meet their research goals based on their practical values. It reflects the correlation between the researcher and the phenomenon under investigation. In quantitative phase, the researchers are independent and do not interfere. While in qualitative phase, the researchers interacts with the respondents that can in turn affect the phenomenon under examination.

Axiological assumption

This assumption highlights the role played by values. Pragmatists take both stances objective as well as subjective. They may consider that science is value-free and unbiased, while they may take scientific study as value-laden and biased. To grab the comprehensive picture of whistleblowing a mix of both perspectives has been adopted for this study.

Rhetorical assumption

This assumption considers the language of research. In qualitative approach, the formal language using quantitative words based on a set of definitions is considered suitable for the purpose of research. While, in qualitative approach, informal language using qualitative words which is less formal and more folkloric [START_REF] Gabriel | Myths, stories, and organizations: Premodern narratives for our times[END_REF] to conclude decisions can be used. It allows the respondents to 'make sense' of the data, enhancing researchers ability to interpret the quantitative results. 

4.2: Research Approach

The next layer of the Research Onion is the research approach. According to Saunders et al. ( 2012), research projects will always involve the use of theory. This theory is not necessary in the design of the research, but is usually present in the results and conclusions. In the notion of Saunders et al. ( 2012), the design of the research depends on the extent to which the theory is clear at the beginning of the research. There are two different approaches: inductive and deductive. The philosophy of pragmatism both inductive as well as deductive approaches to test research questions to get empirical confirmation.

Mixed methods design is the "multiple ways of seeing and hearing" (Greene, 2007: 20). In extant research, pragmatism has gained substantial support as a paradigm for mixed methods researchers. Pragmatism views reality as singular as well as multiple. Therefore, the definition of mixed methods approach i.e., "a research in which the investigator collects and analyzes data, integrates the findings, and draws inferences using both qualitative and quantitative approaches or methods in a single study or a program of inquiry" (Tashakkori & Creswell, 2007: 4), allows to combine deductive and inductive thinkings in the mixed methods approach. Mixed methods research is practical (pragmatic) in the sense that it allows the researcher to use all possible methods to investigate the research question, so that researchers can use both numbers and words by integrating inductive and deductive logic through abductive process [START_REF] Gliner | Research methods in applied settings: An integrated approach to design and analysis[END_REF].

In line with a scholarly advice (Charreire-Petit & Durieux, 2014) (Figure 4.2), I have tested quantitatively the hypotheses drawn theoretically from the existing literature.

The findings in first phase have left some questions unanswered. Therefore, to explain these gaps I have qualitatively conducted a focus group interviews.

Therefore, the quantitative (deductive) research has been followed by qualitative 

4.3: Research Strategy

There are different choices of research strategies in social science. The choice of a [START_REF] Yin | Case study research: Design and methods[END_REF], p.3). Then Yin (2003) gives his views on the use of various research strategies that "the more appropriate view of these different strategies is an inclusive and pluralistic one. Each strategy can be used for all three purposes-explorative, descriptive or explanatory" (Yin, 2003: 3). "The boundaries between strategies-or the occasions when each is to be used" are not clearly defined. "Even though each strategy has its distinctive characteristics, there are large overlaps among them." (Yin, 2003: 4). Depending on the three types of conditions (Table 4.2), research strategy can be chosen. The first condition is the nature of research question that determines the research strategy [START_REF] Yin | Case study research: Design and methods[END_REF]. Therefore, depending on the form of the research question, I have selected "survey" for quantitative data collection to conduct the research because to answer the research question, there is no need to control behavioral events and the focus is on contemporary event (whistleblowing) [START_REF] Yin | Case study research: Design and methods[END_REF]. A sizable discussion on the compatibility of quantitative and qualitative methods in mixed methods has been favored by the present-day researchers, who have embraced the world view and methodological pluralism [START_REF] Teddlie | Common "core" characteristics of mixed methods research: A review of critical issues and call for greater convergence[END_REF].

Creswell and Clark 2017 propose that a central premise of mixed methods research is that "the use of quantitative and qualitative approaches, in combination, provides a better understanding of research problems than either approach alone" (Creswell & Clark, 2017: 5). Mixed methods research uses quantitative and qualitative methods and has been recognized as a third methodological movement [START_REF] Teddlie | Common "core" characteristics of mixed methods research: A review of critical issues and call for greater convergence[END_REF]. Mixed methods approach has been selected for many reasons. Conducting mixed methods research can harness the strengths of quantitative and qualitative research by offsetting the respective shortcomings of both methods and can explain unexpected findings [START_REF] Gill | Methods of data collection in qualitative research: interviews and focus groups[END_REF]. It provides rich sources of data to give a complete understanding of the research problem [START_REF] Gill | Methods of data collection in qualitative research: interviews and focus groups[END_REF]. Building on the quantitative phase, I have tested and explained the hypotheses by explanatory sequential design (Figure 4.3). The quantitative method has brought to light various dimensions of antecedents of whistleblowing intentions, while the qualitative method has captured the respondents' perceptions about the factors affecting the whistleblowing intentions.

Mixed methods can stimulate the methodological creativity required to deal with complexity. For this dissertation, the sequential explanatory design has been used (Creswell & Plano Clark, 2017). I have started with the quantitative data collection and analyses. The subsequent qualitative focus group has helped in investigating respondents' perspectives in greater detail to further explore and extend the quantitative findings (Creswell & Plano Clark, 2017). In the first phase of this study, I have employed empirical quantitative methodology to examine the causal relationship between independent and dependent variables.

Based on theoretical relations drawn from literature review, I intend to test these relations in the form of hypotheses by using explanatory techniques. The quantitative method is traditionally based on the positivist approach to explore scientific inquiry of the phenomena. This approach is deductive in nature to test the conceptual framework. The quantitative analysis produces results to confirm if the hypothesized relationships hold or not [START_REF] Cooper | Business Analysis Methods[END_REF]. More specifically, [START_REF] Cooper | Business Analysis Methods[END_REF] emphasize that to interpret the causal hypothesis, "the direction is obvious from the nature of the variables" (p. 49). The causal hypothesis testing approach is suitable to offer a concrete answer to the research question that has been defined in an objective way and has been measured through statistical tools and techniques.

One of the merits of quantitative techniques is that through structured data collection procedures from a large representative sample, specific characteristics of sample can not only be measured but can also be extended to the entire population (Creswell & Plano Clark, 2017). Therefore, the results can ensure generalizability under a statistical way. This study aims to answer the research question concisely by acquiring and analyzing aggregated information from data survey [START_REF] Coffey | [END_REF]). This empirical study has been conducted in a developing country context; therefore the results obtained can be generalized to the relevant contexts like other developing countries as well. Similarly, the findings of qualitative method can also be generalized under an analytic way.

Integration is an integral part of mixed methods approach. Integration encompasses not only the integration of worldviews, and/or methods (e.g., research design, data collection, data analysis) but also integration of findings (Creswell & Plano Clark, 2017;[START_REF] Tashakkori | The new era of mixed methods[END_REF]. Of three integration strategies [START_REF] Pluye | A world of possibilities in mixed methods: review of the combinations of strategies used to integrate qualitative and quantitative phases, results and data[END_REF]-connection, comparison and assimilation-I have opted for connection strategy in sequential explanatory design to integrate the quantitative and qualitative methods of this dissertation (Figure 4.3). The integration has been implemented at results interpretation level through weaving approach of narrative technique (Creswell & Plano Clark, 2017).

To enhance the reproducibility of the study, research scholars have advocated to specify in the research the employed integration strategy in the mixed methods research. This makes the evaluation and comparison of research findings of two strands more clear and comprehensive and helps in the progress in knowledge creation (Creswell & Plano Clark, 2017;[START_REF] Fetters | Achieving integration in mixed methods designs-principles and practices[END_REF][START_REF] Pluye | A world of possibilities in mixed methods: review of the combinations of strategies used to integrate qualitative and quantitative phases, results and data[END_REF].

Integration strategy not only improves the transparency of the research design, but facilitates drawing conclusion. Thus, Figure 4.4 illustrates how quantitative data collection and analysis connect to qualitative data collection and analysis.

Interpretations and inferences have been integrated in the discussion section.

Time Horizon: Cross Section Research

Though, measurement of the DVs and IVs at a time interval could provide better causal interpretation, however, this study is a cross-sectional research.

According to [START_REF] Zikmund | Sample designs and sampling procedures[END_REF] For data collection, seven universities have been selected and visited (see Table 4.3).

All these universities are located in Islamabad. I have visited these universities in person. I have met with the faculty members and the students. In my face to face meeting, I have sought their consent. After distributing the hard copies of questionnaire, I have waited for some 20 minutes. Normally, a questionnaire takes less than 20 minutes to get filled. Then, the respondents have handed me over the questionnaires. I started with the first university using my personal contacts. Then onward, under some snowball effect I keep on having more and more contact references for faculty members of the same and the other target universities, who all have assisted in filling the form. At times, in some academic areas like libraries, I have met with students in groups. Similarly, data from student groups have been collected during their classes with the consent of their teachers. 

4.6.2: Unit of Analysis

The unit of analysis must be defined clearly before data collection. It refers to the extent to which the level of aggregation (Sekaran, 2000) or the level of investigation (Zikmund, 2000) of collected data focuses specifically on objects or an object (entire organization, department, groups, venture/activity and individuals). The unit of analysis for this study is individuals i.e. students and faculty members of universities.

4.6.3: Population and Sample of the Study

The student body and faculty members are the target population of this study.

Students and faculty members have been selected as main respondents for many reasons. First, Pakistan is a developing country with a literacy rate of 58%. As per the Population Census 1998, a literate is a person who can read a newspaper and write a simple letter in any language preferably in national language Urdu. As the research instruments are in English, therefore, university students and faculty members are capable of understanding the content and context of research items to answer the survey. Secondly, the use of students as a proxy for entry-level professionals has been validated through prior studies. Research posits that students are fitting for research focusing on general cognitive abilities with basic knowledge of phenomenon under-investigation. Third main reason is due to the inherent difficulty of gaining access to actual whistle-blowers, therefore, past research has also used whistle-blowing intentions as a proxy for actual whistle-blowing (e.g. [START_REF] Alleyne | The moderating role of perceived organisational support in breaking the silence of public accountants[END_REF][START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF][START_REF] Curtis | Are audit-related ethical decisions dependent upon mood?[END_REF][START_REF] Dalton | The joint effects of Machiavellianism and ethical environment on whistle-blowing[END_REF]Kaplan & Schultz, 2007;Kaplan & Whitecotton, 200;[START_REF] Kaplan | An examination of the association between gender and reporting intentions for fraudulent financial reporting[END_REF][START_REF] Liyanarachchi | The impact of moral reasoning and retaliation on whistle-blowing: New Zealand evidence[END_REF][START_REF] Park | Cultural orientation and attitudes toward different forms of whistleblowing: A comparison of South Korea, Turkey, and the UK[END_REF][START_REF] Park | The influence of an observer's value orientation and personality type on attitudes toward whistleblowing[END_REF].

4.6.4: Sample Size

Simple random sampling technique has been used to ensure higher degree of generalizability for this research. Ideally, the bigger the sample size, the better. But how big? In so far as the acceptable and suitable sample size for SEM is concerned, extant research recommends that standard and ample sample size for statistical analysis through SEM is considered fair at 200 and good at 300 [START_REF] Tabachnick | Using multivariate statistics[END_REF]. A sample size of 200 to test a model using SEM is recommended as "critical sample size" [START_REF] Hair | Multivariate data analysis: International version[END_REF]. With regard to appropriate sample size for SEM, there exists no consensus in literature. A stream of literature supports application of SEM even if sample size is quite small [START_REF] Hair | Multivariate data analysis: International version[END_REF]. While another group posits that SEM models could be tested with a minimum sample size of 100-150 [START_REF] Anderson | Structural equation modeling in practice: A review and recommended two-step approach[END_REF][START_REF] Tabachnick | Principal components and factor analysis[END_REF]. Simulation studies show that with normally distributed indicator variables and no missing data, a reasonable sample size for a simple CFA model is about N = 150 [START_REF] Muthén | How to use a Monte Carlo study to decide on sample size and determine power[END_REF]. Similarly, with sample size 200, SEM can be conducted as well [START_REF] Kline | Principles and practice of structural equation modeling[END_REF]. For multi-group modeling, the rule of thumb is 100 cases/observations per group [START_REF] Kline | Principles and practice of structural equation modeling[END_REF].

Sample size also depends on the number of observed variables. For normally distributed data, acceptable ratio is between 5 cases per variable and 10 cases/observations per variable [START_REF] Bentler | Practical issues in structural modeling[END_REF]. 

4.6.5: Measurement of Constructs

In self-assessment method, individuals can evaluate their own performance and can potentially detect differences among their behaviors exactly than external raters [START_REF] Lance | Specification of the criterion construct space: An application of hierarchical confirmatory factor analysis[END_REF]. In addition, individuals have been repeatedly

reassured throughout administration that their survey data would be confidential and that nobody except the researchers would see their personal responses. These procedures are consistent with recommendations by [START_REF] Podsakoff | Common method biases in behavioral research: a critical review of the literature and recommended remedies[END_REF] to reduce common-method variance. "Common method variance can have a substantial impact on the observed relationships between predictor and criterion variables in organizational and behavioral research" (Podsakoff et al., 2003: 897). Therefore, to control for common method bias, this study considers some important points while measuring predictors and criterion variables [START_REF] Podsakoff | Common method biases in behavioral research: a critical review of the literature and recommended remedies[END_REF].

Self-reported assessment is in practice in management literature [START_REF] Ng | A comparison of self-ratings and non-self-report measures of employee creativity[END_REF]. Studies confirm the similarity between the assessments by superiors and selfmeasurements, if the self-assessment is objective [START_REF] Ng | A comparison of self-ratings and non-self-report measures of employee creativity[END_REF]. Still, I have adopted several procedural remedies to reduce the risk of different biases by ensuring respondents' anonymity to answer the questions as honestly as possible [START_REF] Podsakoff | Common method biases in behavioral research: a critical review of the literature and recommended remedies[END_REF]. Reverse coding of several items minimizes the risk of respondents "guessing" the desirable answers [START_REF] Malhotra | Questionnaire design and scale development. The handbook of marketing research: Uses, misuses, and future advances[END_REF].

To measure each construct, verbal labels for the scales have been provided instead of using bipolar numerical scale values (e.g. -2 to+2) in order to reduce acquiescence bias [START_REF] Kulas | Middle response functioning in Likertresponses to personality items[END_REF]. Variants of scales have been five to seven points to get ideal precision of absolute judgment. This practice is universally adaptable, relatively insensitive and statistically sophisticated [START_REF] Malhotra | Questionnaire design and scale development. The handbook of marketing research: Uses, misuses, and future advances[END_REF]. Data collection through cross-sectional sample has advantage of collecting a sizeable amount of information from a comparatively large sample. This method improves the generalizability of the results as maximum representation of the population is plausible. The extant research acknowledges survey method as a common method of primary data collection for whistleblowing intention studies [START_REF] Miceli | Whistle-blowing in organizations[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. It is quick, inexpensive and efficient in terms of administration [START_REF] Zikmund | Sample designs and sampling procedures[END_REF]Sekaran 2003). It is considered to be admissible in terms of collecting data in relation to beliefs, attitudes and motives.

For my thesis, I have employed the first person response perspective following some prior whistle-blower research (e.g., [START_REF] Macnab | Self-efficacy as an intrapersonal predictor for internal whistleblowing: A US and Canada examination[END_REF][START_REF] Liyanarachchi | The impact of moral reasoning and retaliation on whistle-blowing: New Zealand evidence[END_REF].

4.7: Measures of Dependent and Independent Variables

In accordance with the objective of this thesis, established scales from extant research have been used to measure constructs. Where necessary, I have adapted the item wording so that respondents can understand the questions clearly. I have used short version of scales to prevent survey fatigue. Without shortening, the number of items required to assess the antecedents of whistleblowing would have been more than 120.

Thus, to balance the goals of minimizing response bias [START_REF] Rogelberg | Introduction: Understanding and dealing with organizational survey nonresponse[END_REF] and maintaining construct validity, all measures consist of minimum numbers of items without sacrificing the validity of scales. For each construct, I have selected the highest-loading items from established measures (Please see Appendix B and Table 4.5). Face validity of the items has also been checked against original construct definitions. Some other suggestions regarding questionnaire have also be followed (See Table 4.4). A cover letter is significant that it facilitates the understanding of the study objectives and the motives behind the research, which improves the response rate [START_REF] Singleton | Approaches to social research 4th ed.)[END_REF]. Therefore, a cover letter has been enclosed with the survey questionnaire to seek their volunteer participation in the research (Appendix A).

Through the cover letter, the respondents have been requested to honestly participate in giving information in questionnaire. It provides the respondents the importance of their participation in the study, and assures them of their anonymity and confidentiality of their responses.

The questionnaire (Appendix B) has been divided into two sections. Section 1 contains the demographic profile of the respondents. Section 2 contains the questions (items) to measure the variables of the thesis. The name of each variable has been mentioned at the start of the questions to measure that variables. The survey questionnaire ends with a note of gratitude to the participants. I have not numbered the questionnaire before distribution. Rather after receiving back the questionnaires, I have checked the surveys for their completeness. I have separated the incomplete surveys (where the participants have hardly answered any question). Then, I have numbered the usable 467 questionnaires manually for record. I numbered the questionnaire university wise.

Measurement of Dependent Variables Whistleblowing Intentions

For this study, to measure whistleblowing intention I have employed whistleblowing intention measurement scale, which has previously been used in a research by [START_REF] Park | Whistle-blowing as planned behavior-A survey of South Korean police officers[END_REF]. Whistleblowing intention has been measured through an 8item scale, asking the question "If you found wrongdoing in your workplace, how hard would you try to do the following?" The items on 5-point Likert scale range from Strongly Disagree (1) to Strongly Agree (5). This scale measures internal whistleblowing intention (4 items) and external whistleblowing intention (4 items). The Cronbach's Alpha for internal whistleblowing is 0.889, while for external whistleblowing is 0.822.

Measurement of Independent Variables

Dweck's Mindsets

To measure mindset on, the following high loaded items on 1 to 7 Likert point have been selected. "I have a certain amount of intelligence, and I really can't do much to change it. My intelligence is something about me that I can't change very much. I can learn new things, but I can't really change my basic intelligence". The Cronbach's Alpha for reliability is 0.916.

Stewardship Behavior

Hernandez ( 2008) provides a basic approach to measure the construct of stewardship.

To measure stewardship behavior, I have selected the 4-item scale on 1 to 7 Likert scale already used in research by [START_REF] Kuppelwieser | Stewardship behavior and creativity[END_REF]. This scale contains the following items; I am willing to accept personal challenges if they serve the longterm interests of the organization, I am always willing to accept personal challenges if they serve the long-term interests of my team, I help others to see the need to balance their responsibilities to the organization and to those outside the organization and I use the leadership role appropriately to raise important issues. The Cronbach's Alpha for reliability is 0.952.

Proactive Behavior

For this thesis, I have used 3-item on 1 to 5 Likert scale developed by [START_REF] Parker | Taking Stock: Integrating and Differentiating Multiple Proactive Behaviors[END_REF], encompassing taking charge, problem prevention, and voice. These item-scales have also been used in an empirical study [START_REF] Ouyang | Roles of gender and identification on abusive supervision and proactive behavior[END_REF]. A sample item for problem prevention is "I try to find the root cause of things that go wrong".

A sample item for taking charge is "I try to institute new work methods that are more effective". A sample item for voice is "I speak up and encourage others in the workplace to get involved with issues that affect me". The Cronbach's Alpha for reliability is 0.912.

Grit

To measure grit, I opt for 8-item validated Short Grit Scale (Grit-S) developed by Duckworth and Quinn (2009) and Quinn (2009). The psychometric characteristics of Grit measure have also been confirmed in research (Duckworth et al., 2012). This scale contains both direct and reversed items: direct items (e.g., "I finish whatever I begin" from the Perseverance of Effort scale) and reversed items (e.g., "I often set a goal but later choose to pursue a different one" from the Consistency of Interest scale). It uses a 5-point Likert scale (ranging from very much like me to not like me at all). The Cronbach's Alpha for reliability is 0.962.

Political Skills

For this study, I have used 8-items short Political Skill Inventory (PSI) scale, developed by [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF]. 8-item Political Skill Inventory (PSI) is the most comprehensive and psychometrically sound measure of political skill. The robust tests to confirm the construct validity of PSI [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF][START_REF] Ferris | Political skill construct and criterion-related validation: A two-study investigation[END_REF] prove empirically that though political skill is positively related to but is distinct from conscientiousness, political savvy, self-monitoring, and emotional intelligence [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF]. The Cronbach's Alpha for reliability is 0.973.

Self-Monitoring

I have used the revised self-monitoring scale (RSMS) devised by [START_REF] Lennox | Revision of the self-monitoring scale[END_REF]. Unlike the original true/false scale of [START_REF] Snyder | Self-monitoring of expressive behavior[END_REF], the revised selfmonitoring scale is comprised of a 6-point bipolar format, rating from 1 (certainly, always false) to 6 (certainly, always true). The RSMS is composed of 13 items and divided into two subscales [START_REF] Lennox | Revision of the self-monitoring scale[END_REF]: Ability to Modify Selfpresentation and Sensitivity to the Expressive Behavior of Others. The Self-Presentation subscale consists of 7 items (e.g., "I have trouble changing my behavior to suit different people and different situations.") and the Sensitivity subscale consists of 6 items (e.g., "I am often able to read people's true emotions correctly through their eyes"). The Cronbach's Alpha for reliability is 0.988.

Emotional Intelligence

I have employed 16-item the Wong and Law Emotional Intelligence Scale (WLEIS) [START_REF] Law | The construct and criterion validity of emotional intelligence and its potential utility for management studies[END_REF][START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF]. This scale is consistent with [START_REF] Mayer | What is emotional intelligence[END_REF] definition of EI and is one of the most accepted scales [START_REF] Wong | The effects of leader and follower emotional intelligence on performance and attitude: An exploratory study[END_REF]. The reliability and validity of this scale have been proven in various research studies e.g., [START_REF] Law | The effects of emotional intelligence on job performance and life satisfaction for the research and development scientists in China[END_REF][START_REF] Law | The construct and criterion validity of emotional intelligence and its potential utility for management studies[END_REF] 

Measurement of Moderating Variable

Perceived Organizational Support

In its original form, the Survey of Perceived Organizational Support (SPOS) consists of 36 items and reflects a uni-dimensional construct. SPOS has been used in more than 275 published studies (Eisenberger, 2009). In constrained time and space, researchers often use a variety of shorter versions (16 items, eight items and three items) (Worley et al., 2009). The evaluation of psychometric properties of the various forms of the SPOS (36-item, 16-item, 8-item and 3-item) has also confirmed the validity and reliability of 8-item POS scale (Worley et al., 2009). [START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF] 

Control Variables

For this study, the profile of respondents has been obtained in the first section (see Section 2, Appendix B) i.e., gender, age, educational level, profession and universities. Gender, age and educational levels have impact on whistleblowing intention (internal and external) [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF]Regh et al. 2008). The above mentioned variables have thus been used as control variables. Gender has been measured using categorical scale, while the rest of the variables have been measured using ordinal scales.

4.8: Data Collection Procedure

4.8.1: Quantitative Data Collection and Verification of Non-Response Bias

The self-administered survey approach deems appropriate for this research (Zikmund, 2000). This method ensures respondent anonymity, confidentiality and free expression and fair temporal response. This method generates uniform data from various respondents [START_REF] Lance | Specification of the criterion construct space: An application of hierarchical confirmatory factor analysis[END_REF]. This method is also cost effective as compared to other methods. To decrease response bias and to increase validity of statistical inference, students have been encouraged to respond the survey in during their regular classes. Faculty members of each university have supported the research and have encouraged high participation in the survey. The respondents have been informed that the research has been conducted only for academic purposes, and it is completely voluntary, anonymous and confidential. The non-response bias in survey can be minimized by obtaining higher response rate [START_REF] Ng | A comparison of self-ratings and non-self-report measures of employee creativity[END_REF][START_REF] Malhotra | Questionnaire design and scale development. The handbook of marketing research: Uses, misuses, and future advances[END_REF]. Quantitative data analysis and results are explained in detail in chapter 5 and 6.

4.8.2: Qualitative Data Collection

Despite the merits of data collection through questionnaires survey, the research has questioned its reliability, because it is primarily a method of data collection through self-reporting surveys [START_REF] Lance | Specification of the criterion construct space: An application of hierarchical confirmatory factor analysis[END_REF]. It gives difficulties in judging the truthfulness of the answers, lack of detail and in-depth information [START_REF] Hair | Multivariate data analysis: International version[END_REF].

Therefore, only validated scales have been employed for this study. Besides, I have conducted focus group interview for the triangulation purpose. In the qualitative section, I aim to highlight the findings obtained from the quantitative analysis to get a better understanding of unanticipated consequences from the quantitative analysis.

Notably, in terms of moderating effect of perceived organizational support (POS) on the exogenous variables, which have not been supported by the quantitative analysis of the data. Though POS is statistically significantly correlated to all exogenous and endogenous variables. Therefore, qualitative analysis will offer a meaningful clarifications of the findings. The Focus Group Discussion (hereafter FGD) will help explaining why POS has no moderating effects in the proposed model. For this study, I have conducted two FGDs following the recommendations present in whistleblowing research [START_REF] Miceli | Whistle-blowing in organizations[END_REF]. First FGD comprises of eight participants and second FGD has nine participants. Details on qualitative data collection and data analysis are to be found in chapter 7. Of 650, 90 questionnaires are found incomplete. Of 520 questionnaires, 53 questionnaires contain missing data for some items of the survey. These cases have 20% or more items unanswered, thus these have been discarded from the preliminary analysis [START_REF] Hair | Multivariate data analysis: International version[END_REF]. Upon deletion of 53 survey forms, 71.84% (467/650) usable cases have been retained for further examination of normality and outliers.

: Data handling and Data Entry

Data handling gives significant insights into the data characteristics and analysis [START_REF] Hair | Multivariate data analysis: International version[END_REF].

Data analysis starts with data entry and handling of missing data. High precision in data entry has been ensured through double checking. As a first check, all entries have been verified case by case and as second check, descriptive statistics including frequency distribution, means and standard deviation have been conducted and verified, using SPSS. The quantitative data analysis tests the hypotheses of the three models of the study in two steps-the preliminary analysis using SPSS and structural equation modelling (SEM) using AMOS 22.

SPSS has been used for the descriptive and statistics techniques. SPSS is an extensively used software package for preliminary data analysis [START_REF] Zikmund | Sample designs and sampling procedures[END_REF]. Correlation analysis, reliability analysis and Harman's single factor test to check Common Method Bias have been measured using SPSS. AMOS 22 has been used for data analyses to examine the hypothesized relationships among variables. Using AMOS 22, a two-stage approach of SEM [START_REF] Anderson | Structural equation modeling in practice: A review and recommended two-step approach[END_REF][START_REF] Gerbing | Viability of exploratory factor analysis as a precursor to confirmatory factor analysis[END_REF]) has been applied. In stage 1, the specification of a measurement models by conducting confirmatory factor analysis (CFA) has been confirmed. Confirmatory Factor Analysis also confirms the validity of the constructs. While, in stage 2, the structural models test the hypothesized relationships. This stage involves the assessment of model fit and model modification to identify the best fit model. It finds causal effect through SEM.

: Data Analysis

The quantitative data analysis has been carried out in two phases; preliminary data analysis and SEM (Figure 5.1). In preliminary phase, the descriptive analyses have been performed to calculate the frequency, normality, multicollinearity, reliability and validity of data set. In the next phase, data have been analyzed for better fit and causal effects. Structural Equation Modeling (SEM) is an authentic quantitative data analytical technique to estimate and test theoretical relationships between/among latent and/or observed variables and also combines regression and factor analysis [START_REF] Tabachnick | Using multivariate statistics[END_REF]. It is also called as analysis of covariance structures and causal modeling. It is a path analytical method for handling multiple relationships and assessing relationships from exploratory analysis to confirmatory analysis (CFA) [START_REF] Hair | Multivariate data analysis: International version[END_REF]. SEM can handle multivariate statistics simultaneously and accurately [START_REF] Hershberger | Structural equation modeling: an introduction[END_REF]. SEM is a statistical technique and has gained increasing attention and its substantive usage has been witnessed in the field of psychology and social science research (Anderson & Gerbin, 1988). It is an effective way to measure and examine the hypotheses on the causal relationships among different variables. SEM is a set of tools to verify a priori theory by using empirical data. The confirmatory techniques in SEM offer researches extensive means for analyzing, evaluating and modifying the theoretical models [START_REF] Bentler | Simultaneous equation systems as moment structure models: With an introduction to latent variable models[END_REF].

5.3: Assumptions for SEM and Preliminary Statistics

Before preceding the discussion, it is important to mention the basic assumptions of SEM. SEM is like multiple regressions. So, both have same assumptions. Following are some important concepts that are important to be understood for SEM. There should be a cause and effect relationship between endogenous and exogenous variables, and a cause has to occur before the event i.e. sequence. The relationship must not be non-spurious. For this study, the exogenous constructs (independent variables) and endogenous constructs (dependent variables) are the latent variables.

Model identification is very important for SEM. Equations must be greater than the estimated parameters or models should be over identified or exact identified. Under identified models are not considered. Model identification can be measured by examining model degrees of freedom, which comes from the difference between the number of data points and the number of free parameters

The SEM technique is generally sensitive to sample size. It requires a large sample size to find stable parameter estimates [START_REF] Kline | Principles and practice of structural equation modeling[END_REF]. Most of the researchers prefer a 200 to 400 sample size with 10 to 15 indicators [START_REF] Kline | Principles and practice of structural equation modeling[END_REF]. Therefore, for this study a sample size of 467 seems adequate for SEM analysis. Data should be free of outliers. Outliers affect the model significance.

SEM also assumes that error terms are uncorrelated with other variable error terms. Similarly, a linear relationship is assumed between endogenous and exogenous variables. These above mentioned seven assumptions have been observed for three models of the present study. The other assumptions are Normality, Multicollinearity, and no missing data. For these assumptions statistical tests have been applied.

5.3.1: Demographics of Respondents

Table 5.1 shows the profile of the respondents. The ratio of female to male is 43.9% and 56.1%, with 85.2% students, while 14.8% sample represent faculty members. 41.8% sample falls between the age group between 24 to 26 years. In total, the minimum qualification level of sample is graduation with 42.4% cumulative percent. 

5.3.2: Multivariate Normal Distribution

Normality of observations is the first and important assumption before building the model and checking its fit indexes. The estimation techniques like the skewness and kurtosis of data are used to measure the normality of data. For normally distributed data, the maximum likelihood (ML)

technique of approximation is used to find the estimates of parameters. Small changes in multivariate normality can lead to a large difference in the chi-square test.

In SEM analysis, the parameters are measured considering that the data possess an essential multivariate normal distribution. For multivariate normal data, the individual variables are also normally distributed. The combined distribution of all pairs of data variables is bivariate in nature.

It is advisable to examine distribution of each variable to scan the variables that deviate from normal distribution.

Skewness and kurtosis statistics and histograms have been used to evaluate the normal distribution of all variables and to detect outliers. The values for skewness and kurtosis between -2 and +2 are considered acceptable in order to prove normal univariate distribution, while variables having values more than 10 are considered problematic [START_REF] Kline | Principles and practice of structural equation modeling[END_REF].

Normality in the data is often a conventional assumption in the estimation process [START_REF] Bai | Tests for skewness, kurtosis, and normality for time series data[END_REF]. Data distribution with either a highly skewed nature or with high kurtosis is indicative of non-normality which has random effects on specification or estimation [START_REF] Tabachnick | Principal components and factor analysis[END_REF]. This non-normality may exist due to the presence of outlier cases in the data set. As [START_REF] Tabachnick | Principal components and factor analysis[END_REF] argued, "an outlier is a case with such an extreme value on one variable (a univariate outlier) or such a strange combination of scores on two or more variables (multivariate outlier) that they distort statistics" (p. 66). Therefore, an attempt has been made to assess the normality of data and to search for outlier cases. Table 5.2 shows the descriptive analysis of all the variables of this dissertation. 

5.3.3: No Missing Data

Variables in study should be complete in data forms. Simply there is no missing data in any variable. For this study, our data set contains no missing values. To treat missing data, Muthen, [START_REF] Muthén | On structural equation modeling with data that are not missing completely at random[END_REF] advocate new approach when data is missing at random (MAR).

Similarly, imputation approach can also be used to deal with missing data.

5.3.4: Homoscedasticity

Homoscedasticity means that the variable's residual (error) exhibits consistent variance across different levels of the variable. A simple scatter plot with the variable on the y-axis and the variable's residual on the x-axis shows the Homoscedasticity. A scatter plot with consistent pattern shows Homoscedasticity. Table 5.3a and Table 5.3b shows the scatterplots of the independent and moderator variables of the thesis against internal whistleblowing and external whistleblowing respectively. The R2 value on scatter plot is called the coefficient of determination. This value shows the distribution of data points around the fitted regression line. The greater R2 value shows that there is smaller difference between the observed data and the fitted values. 

5.3.5: Multicollinearity

In a good model, multicollinearity is not desirable. Multicollinearity occurs when independent variables in a model are highly correlated and overlapping with each other. This correlation is a problem to explain the unique variance in the dependent variable, because independent variables should be independent. If the degree of correlation between variables is high enough, it can cause problems for model fit and interpretation of the results. Multicollinearity can be checked through Variable Inflation Factor (VIF) for each independent variable and also through correlations. Table 5.4 shows that correlations among independent variables are less than 0.60, thus there is no issue of Multicollinearity [START_REF] Hair | Multivariate data analysis: International version[END_REF]. The tolerance value in SPSS is directly related to the VIF, and its values less than 0.10 are strong indications of multicollinearity issues (Table 5.6). 

5.4: Common Method Bias

Podsakoff, MacKenzie, [START_REF] Podsakoff | Common method biases in behavioral research: a critical review of the literature and recommended remedies[END_REF] explain Common-Method Variance (CMV) as the spurious variance that is attributable to the measurement method rather than to the constructs the measures are assumed to represent. Common-method bias can inflate or deflate the correlation among variables depending upon several factors. Harman's single factor test is used to test if the majority of the variance can be explained by a single factor. To do this, I have constrained the number of factors extracted in Factor Analysis to be just one (rather than extracting via eigenvalues). Then I have examined the unrotated solution. If CMB is an issue, a single factor will account for the majority of the variance in the model and its value will exceed 50%.

But for three models, Common Method Variance has not proven to be a problem and values for Total Variance Explained have been less than the threshold level of 50% of total variance explained [START_REF] Podsakoff | Common method biases in behavioral research: a critical review of the literature and recommended remedies[END_REF].Table 5.7 shows the TVE (Total Variance Explained) for Model1, Model 2 and Model 3.

5.5: Validity and Reliability

Confirmatory Factor Analysis has the ability to quantitatively assess the construct validity. Construct validity contains four components-face validity, convergent validity, discriminant validity and nomological validity [START_REF] Paswan | Confirmatory factor analysis and structural equations modeling: An introduction[END_REF]. There are a few measures that are useful for establishing validity and reliability; like Composite Reliability (CR), Average Variance Extracted (AVE), Maximum Shared Variance (MSV), and Average Shared Variance (ASV). 

Reliability

Reliability refers to the systematic or consistent portion of scores [START_REF] Schwab | Research methods for organizational studies[END_REF]. It implies that the measure is consistent and stable for measuring that particular variable [START_REF] Sekaran | Research methods for business: A skill building approach[END_REF]). Cronbach's Alpha is used to calculate reliability of variables used. Cronbach's alpha should be above 0.7 [START_REF] Nunnally | Psychometric theory[END_REF] and value closer to 1 is considered better [START_REF] Sekaran | Research methods for business: A skill building approach[END_REF].Table 5.8 shows the Cronbach's Alpha values for all variables used.

Convergent validity

Convergent Validity is extent to which different items concur in their measurement of same trait.

Convergent validity means that the variables within a single factor are highly correlated.

Convergent validity can be measured through factor loadings (standardized regression weights), AVE [START_REF] Fornell | Evaluating structural equation models with unobservable variables and measurement error[END_REF] and reliability. The significant loadings depend on the sample size of the dataset. Generally, the smaller the sample size, the higher the required loading. The loadings given under the heading standardized regression weights must be greater than 0.5 and ideally must be greater than 0.7 [START_REF] Garson | Partial Least Squares: Regression & Structural Equation Models[END_REF].

Average Variance Extracted (AVE) is used to calculate convergent validity. Regardless of sample size, it is better to have AVE greater than 0.5. AVE is a strict measure of convergent validity. AVE is a more conservative measure than CR. On the basis of CR alone, the researcher may conclude that the convergent validity of the construct is adequate [START_REF] Garson | Partial Least Squares: Regression & Structural Equation Models[END_REF].

Discriminant Validity

Discriminant validity refers to the extent to which factors are distinct and uncorrelated.

Discriminant validity differentiates the latent constructs from each other, if the covariance between the two construct is high (≥0.60), the constructs are reflecting similarities, and they are not different. The rule is that variables should relate more strongly to their own factor than to another factor. Two primary methods exist for determining discriminant validity during an EFA. The first method is to examine the pattern matrix. Variables should load significantly only on one factor. If "cross-loadings" do exist (variable loads on multiple factors), then the cross-loadings should differ by more than 0.2. The second method is to examine the factor correlation matrix. Correlations between factors should not exceed 0.7. A correlation greater than 0.7 indicates a majority of shared variance (0.7 * 0.7 = 49% shared variance). 

Nomological Validity

Nomological validity of the model can be assessed by investigating if the correlations between the constructs in the measurement model are significant (all p-values in covariance Table ). This can be reported make sense. To assess nomological validity, all p-values in covariance Table should be significant, and correlation estimates of constructs also has to be positive [START_REF] Paswan | Confirmatory factor analysis and structural equations modeling: An introduction[END_REF].

5.7: Measurement Model and Structural Model

The SEM consists of two parts-the measurement part and the structural part. Second part is observed, and used to estimate the structural part. The estimates of structural models are observed indirectly. Measurement model gives empirical evidences, while the structural model provides framework to support the hypotheses. Path analysis is a tool to formulate the structural model, but the observed variables under the latent constructs should be unidirectional, and need composite variables.

5.7.1: The Measurement Model

Confirmatory factor analysis (CFA) is part of SEM. Through CFA, the relationships among latent constructs and a priori hypotheses about relationships between observed variables and latent variables or factors can be statistically examined. It develops and refines measurement model and calculates construct validity [START_REF] Brown | Confirmatory factor analysis for applied research[END_REF]. Before structural model, CFA is conducted to identify any issues, which otherwise can affect the findings of structural model tremendously [START_REF] Thompson | Exploratory and confirmatory factor analysis: Understanding concepts and applications[END_REF].

The variables used for this study are latent variables, factors or constructs. These constructs are graphically represented by circles and they cannot be directly observed. These unobserved variables are measured through some statements called items on Likert scales and are reflective in nature. The items are also called Observed, measured, manifest variables or indicators and generally represented graphically with a square or a rectangle.

Maximum Likelihood Estimation (MLE)

Researchers recommend to use MLE method when a) data have multivariate normality (no skewness or kurtosis in the joint distribution of the variables exists), b) the endogenous and exogenous variables are continuous and c) the missing data is less than 5% [START_REF] Kline | Principles and practice of structural equation modeling[END_REF]. Since, our data set meets all the three requirements, therefore in this study, MLE method over other estimation methods has been employed to calculate parameters estimates because the data follow the multivariate normal distribution [START_REF] Kline | Principles and practice of structural equation modeling[END_REF]. MLE is defined as 'a procedure that iteratively improves parameter estimates to minimize a specified fit function' [START_REF] Hair | Multivariate data analysis: International version[END_REF]. The extant research advocates that MLE is the best estimation procedure to get valid results for the sample sizes in the range of 150 to 500 (MacCallum, [START_REF] Maccallum | Power analysis and determination of sample size for covariance structure modeling[END_REF].

Model fit

Model fit refers to how well our proposed model (in this case, the model of the factor structure)

accounts for the correlations between variables in the dataset. If we are accounting for all the major correlations inherent in the dataset (with regards to the variables in our model), then we will have good fit. It means that model fit is the ability of a model to reproduce the data in terms of variancecovariance matrix. When a model fit is consistent with data and needs no re-specifications, it is a good fit [START_REF] Kenny | Respecification of latent variable models[END_REF]. If not, then there is a significant "discrepancy" between the correlations proposed and the correlations observed, and thus we have poor model fit. It means that the proposed model does not "fit" the observed or "estimated" model (i.e., the correlations in the dataset). There are specific measures that can be calculated to determine goodness of fit. The metrics that can be reported are listed below, along with their acceptable thresholds. Goodness of fit is inversely related to sample size and the number of variables in the model. The thresholds listed in the Table 5.14 below are from [START_REF] Hu | Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives[END_REF]. Confirmatory Factor Analysis (CFA) determines the factor structure of the dataset.

In [START_REF] Brown | Confirmatory factor analysis for applied research[END_REF]. However, in research some guidelines are present that have some empirical support based on simulations, such as [START_REF] Hu | Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives[END_REF]. For this dissertation, I will report some of these commonly used fit indices. Table 5.14 gives the brief description of the fit indices that have been reported in this study.

Absolute Indices

These indices measure the degree of plausible similarity between the fit of the obtained and implied covariance matrices and the ML minimization function. These indices show how well they do not use an alternative model as a base for comparison. These indices indicate the extent to which the observed data matrix and the hypothesized model data matrix are the same. The more similar they are, the better the fit. These indices are not based on any comparison with a baseline model but are a measure of how well the model fits in comparison to no model at all [START_REF] Jöreskog | Recent developments in structural equation modeling[END_REF].

Chi-square (χ2 , sometimes referred to as T ) is derived directly from the fit function [FML(N-1)]

and is considered as the basis for most other fit indices. The standardized root mean square residual (SRMR; [START_REF] Bentler | EQS structural equations program manual[END_REF], the goodness of fit index (GFI; [START_REF] Jöreskog | Recent developments in structural equation modeling[END_REF], AFGI, RMSEA, and the RMR are some other examples of absolute fit indices.

Adjusted for Parsimony Indices

They differ from absolute fit indices in that they penalize models with a larger number of free parameters. These indices increases as the number of free parameter increases. An example is the adjusted goodness of fit index (AGFI; [START_REF] Jöreskog | Recent developments in structural equation modeling[END_REF], where its value increases when the number of free parameter increases, resulting in more parsimonious models. Another example of adjusted for parsimony indices includes the adjusted goodness of fit index (AGFI; [START_REF] Jöreskog | Recent developments in structural equation modeling[END_REF].

Relative Fit Indices

They compare the chi-square for the hypothesized model to one from a "null", or "baseline" mode [START_REF] Mcdonald | Principles and practice in reporting structural equation analyses[END_REF]. This null model almost always contains a model in which all of the variables are uncorrelated, and as a result, has a very large chi-square (indicating poor fit) [START_REF] Hooper | Evaluating model fit: a synthesis of the structural equation modelling literature[END_REF]. These indices compare the improvement in fit of the proposed model to a baseline model in which covariances among all variables are hypothesized to be zero. The more the improvement of the proposed model as compared to the baseline model, the better the fit.

Relative fit indices can be used to compare the fit of a proposed model to the observed data or to compare the relative fit of two competing models to the observed data. Some examples are the comparative fit index (CFI; [START_REF] Bentler | Comparative fit indexes in structural models[END_REF], normed-fit index (NFI; [START_REF] Bentler | Significance tests and goodness of fit in the analysis of covariance structures[END_REF], incremental fit index (IFI; [START_REF] Bollen | Structural equations with latent variables[END_REF] and Tucker-Lewis index [START_REF] Tucker | A reliability coefficient for maximum likelihood factor analysis[END_REF]. The standardized root mean square residual (SRMR) SRMR is the square root of the discrepancy between the sample covariance matrix and the model covariance matrix. It shows the difference between the observed and the predicted correlation [START_REF] Hooper | Evaluating model fit: a synthesis of the structural equation modelling literature[END_REF]. It is a "badness of fit" index; zero indicating the perfect fit.

SRMR < 0.08 [START_REF] Hu | Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives[END_REF])

RMR

The root mean square residual (RMR) is also the square root of the discrepancy between the sample covariance matrix and the model covariance matrix.

For better fit < 0.05 [START_REF] Byrne | Structural equation modeling with AMOS, EQS, and LISREL: Comparative approaches to testing for the factorial validity of a measuring instrument[END_REF] RMR <0.08 acceptable [START_REF] Hu | Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives[END_REF]) Adjusted for parsimony indices Adjusted Goodnessof-Fit Index (AGFI)

The adjusted goodness of fit index (AGFI) corrects the GFI, which is affected by the number of indicators of each latent variable. It accounts for different degrees of model complexity by taking a ratio of the degrees of freedom used in a model to the total degrees of freedom available.

AGFI ≥ .90 [START_REF] Hair | Multivariate data analysis: International version[END_REF][START_REF] Kline | Principles and practice of structural equation modeling[END_REF] Root-Mean-Square Error of Approximation (RMSEA) RMSEA is based on non-centrality parameter and is most recommended measure of fit. Its value between 0.05-0.08 are mediocre. RMSEA ≤ .05 [START_REF] Browne | Altemative ways of assessing model fit[END_REF][START_REF] Kline | Principles and practice of structural equation modeling[END_REF] 

Relative fit indices or Incremental fit indices

Normed Fit Index (NFI)

The normed fit index (NFI) analyzes the discrepancy between the chi-squared value of the hypothesized model and the chi-squared value of the null model. [37] However, NFI tends to be negatively biased. It is also called Bentler-Bonnet Index and is an incremental measure of fit (Bentler & Bonnet, 1980). NFI ≥ .90 [START_REF] Kline | Principles and practice of structural equation modeling[END_REF] Comparative Fit Index (CFI)

It compares the hypothesized model against a null model. It analyzes the model fit by examining the discrepancy between the data and the hypothesized model, while adjusting for the issues of sample size inherent in the chi-squared test of model fit (Gatignon, 2010). Value close to 0 indicates a poor fit, while value close to 1 indicates a perfect fit. CFI ≥ .90 [START_REF] Bentler | Comparative fit indexes in structural models[END_REF]; Kline 2015) Tucker Lewis Index (TLI) It is also called the Non-Normed Fit Index (NNFI), and is another incremental fit index. TLI ≥ .90 [START_REF] Hair | Multivariate data analysis: International version[END_REF] 

5.7.2: From Measurement Models to Structure Models showing Causality

SEM explores the cause and effect relationship between exogenous and endogenous factors by examining the direct and indirect relation. If the empirical study reflects a relationship which is not supported by theory, the researcher must have strong empirical logics and reasons to support the existing unexpected causality. Theory based causality establish a structural model for estimation of constructs relationships. The causal models are applied to data sets where information were collected for independent, intervening, and dependent variables in a single, cross-sectional study [START_REF] Biddle | General Issues Structural Equation Modeling[END_REF].

The central research question proposed is to study the antecedents of internal and external whistleblowing of employees at individual level. To answer it, individual antecedents at three levels have been identified in three models. The proposed models comprise seven predictors, one moderator and two outcome variables, thus making 15 hypotheses in total (see Table 6.4d for summary).

Before reporting the outcomes of each measurement model (MM1, MM2 and MM3), structural model (SM1, SM2 and SM3) and interaction model (IM1, IM2 and IM3), it is worth mentioning to outline some common criteria applied to all. This chapter contains three main sections; each with subsections. Each section deals the results of one model of the thesis. Section 6.1 deals with the first model and its sub parts, while section 6.2 and 6.3 deal with the results of model 2 and 3 respectively.

Structural Equation Modelling (SEM) consists of two parts. The first part is measurement model through CFA, which is followed by structural model. Measurement model examines the relationship between the latent constructs and their items. It maps the measures on the theoretical constructs [START_REF] Kenny | Respecification of latent variable models[END_REF]. Extant research permits the researchers to use one of two methods to confirm the validity of the measurement model. Researchers can either test the validity of items of the construct separately, or can assess validity of the items of all constructs together in a single pooled model (Cheng, 2001). For all measurement models, I have examined the validity of the items of all constructs together in pooled measurement model (pooled-CFA).

It is important to mention here that the latent constructs (both exogenous and endogenous) are represented by ellipse, items are represented by rectangle and measurement errors are represented by circles in the models. For all models, the MLE method has been applied. All the constructs are reflective (likert scale) and all the models are recursive. In SEM, it is advisable to report the model fit indices first. In CFA, the overall model fit shows the extent to which the indicators represent the proposed model. Of available model fit indices, it is advisable to use combination of fit indices like variable explained by all predictors collectively. In AMOS, the standardized regression coefficients show the relationship between the exogenous (independent variable i.e., IV) and the endogenous (dependent variable i.e., DV) variable. The standardized regression weights explain that how a unit (single) standard deviation of change in the IV can cause some amount of change in the DV. While the value of R² on outcome variable shows how much variance of the model is explained by the predictors. Similarly, the results of the structural models with standardized parameters have been reported while controlling for demographic variables (age, gender etc.). Though a causal relationship may exist between control and dependent variables, but to avoid the theoretical complexity of the models, all the hypotheses have been tested and reported controlling for demographic variables. Besides, to study the causal effects of these control variables is not the focus of this thesis.

Apart from this, the results obtained in AMOS for measurement and structural models show different values of correlations, if compared to correlation Table 5.3. The main explanation for this difference lies in the fact that in AMOS, along with bivariate correlations, the covariances are also considered. The results explain that some of the covariances between exogenous and endogenous variables have been explained by the other variables in the model, leaving an insignificant amount of unique covariance for this path.

In all the interaction models, the moderating effect of third variable on the relationship between two variables (exogenous and endogenous) has been determined. The moderating effect can either strengthen (positive values) or can dampen (negative values) the existing relationship. There are some cases, where the third variable casts no moderating effect at all. For the three models of the thesis, Perceived Organizational Support of an individual is the moderating variable. It is a metric variable. Before computing the interaction term for each model, the data have been imputed and then ZSCORES for the moderating and the independent variable have been computed. Then the interaction term for each model is computed as the product of their ZSCORES. Section 6.1: Model 1

6.1.1: CFA for Measurement Model 1 (MM1)

In first study, I have conducted confirmatory factor analysis (CFA) to assess the factor structure of the latent constructs (i.e., multi-item scales) in the first model, including mindsets, perceived organizational support, internal and external whistleblowing intention. Here, I want to make one thing clear that the steps that I have explained in the lines ahead are same for the analysis of all models in all sections. To conduct this analysis, firstly I have conducted Factor Analysis using SPSS to test uni-dimensionality of underlying factors (items of the constructs). I have followed same steps of the following process for the factor analysis of the three models of the thesis. In factor analysis, I have first clicked on "Analyze" and a tab opens up. Here I have clicked on "Dimensions Reduction", which opens up "Factors". I have clicked it. Here a box appears, where I have selected and transferred all the items of the constructs of Model 1 into the sub-box named as "variables". Now, I have clicked on "descriptives", where I have selected Maximum Likelihood Extraction method using Promax Rotation with absolute value of factor loadings at 0.3. Any factor value less than 0.3 is unacceptable for the inclusion of that factor (item) in the subsequent analysis.

After clicking "ok", I have obtained many statistics. Here I am mainly interested in the Table called "Pattern Matrix", which has been used for the Measurement Models of the thesis using AMOS.

The AMOS plugin named as Pattern Matrix Model Builder automates the creation of model using Pattern Matrix made in SPSS. I have used this plugin to create the three models of the thesis for measurement models, which have been subsequently used in structural models. After this, I have named each construct in abbreviated form (See Table 6 for abbreviation and acronyms). I have constrained one item at 1, as per rule of AMOS. Finally I have run the analysis for the three measurement models one by one. The results obtained are mentioned here as CFA results. To avoid repetition in each model, here I explain some general interpretation of the results obtained in the measurement models and structural models of the thesis. Tables 6.1b, 6.2b and 6.3b of measurement models MM1, MM2 and MM3 respectively show that when in the constrained models, the item loadings of all reflective constructs are statistically significant (p < 0.001), having factor loadings (standardized loadings) above the acceptable threshold of 0.5 and R² more than 0.4, the measurement models are significant [START_REF] Hair | Multivariate data analysis: International version[END_REF]. This shows that the items (questions) of all the variables are measuring those variables validly and reliably. They are showing what they are designed for. These measurement models are statistically fit and allow to move to the next phase of measurement of structural model. The structural model shows the causal relationship between the predictor (exogenous) variables and the outcome (endogenous) variables.

CFA results of Model 1 (Table 6.1a) show that a four factor model, in which each scale indicating a distinct latent factor, fits the data well (χ2/DF = 1.33, GFI= 0.960, AGFI= 0.947, NFI = 0.979, CFI= 0.995, TLI= 0.994, RMSEA = 0.027, RMR= 0.065, PCLOSE= 1.000).Table 6.1a summarizes the results obtained from MLE in terms of Model Fit for Model 1. It shows that the hypothesized models appear to be a good fit to the data. Thus, there is no need to conduct post-hoc modifications. Graphically, the measurement model 1 (MM1) has been presented in Figure 6.1a. Table 6.1b shows the standardized loadings, standard errors, critical ratio (C.R), significance level, AVE, standardized regression weights of the constructs. Table 6.1b shows that in the constrained model, all items loadings of all reflective constructs are statistically significant (p < 0.001), having factor loadings (standardized loadings in the Table 6.1b) above the acceptable threshold of 0.5 and R² more than 0.4, as recommended by [START_REF] Hair | Multivariate data analysis: International version[END_REF]. 6.1b shows that all constructs have AVE more than 0.5, thus they are acceptable. Similarly, covariance and correlation values in Table 6.1c show that measurement model 1 fits the data well, providing a theoretically consistent set of findings. The correlation estimates between predictor variables do not exceed 0.7 in Table 6.1c. It implies that there is no issue of multicollinearity here. The last column in Table 6.1a for SM1 shows that the structural model (SM1) fits the data well (χ2/DF = 1.315 at p=0.005, GFI= 0.958, AGFI= 0.946, NFI = 0.980, CFI= 0.995, TLI= 0.994, RMSEA = 0.026, RMR= 0.10, PCLOSE= 1.000). In the step followed, I have examined the coefficients estimates for testing the hypotheses. In Table 6.1d, the standardized path coefficients shows that statistically significant correlations exist between the endogenous and exogenous variables having acceptable C.R. values (> 1.96).

The standardized regression weight (b) shows a statistically significant positive relationship (b=0.369, p< 0.001) between Dweck's mindset (DMS) and internal whistleblowing (IWB). This signifies that that for each single unit of increase in DM, the probability of IWB intention is enhanced by 0.37 units. It shows that the higher is the correlation between DMS and IWB, the more are the chances for the individuals to blow the whistle internally. The higher value on the continuum of mindset shows likelihood of growth mindset. This implies that individual with growth mindset would react differently to whistleblowing intention than the individual with fixed mindset. The findings suggest that people with growth mindset have more chances of blowing the whistle, on observing some organizational wrongdoing. Similarly, for one unit increase in POS of an individual, the increase in IWB will be 0.443. Table 6.1d also shows that perceived organizational support (PerOS) is statistically positive correlated to IWB (b=0.443, p<0.001), while is negative correlated to EWB (b=-0.201, p<0.001). This result is in line with the previous literature for POS and IWB. The findings of H1b adds new insights into the existent literature by showing that the negative correlation between mindset and EWB implies that a person with more growth mindset is less likely to blow the whistle externally. The other implication is that more a person is of fixed mindset, the more would be the likelihood of external whistleblowing. These results show that individual having more POS and growth mindset are more likely to blow the whistle internally, if compared to their counterparts.

While for correlation between DMS and external whistleblowing (EWB), we assume the marginal significance level of p<0.10, which is accepted by some researchers (e.g., Anderson & Weitz, 1992). Therefore, statistically significant negative relationship exists (b=-0.12, p< 0.10) between DMS and EWB and between PerOS and EWB (b=-0.201, p< 0.001). These findings support the hypothesis H1a that types of individuals' mindsets are related to their intention to blow the whistle internally or externally on observing organizational wrongdoing. Examining the Figure 6.1b, the While the value of R² on IWB shows that about 51% variance of the model can be explained by the predictors. This value signifies that the model is good and explains the relationship of the types of mindsets and POS to IWB intention of an individual. While the R² value on EWB is 8%, explaining only 8% of the variance explained by the two predictors.

The covariance value between PerOS and DMS in Table 6.1e shows a significant relationship between the two, without any problem of multicollinearity. Similarly, to test the hypotheses H1b and H1c that types of mindset show different relationship with internal and external whistleblowing intentions, I have divided the sample into two categories, using SPSS. One group for growth mindset and the second group for fixed mindset individuals.

I have, first calculated the median (the middle point for grouping into two) for the construct of mindset, which is found to be 4.00. Then, the data set has been recoded for types of mindsets:

Growth mindset (4.0001 thru Highest, represented by 1) and Fixed mindset (Lowest thru 4.0001, represented by 2). I get Table 6.1f, showing of 467 respondents, 228 are found to be on the continuum of Growth mindset (48.8%) as compared to 239 (51.2%) on the continuum of Fixed mindset. In Table 6.1h, "Levene's test for equality of variances" tests the assumption that the variances of the two groups are equal. It means that the magnitude of dispersion is same for both groups. Table 6.1h shows that F=8.896, when p-value=0.003. If p is below 0.05, it means that the variances are unequal, thus, the two groups do not show same relation to IW. Results show a significant difference between growth mindset and fixed mindset on IW. There is a significant difference in the scores for Growth mindset (M=3.9408, SD=1.06651) and Fixed mindset (M=2.6381, SD=1.139) conditions; t(465)= -4.252, p<0.001. The p-value indicates that value more extreme than 12.74 occurs less than 1 out of a thousand times (.001 = 1/1000), when we assume there is no difference between the two groups. Putting it simply means that the two groups are highly unlike to be equal. These results suggest that types of mindset really do have an effect on IWB. Notably, these result suggest that individuals having Growth mindset will more likely to blow the whistle internally as compared to individuals with fixed mindset.

Therefore, these results support the hypotheses H1b & H1c. These findings suggest that when individuals with growth mindset would observe some organizational wrongdoings, they are more likely to blow the whistle internally as compared to individuals with fixed mindset.

When EW has been evaluated against types of mindsets, the results (Table 6 shows the degree of difference between two groups. Larger t-score shows more difference. In Levene's test, F value=32.08, p-value<0.001 shows the groups are not same. The negative t-value (-4.252) does not affect the significance of difference between the groups, it only shows the reversal in the directionality of the effect.

6.2: Section 2-Model 2

6.2.2: CFA for Measurement Model 2 (MM2)

To test the hypotheses of Model 2, first I have conducted CFA for pooled measurement model using MLE method (Figure 6.2b). Model 2 of the study contains proactive behavior (PB) and stewardship behavior (SWB) as the predictor variables against outcome variables-internal and external whistleblowing intention. While perceived organizational support (POS) is the moderator of the study. Good model fit indices have confirmed the validity of the constructs (variables) used in the model (Table 6.2a).

The model fit indices first shows that the indicators (items of the constructs) represent the proposed five-factor model quite well.The model fit indices show that the hypothesized models appear to be a good fit to the data. The results obtained from MLE in terms of Model Fit for Model 2 are as follow: χ2/DF = 1.156, GFI= 0.957, AGFI= 0.946, NFI = 0.978, CFI= 0.997, TLI= 0.996, RMSEA = 0.018, RMR= 0.060, PCLOSE= 1.000).

After reporting model fit indices, it is important to mention the values of standardized loadings, standard errors, critical ratio (C.R), significance level, AVE, standardized regression weights of the constructs (See Table 6.2b). Measurement Model 2 is a constrained reflective model, where all items loadings of the five constructs are statistically significant (p < 0.001), having factor loadings above the acceptable threshold of 0.5 and R² more than 0.4 [START_REF] Hair | Multivariate data analysis: International version[END_REF]. Similarly, the C.R values (t-values) of all the loadings are above the threshold of 1.96 [START_REF] Byrne | Structural equation modeling with AMOS, EQS, and LISREL: Comparative approaches to testing for the factorial validity of a measuring instrument[END_REF][START_REF] Hair | Multivariate data analysis: International version[END_REF]. The AVE values for all variables are above 0.5, showing that the items of construct reflect better the variables related variance as compared to the variance explained by the error [START_REF] Fornell | Evaluating structural equation models with unobservable variables and measurement error[END_REF].

In the same way, the covariance and correlation values in Table 6.2c provide a theoretically consistent set of findings. The measurement model 2 fits the data well. The covariance and correlations for all variables are significant at p<0.001 level, except between stewardship behavior (SWB) and external whistleblowing (EWB) (b=-0.089, p=0.088) and between EWB and proactive behavior (PB) (b=-0.099, p=0.063). 

6.2.2: Structural Model 2 (SM2)

The outcomes of the Measurement Model 2 through CFA suggest that the theoretical model is ready to be examined for the hypotheses. In structural model 2 (Figure 6.2b), multiple regression equations can be measured to test the causal effect between exogenous and endogenous variables simultaneously [START_REF] Hair | Multivariate data analysis: International version[END_REF]. The assessment of the goodness of model fit shows that the structural model fits the data well. The findings are χ2/DF = 1.349, GFI= 0.949, AGFI= 0.937, NFI = 0.974, CFI= 0.993, TLI= 0.992, RMSEA = 0.027, RMR= 0.093, PCLOSE= 1.000 (Table 6.2a).

The values of C.R. (threshold >1.96) are significant for all correlations at significance level <0.001, except for two correlations (Table ). The standardized regression weight (b) between SWBH and EWB shows a statistically non-significant relationship (b=0.085, p=0.206, C.R=1.263). Likewise the beta value between EWB and PBH shows a non-significant correlation (b=0.028, p=0.679, C.R=0.414). Examining the structural model 2, it becomes clear that statistically significant positive correlations between IWB and SWBH (b=0.241, p< 0.001) and between IWB and PBH (b=0.293, p<0.001) exist. These findings support the hypotheses H2 & H3. Hypothesis H2 proposes a positive correlation between stewardship behavior and whistleblowing intention of an individual. This signifies that in organizational context, if an employee with high stewardship behavior observes an organizational wrongdoing, it is more likely that he/she will blow the whistle internally rather than externally. It reflects that for each single unit of increase in SWBH would enhance the probability of IWB intention by 24%. It shows that the higher is the correlation between SWBH and IWB, the more are the chances for the individuals to blow the whistle internally. Likewise, hypothesis H3 suggests that there exists a positive correlation between proactive behavior and whistleblowing intention of an individual. Therefore, an increase in IWB by 29% is expected, when PBH increases by one unit. The findings show that on observing a wrongdoing, an individual with high proactive behavior would report that wrongdoing internally, not externally. Moreover, R² value on IWB in the SM2 shows that 54% of variance of the model is explained by three predictors. While, for the outcome of EWB, only 8% of variance is explained by the predictors collectively. Similarly, hypothesis H3 suggests that there exists a positive correlation between proactive behavior and whistleblowing intention of an individual. The findings show that on observing a wrongdoing, an individual with high proactive behavior would report that wrongdoing internally, not externally.

The values of covariance and correlations between predictor variables show that these variables are positively correlated with each other (Table 6.2e). But their correlation values show no issue of multicollinearity. The SEM approach on Model 3 denotes that the pooled measurement model 3 meets the criteria of model fit, with χ2/DF = 1.295, GFI= 0.868, AGFI= 0.857, NFI = 0.943, CFI= 0.986, TLI= 0.986, RMSEA = 0.025, RMR= 0.069, PCLOSE= 1.000 (Table 6.3b). The factor loadings of all the items of constructs above 0.50 in Table 6.3c, confirm the condition of uni-dimensionality of the constructs [START_REF] Hair | Multivariate data analysis: International version[END_REF]. Average variance extracted value (AVE) for all constructs is above threshold value of 0.50, thus confirming the convergent validity [START_REF] Hair | Multivariate data analysis: International version[END_REF]. The values of standardized loadings and regression weights, standard errors and critical ratio (C.R) of the constrained reflective model 3 are statistically significant (p < 0.001) [START_REF] Hair | Multivariate data analysis: International version[END_REF]. The minimum C.R value found in the model 3 is 13.523 which is far greater than the threshold value (1.96). Standardized regression weights of dimensions of EI are above 1, showing high correlation among them. Being dimensions of same construct, it is natural for reflective construct (2 nd order construct) to be highly correlated. Table 6.3d gives the values of covariance and correlations. The covariance and correlations for all variables are significant at p<0.001 level. Table 6.3d shows that data have no issue of multicollinearity as the correlation values are less than 0.80 [START_REF] Hair | Multivariate data analysis: International version[END_REF]. Similarly, some correlation values are negative, thus forecasting the negative correlations in the causal model. 

6.3.2: Structural Model 3

After good model fit for measurement model 3, now the hypotheses of model 3 can be assessed.

The results in structural model show a good fit to the data (Table 6.3b). The results are as follow: χ2/DF = 1.241, GFI= 0.943, AGFI= 0.930, NFI = 0.977, CFI= 0.995, TLI= 0.995, RMSEA = 0.023, RMR= 0.056, PCLOSE= 1.000. Table 6.3e shows that evidently, all paths are significant (at p< 0.001), except paths of external whistleblowing leading to self-monitoring and grit which are significant at p<0.05, while EWB and POS are significant at p<0.10. However, the path between EWB and political skill is nonsignificant (C.R= -.015, p=0.988). In this model, the causal relationship of four exogenous variables with two endogenous variables have been examined to test the hypotheses of the model 3.

Examining the correlation between grit and internal whistleblowing, it becomes clear that a statistically significant correlation exists between them (b=0.278, p<0.001). It implies that for one unit change in grit, 27% variation will occur in IWB. This finding supports the hypothesis H4 that a high grittier individual will report the wrongdoing internally in the organization. While, a statistically negative relation between grit and EWB (b=-0.134, p<0.05) shows an individual high on grit will not intend to blow the whistle externally. The results support the hypothesis H4.

Analyzing the effect of degree of self-monitoring of an individual on his/her intention to blow the whistle, a significant negative correlation (b=-0.215, p<0.001) suggests that a high SM person would not intend to blow the whistle internally. It shows that with unit increase in SM level of an individual would reduce the probability of IWB by 21.5%. While, a significant positive correlation between SM and EWB (b=0.106, p=0.037) hints that a high SM person would try to report the wrongdoing outside the organization. The findings support the hypothesis H5, which suggests that a low SM individual would report the wrongdoing internally. The more an individual would be low in SM level, the more is the likelihood of his/her IWB. Analyzing the correlation between political skill and whistleblowing shows that a non-significant correlation between EWB and political skill (b=-0.001, p=0.988) exists. This signifies that a person with high political skill would not blow the whistle externally. While, IWB is positively correlated to political skill (b=0.299, p<0.001). This supports the part of the hypothesis H6 that individual possessing more political skill would not refrain from reporting the wrongdoing internally. Likewise the positive beta value between IWB and emotional intelligence (b=0.224, p<0.001) shows a significant correlation. It means that person high on EI are more likely to blow the whistle internally. One unit increase in EI would enhance IWB by 22.4%. While, a statistically significant negative correlations between EWB and EI (b=-0.163, p=0.006) suggests that for individuals high on EI, the better channel to report the wrongdoing would never be EWB. The findings support the Hypothesis H7 suggesting that individual with more EI would report the wrongdoing in the organization internally, if not externally. The R² value on IWB in SM3 signifies that 78% of the variance in the model is explained by the predictor variables. This R² value reflects the strength of the model. While for EWB, the predictors explain about 14% of the variance.

The values of covariance and correlations between predictor variables (Table 6.3f) show that some variables are positively correlated, while some show negative correlation. But no correlation show issue of multicollinearity. To apply the moderating analysis, the interaction term (IntMNS_POS) has been used in AMOS.

The interaction model 1 shows that no significant interaction effects exist. Interaction term does not moderate the relationship between type of mindset (DM) and IWB (ß = -0.035, p = 0.341) and the relationship between type of DM and EWB (ß = 0.060, p = 0.223) (Table 6.4a). Therefore, the findings do not support the hypothesis H9, which proposes that the effect of types of individuals' mindset on individuals' intention to blow the whistle internally or externally is moderated by individuals' Perceived Organizational Support. The findings strongly advocate that the type of mindset of an individual dominates his/her decision making capacity to such an extent that even the contextual factors like POS cannot affect it greatly. In interaction model 2, two interaction terms have been introduced. One is IntPOS_SWB (the product of ZSCORES of POS and SWB) and the other is IntPOS_PB (the product of ZSCORES of POS and PBH). Introducing two interaction terms has not changed the previous significant and non-significant correlations in the structural model 2. In the interaction model 2, the moderating effect of POS has been examined.

The interaction model 2 (IM2) that only one significant interaction effect exists. Interaction term IntPOS_SWB moderates the correlation between IWB and SWB (b=0.131, p=0.004). While, no moderation effect is found between correlation pairs SWB and EWB (b=-0.004, p=0945), PBH and IWB (b=0.310,p=0.982) and PBH and EWB (b=-0.064, p=0.266) (Table 4b). The findings support only one part of the H10. This suggests that POS only moderates the correlation between stewardship behavior of individuals and their likelihood of internal whistleblowing intentions than external whistleblowing intentions. It is surprising and hints that when individuals having more stewardship behaviour perceive that they have organizational support for their actions, the likelihood of their internal whistleblowing intention would be enhanced. The findings do not support the hypothesis H11 that POS of individuals would moderate the correlation between their proactive behavior and the likelihood of internal or external whistleblowing intentions. The findings suggest other way, showing that individuals high on proactive behaviour would not be affected by the contextual factors. They will blow the whistle internally, no matter they perceive the organizational support on their side or not. In interaction model 3, four interaction terms have been introduced. One is IntPOS_PS (the product of ZSCORES of POS and PS), IntPOS_GR (the product of ZSCORES of POS and GR), IntPOS_SM (the product of ZSCORES of POS and SM) and the last is IntPOS_EI (the product of ZSCORES of POS and EI). The interaction model 3 has not changed the previous significant and non-significant correlations in the structural model 3 (Table 6.4c). In the interaction model 3, only one significant interaction effect has been found. Interaction term IntPOS_SM moderates the correlation between IWB and SM (b=0.076,p=0.006). This supports H13. While, there is no other moderation effect in the model, thus rejecting the hypotheses H12, H14 and H15. The findings suggest that individuals with strong traits are not affected by the contextual factors to the extent that they would alter their intentions to blow the whistle. (Creswell & Plano Clark, 2011). Building on the results obtained in quantitative phase, the qualitative phase helps in explaining the various aspects of the phenomena under-investigation in a better way. Qualitative data has been collected through two

Focus Group Discussions (FGDs). A well planned FGD can better explain individuals' feelings and opinions about certain situation [START_REF] Kreuger | Focus groups: A practical guide for applied research[END_REF]. FGD helps in mining meanings out of communicated opinions and statements. This widens the scope of understanding of the participants' insights and validates the research [START_REF] Gill | Methods of data collection in qualitative research: interviews and focus groups[END_REF].

Research proposes that the tool of FGD in the domain of whistleblowing can better explain the whistleblowing as a process in terms of its outcome (Lewis, 1995). FGD provides a tool to validate and strengthen the respondents' opinion on the hypothetical situation notably in case of whistleblowing [START_REF] Miceli | Whistle-blowing in organizations[END_REF]. FDG (qualitative method) coupled with surveys (quantitative tool) helps generating valid and robust information about the phenomenon under-investigation.
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A focus group is 'a technique involving 'the use of in-depth group interviews in which participants are selected because they are a purposive, although not necessarily representative, sampling of a specific population (Lederman, 1990: 117). This technique allows 'researchers to observe groups in interaction with one another, thereby generating the interactive data which cannot be gathered in individual interviews' (Lederman, 1990: 120).

The selection criteria for the participants of focus group are that they should be able to discuss comfortably the topic under-study not only with the interviewer(s), but also with each other and should have almost alike socio-characteristics [START_REF] Richardson | A question of access: an exploration of the factors that influence the health of young males aged 15 to 19 living in Corby and their use of health care services[END_REF]. The participants' knowledge of the phenomenon under-study is highly related to the concept of 'applicability' [START_REF] Burrows | Focus groups: What are they and how can they be used in nursing and health care research?[END_REF]. Data generated in focus group basically rely on the quality of the synergy of the group interaction (Green et al., 2003). Krueger and Casey (2000) advocate to have element of trust among the participants so that they can engage comfortably in discussion. To explore sensitive phenomenon like whistleblowing, the discussion among acquaintances can be advantageous, because trust among participants can encourage their true expression of the views [START_REF] Kitzinger | The methodology of focus groups: the importance of interaction between research participants[END_REF]. In line with the advocacy, the students of postgraduate classes (of Target University) have been selected as the participants for both focus group discussions (FGDs), using purposive sampling technique. Purposive sampling is a nonprobability technique that allows researchers to select the respondents meeting certain criteria [START_REF] Cooper | Business Analysis Methods[END_REF]. Here the students have been selected as sample, because among them the element of self-disclosure is natural and comfortable. Similarly, I have not conducted the FGDs in person, rather I have assigned the task to conduct the discussions to an emerging scholar (the interviewer). The interviewer has been teaching the participants (respondents) of the FGDs. This has allowed the element of candor 205 among the group participants, making them understand and feel comfortable with one another, as they feel like drawing social strength from each other [START_REF] Lederman | Assessing educational effectiveness: The focus group interview as a technique for data collection[END_REF]120). Likewise, when the respondents have been on the verge of inhibiting some other members from speaking, the interviewer has prudently intervened to build a safety net to create an environment to produce rich data (Lederman, 1990: 120).

The group dynamics of focus group ensure that the data generated through the social interaction and discussion of participants are considered deeper and richer than data from one-to-one interviews (Lederman, 1990: 119). Because this technique allows deeper psychological reactions as compared to data collected through interviews which appear to be more superficial as the group provides a safe atmosphere, a context in which the synergy can generate more than the sum of individual inputs (Lederman, 1990: 119). For this dissertation, using focus group interviews has helped not only in providing various ideas, feelings and points of differences among group members regarding various aspects of whistleblowing intentions and the preferred mode of whistleblowing i.e., internal or external, but also how various factors can affect the phenomena under-investigation.

To facilitate the quality of information gathered from the participants, the vital role of the moderator can never be ignored [START_REF] Krueger | Focus Groups: A Practical Guide for Applied Research[END_REF][START_REF] Burrows | Focus groups: What are they and how can they be used in nursing and health care research?[END_REF]. For the focus group interview of this dissertation, the moderator has proved to be very skilful in creating the positive environment required to promise maximum engagement of participants for the exchange of their feelings, views and ideas about the topic of study. The moderator has been accompanied by a notetaker, who has observed non-verbal interactions and documented the exchange of viewpoints, thus, has supplemented the oral text for fuller data analysis [START_REF] Kitzinger | The methodology of focus groups: the importance of interaction between research participants[END_REF][START_REF] Kitzinger | Qualitative research: introducing focus groups[END_REF]. Though the 206 narratives generated from participants are different, but complement the study (Rabiee, 1999).

7.1: Qualitative Data Collection

I have conducted two Focus Group Discussions (hereafter FGDs). As per recommendation, a focus group can have 4-12 participants [START_REF] Brown | The use of focus groups in clinical research[END_REF]. First group (FG1) consists of eight members, while the second group (FG2) comprises of nine participants (Table 7.1). On the bases of literature Semi-structured FGDs have provided participants the opportunity to illustrate their opinions in their own words. This method gives rigor and richness to the study, an advantage that often a survey method lacks. After taking the consent of the participants, the interviewer has provided an introduction encompassing the purpose and the objective of the discussion. The respondents have been informed that the purpose of the FGDs is data collection on the various phenomena understudy. As guided by research (Lederman, 1990: 122), the interviewer has started the discussions with ice breaker or warm up set of questions. After delineating the constructs under-study, the interviewer has asked direct and even projective questions regarding various antecedents of whistleblowing. This has been followed by a series of questions to gather all of the necessary information on the phenomena to be answered. The questions have been rephrased and elaborated, if the crux of the answer has not been fully understood. At times, the participants have been encouraged to illustrate their opinions by citing examples. The participants have been granted the permission to give their opinions either in English or Urdu (national language of Pakistan). At the end, each FGD has been summed up. Unlike previous research in whistleblowing domain, which has mostly been carried out in western context, this research has been conducted in an Asian country context i.e., Pakistan. Therefore, it is important to mention here that the respondents have been allowed to answer the questions and give their opinions in either Urdu (national language of Pakistan) or in English (the institutional language) at their convenience. This has been done to ensure the maximum participation of the respondents, lest the language barrier should inhibit them from the true expression of their opinions. The FGDs have been tape-recorded. Later on, for analysis purpose, the recorded discussions have been translated and transcribed. Hence, the widely used back-translation technique has been applied to minimize variance due to linguistic differences in translation, (Brislin, Looner & Throndike, 1973). This technique ensures equivalence between 208 the source and the target language [START_REF] Yu | Issues and challenges of instrument translation[END_REF]. To minimize the false positive error, generally related to back-translation technique, I have also employed the 'decentering approach'.

It is 'an ongoing process of revisions in both languages as often as needed until a similar but culturally relevant information is validated in each language' (Sperber et al., 1994: 502). The FGD have been translated into English and transcribed, resulting in 7287 words on 11 pages for FGD1 (Please see Appendix F) and 7058 words on 10 pages of single-spaced text for FGD2.

7.2: Data Analysis

Generally, focus group semi structured interviews generate large amounts of data, which must be reduced [START_REF] Robson | The Real World Research -A Resource for Social Scientists and Practitioner-researchers[END_REF]. Data analysis consists of various stages that aim to recombine the evidence to find the answer to the research question [START_REF] Yin | Case study research: Design and methods[END_REF]. Therefore, the data must be examined, categorized and tabulated to infer relevant information from the data, discarding the extra (Krueger & Casey, 2000). The data analysis should be systematic, sequential and verifiable, to reduce the potential subjectivity (Krueger & Casey, 2000). To establish a trajectory of evidence, the steps followed in the procedure of sufficient data analysis must be clearly documented. Not only verbal, but non-verbal communication expressions must also be reflected carefully to add a make a coherent whole. If some themes do not answer the research questions, they can be discarded [START_REF] Clarke | Thematic analysis. Qualitative psychology: A practical guide to research methods[END_REF].

The phase of reviewing potential themes checks if the themes are coherent and substantial. If the themes capture the significant aspects of the coded data with respect to the research question. This phase gives a final set of distinct and discrete themes. This phase ends in giving a set of themes.

While in the process of defining and naming, each theme is defined to capture its essence. This helps in showing the inter-relation among themes. Each theme is named. The names must be informative and engaging. Defined and named themes will be the part of final report writing. This phase is not simply the summarizing or paraphrasing the data. The data must be analyzed such that narrative and illustrative extracts must be well organized.

In producing the report phase, the analysis is finally drafted in a way that there must be consistency between the described method and reported analysis. In this phase, the analysis is refined further by integrating the literature into the analysis to maintain the validity of the interpretations. 

7.2.2: Data Coding and Analysis

After deciding to follow qualitative method to explain some unexpected results of the quantitative research method, I have conducted the focus group discussions (FGDs) to collect deeper insights on the topics of the research. Unlike quantitative data analysis, I have carried out data analysis • Final analysis • Producing the research report concurrently during the qualitative data collection [START_REF] Krueger | Focus Groups: A Practical Guide for Applied Research[END_REF]. For qualitative data analysis, the narrative analysis technique has provided the base to identify the iterated patterns and themes and their similarities and differences [START_REF] Miles | Qualitative data analysis: An expanded sourcebook[END_REF]. This technique has enabled me to derive themes both from the research questions and from the responses of the participants. Therefore, I have been able to identify, assort and record various themes from the raw data, which has subsequently facilitated me to interpret the data from different perspectives [START_REF] Boyatzis | Transforming qualitative information: Thematic analysis and code development[END_REF]. It is worth mentioning here that I have followed the derived or inspired approach of grounded theory as defined by [START_REF] Miles | Qualitative data analysis: An expanded sourcebook[END_REF]. The reason for using this approach is that I have collected the qualitative data with some pre-conceived notions and theoretical lenses in mind to explain some unanswered phenomena. Since the scholarly works by [START_REF] Glaser | The discovery of grounded theory; strategies for qualitative research[END_REF] and [START_REF] Strauss | Basics of qualitative research[END_REF], grounded theory has widely been applied in qualitative research. And many scholars have transformed this theory in their succeeding research, but the essence remains the same (e.g., Miles & Huberman, 1990;[START_REF] Corley | Identity ambiguity and change in the wake of a corporate spin-off[END_REF][START_REF] Gioia | Multiparadigm perspectives on theory building[END_REF]. Even since research work on grounded theory by [START_REF] Gioia | Multiparadigm perspectives on theory building[END_REF] has also be refined and expanded 'as a way of conducting qualitative, interpretive research and also as a way of guiding the analyses and presentation of that research' (Gioia, Corley & Hamilton, 2013: 15). Therefore, using grounded theory approach, I have analysed the FGDs to identify the pattern or the recurring themes in the transcripts (Miles & Huberman, 1990). Grounded Theory (GT) envisages two main domains [START_REF] Suddaby | From the editors: What grounded theory is not[END_REF]. First one is theoretical sampling and the other one is constant comparison. The theoretical sampling is to choose which data to collect from on-going interpretation of data. It allows new constructs and themes to emerge from the data [START_REF] Eisenhardt | Theory building from cases: Opportunities and challenges[END_REF]. This technique allows additional relevant categories to emerge.

Generally, the grounded theory collects data from multiple sources, using various techniques. Grounded theory approach aims not at testing the theory, rather it explores new aspects related to the phenomenon. This gives a holistic perception of the phenomena under-study [START_REF] Glaser | The discovery of grounded theory; strategies for qualitative research[END_REF].

It is also called as the "constant comparative" method, which allows the researchers to compare the data to emerging themes and the themes already present in the literature [START_REF] Strauss | Basics of qualitative research[END_REF]. This allows the themes to get refined, until the researchers get the themes best representing the data.

Parallel to this, is the concept of Gioia Method, which indeed is based on the same logic as that of Miles and Huberman's approach. Gioia method is a refined and modernized version. The qualitative technique of the Gioia method moves from formulation of first-order concepts to second-order themes and finally develops aggregate dimensions [START_REF] Corley | Identity ambiguity and change in the wake of a corporate spin-off[END_REF][START_REF] Gioia | Multiparadigm perspectives on theory building[END_REF]. Data analysis in a grounded theory approach involves three steps-open coding, axial coding and selective coding.

The step of open coding gives the first-order concepts. For this study, I have read the transcripts many times. Reading the transcripts repeatedly helps in identifying themes and ideas from the raw information. This helps in identifying the key ideas as contained in the discussion of the participants.

In open coding, during the line by line review of transcripts, key concepts or phrases keep on emerging. In open coding, the sentences are broken down to identify the concept that the text represents. Then, the concepts are labelled with some name [START_REF] Cowan | Being pushed and pulled: A model of US HR professionals' roles in bullying situations[END_REF]. Some open codes emerged during the analysis of FGDs in this study are-ethical responsibility, duty, incentives, fear, emotions, perseverance, skills, etc. These key concepts help developing first-order concepts.

Numerous overlapping items (codes) have appeared in the 1 st order concepts and their number explodes to over numerous overlapping items. This multitude of themes make me "lost" [START_REF] Gioia | Seeking Qualitative Rigor in Inductive Research: Notes on the Gioia Methodology[END_REF]. This idea is parallel to the concept of theme reduction as presented in Miles and Huberman's work (1990).

The codes identified during the open coding phase are grouped together in axial coding. Axial coding results in building second-order themes. During axial coding, the codes are compared with one another through inductive and deductive thinking. The researchers "made connections between a category and its sub-category" (Strauss & Corbin, 1990: 97). These categories or groups are formed on the bases of similarities and differences between them [START_REF] Cowan | Being pushed and pulled: A model of US HR professionals' roles in bullying situations[END_REF]. Axial coding ends when all the possible groups have been identified from reviewing the transcripts and a point of theoretical saturation reaches. In axial coding, for this study, multitude of over-arching categories have been identified to develop second-order themes and these categories now have phrasal descriptors (Figure 7.2). At this point, I have also examined if the findings of the FGDs are leading towards the same categories that have been studied in the quantitative section. This triangulation technique at point helps in distinguishing the points of agreements and discrepancies between two data sets (qualitative and quantitative).

During the selective coding phase, the second-order concepts are further filtered to develop the aggregate dimensions. This gives the data structure, representing the connections in a diagrammed form having visual and conceptual clarity. The data structure also illustrates the process of extracting final dimensions from raw information obtained using FGDs. In Figure 7.2, twenty nine second order concepts have been condensed into seven aggregate dimensions.

The data structure is the graphic representation showing how raw data have been configured visually.

This shows the progress moving from raw data to themes and aggregate dimensions. The progress of concepts and themes from first order to second order and finally to aggregate dimensions in data structure gives a relational dynamics. The data structure (Figure 7.2) not only shows the dynamic relationships among the themes and concepts in a more graphic form, but it also elaborates how these concepts are related to the phenomenon under-investigation (whistleblowing intentions). Thus, it significantly depicts the data-to-theory connections (Gioia et al., 2013).

Though the concepts and themes in data structure are quite informative and insightful. It is important to mention here that all the concepts and themes mentioned in this Data Structure are not exhaustive one. This is in line with the advocacy of willing suspension of belief in the received wisdom of prior work (Gioia et al., 2013: 23). It presumed level of semi-ignorance in literature allows the researcher not to be pedantic and thorough (Gioia et al., 2013: 23). Therefore, it is not necessary for researcher to include everything extensively. Since this study follows an explanatory sequential design, with an objective to explain the study variables more explicitly. Therefore, several other aspects are not included here. will be integrated for discussion. A compelling support is found in extant research regarding the integration of quantitative and qualitative data for the purpose of robustness, validity and strength of the research (Creswell & Plano Clark, 2017). The integration can be implemented either at the design, methods, or interpretation and reporting levels of the study [START_REF] Fetters | Achieving integration in mixed methods designs-principles and practices[END_REF]. The current study implements the integration at interpretation and discussion level. The integration through narrative approach has been selected for this study. In integration through narrative approach, the findings of quantitative and qualitative analyses are described in a single report. Three strategies exist in research to incorporate integration through narrative approach in a study-the weaving approach, the contiguous approach and the staged approach [START_REF] Tashakkori | The new era of mixed methods[END_REF]. For this study, the weaving approach has been employed for narrative integration purpose, in which the quantitative and qualitative findings are discussed simultaneously concept by concept or theme by theme basis [START_REF] Fetters | Achieving integration in mixed methods designs-principles and practices[END_REF].

In this chapter, the results of the quantitative analyses will be discussed and complemented with various perspectives from qualitative discussion. Then afterwards, whistleblowing in general will be discussed from qualitative perspectives. An important point is that the participants of the FGDs have been assigned codes to ensure their anonymity. The participants are coded as P1, P2, and P3 and so on. Starting with the perception about whistleblowing, there exists an undivided consensus among all the participants of FGDs that whistleblowing is an ethical responsibility of the employees. I report-in verbatim-the responses of some participants of FGDs who believe that: P3: I think, it is my ethical responsibility to disclose such an information to the adequate authority.

P6: Sir, I think whistleblowing is an ethical responsibility. Because the wrongdoings in the organization are affecting the organization quite adversely. Organizational wrongdoing not only harms the organization, but also effects the employees working in there.

Channels of whistleblowing

Results from the quantitative phase show that respondents are more likely to whistle-blow internally rather than externally. The results show that all predictors of the study are found statistically positively related to internal whistle-blowing intentions as proposed. The only exception is the negative relationship between self-monitoring and internal whistle blowing intention. In contrast, high self-monitoring shows a significant positive with external whistleblowing (as proposed).

The analysis of FGDs show options available to employees, when they observe some misdeeds in the organization. They can blow the whistle internally or externally, they can remain silent and even they can quit the organization [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. These options have been expressed by some respondents in the following ways: P5: Majority of the people would not go for reporting. These employees are indifferent to what happens around. P17: You don't want that you stand up against something that people look upon you..as Trouble maker… You don't want to get involved. P1: In case, I find wrongdoing completely embedded in the organization then I would prefer to switch to some other organization. I would not report the wrong doing outside the organization but would leave it.

Many respondents support the extant research on the fact that first the wrongdoings must be reported internally in the organization [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Ponemon | Whistle-blowing as an internal control mechanism-individual and organizational considerations[END_REF], so that the organization can rectify wrongdoing internally before it magnifies, or becomes a detrimental scandal [START_REF] Barnett | A preliminary investigation of the relationship between selected organizational characteristics and external whistleblowing by employees[END_REF]. Internal reporting is employees' loyalty to the organization [START_REF] Somers | Organizational commitment and whistle-blowing: A test of the reformer and the organization man hypotheses[END_REF] to safeguard the reputation of the organization (Miceli & Near, 1992b). P8: Yes Sir, I would report the wrong doing to the immediate boss so that the aftermaths and the adverse effects of that problem can be reversed.

Even, some employees prefer to report the wrongdoings anonymously.

P5: It is necessary that the upper authority should be informed of the organizational wrongdoing in some confined environment (in private), if open reporting is not even possible.

P17: I believe that it depends on the method of reporting as well. So if it is like anonymous, people are usually more willing to report cases.

The authority and management should acknowledge the positive aspects of internal reporting and should promote it as an ethical practice (Callahan et al., 2002;[START_REF] Chung | An examination of factors affecting external and internal whistle-blowing by auditors[END_REF].

P8: Sir, the environment of organization can be another factor that can decide the whistleblowing intention of the employees. If the overall environment or the culture of the organization promotes and supports their employees to report what bothers them, they would definitely blow the whistle, whenever they would observe some problems, or practices of wrongdoings in the organization. P5: Sir, I think that some organizations and some companies make this a part of their policies that whenever, employees would see some organizational wrongdoing or illegal, immoral, unethical practices in the organization, they should report it to the higher authority.

If organizational culture does not support internal reporting [START_REF] Miceli | What makes whistle-blowers effective? Three field studies[END_REF], and whistleblowers are silenced or retaliated, or the reporting goes unheard [START_REF] Miceli | Who blows the whistle and why[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF], then the employees can opt for external whistleblowing [START_REF] Chung | An examination of factors affecting external and internal whistle-blowing by auditors[END_REF]. Similarly, if the wrongdoing is a threat to peers, if the organizational environment supports the wrongdoing and if the senior management is also involved, then the preferred mode of reporting is external whistleblowing [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF][START_REF] Miceli | Who blows the whistle and why[END_REF][START_REF] Sims | Predictors of external whistleblowing: Organizational and intrapersonal variables[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF].

P6: If top management is also involved then no one will listen to the complaints and reporting of the employees inside the organization. The only obvious way to solve this is to report outside. P12: The first preferences would be that the issue must be solved within the organization. We should first approach the higher authority inside the organization. If it does not work, then people should go outside. P15: If the issue cannot be solved inside, we would have a reason to go outside. P17: we should report the wrong doing to our close immediate bosses or higher authority within the organization. We should wait for their response first. How do they behave towards that issue? We should take the reporting to the legal format or outside the organization, if we get no response from the inner authorities, or they start backfiring us. Then we can take the issue outside. P19: Sir, sometimes it happens that the top management is also involved in wrong doing. In such case we should go outside organization, if the wrong doing is at large scale…. if the major stakeholders are being harmed then we should definitely inform the authorities outside the organization.

External whistle-blowing harms the reputation of the organization. Cynthia Cooper of WorldCom reported the wrongdoing internally and saved the reputation of her organization [START_REF] Near | Does type of wrongdoing affect the whistle-blowing process[END_REF]. The respondents verify that they would report to authorities having power to correct the wrongdoings (Callahan & Dworkin, 1992;Kaplan & Schultz, 2007). The receivers for internal whistleblowing can be managers, partners (stakeholders), directors (higher authority), or a designated authority within the organization [START_REF] Chung | An examination of factors affecting external and internal whistle-blowing by auditors[END_REF]. For external whistle-blowing, the media, professional associations, regulatory bodies and interest groups can be addressed to [START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF]Near & Miceli, 1995;[START_REF] Chung | An examination of factors affecting external and internal whistle-blowing by auditors[END_REF]. The themes of first order and second order concepts all conform to the above-mentioned research (see 

8.1: Essays of the Thesis

The main research question to examine the characteristics of person at individual level affecting the whistleblowing intentions of the thesis has been dealt in three essays. Table 8.1 contains all the hypotheses of the thesis, which have been categorized into three essays.

8.1.1: Whistleblowing Intentions: A Mindset Perspective (First Essay)

Now focusing the set of hypotheses of the study, it is important to state here that the quantitative and qualitative data analyses render convincing support for the set of hypotheses (H1a, H1b & H1c) of first essay. Specifically, quantitative results show that types of mindset has statistical positive significant relationship with whistleblowing intention such that individuals with growth mindset are more likely to blow the whistle internally than externally. This confirms that individuals' definition, evaluation, perception and reaction of a phenomenon in environment is basically shaped and determined by the types of their mindset (Cook-Greuter, 2004;[START_REF] Plaks | Lay theories of personality: Cornerstones of meaning in social cognition[END_REF]. Therefore, the mindset types of individuals determine their intentions and decisions. Extending this to the channels of whistleblowing, the quantitative results show that the likelihood of internal whistleblowing is more for individuals with growth mindset, while individuals with fixed mindset are more likely to blow the whistle externally. To prove their worth and competence [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF][START_REF] Dweck | A social-cognitive approach to motivation and personality[END_REF], the FM individuals would prefer either not to get into risky situation by not reporting or would be more likely to blow the whistle externally, avoiding direct confrontation. While, GM individuals are ready to face retaliations, they are more likely to blow the whistle internally. They are not afraid of failures and can defend the setbacks [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]cf. Mueller & Dweck, 1998) which are outcomes of whistleblowing.

Qualitative analysis also supports the quantitative data findings. For example, most of the respondents agree to the fact that each person has his distinct mindset type. I report this in verbatim, that: P1: Everyone perceives or makes different views of the situation, depending on many factors. Everyone has different background, different moral values, different past experiences, all this and many other factors make a person to see the same situation differently. Therefore, everyone has different perspective, and has a different mindset. P5: Sir, basically the decision that if you blow the whistle really depends on the type of Mindset that you have. The decision of blowing whistle depends on your past experiences and your perspective of the reality. P17: For example, situation or a happening can be an issue for someone, but it is possible that it is not an issue at all from someone else's perspectives, or point of view.

A consensus among respondents has also been found concerning the proposition that growth mindset individuals are more likely to blow the whistle. I report the following verbatim that: P16: People with conservative minds have their specific comfort zone and position… They do not want their position get disturbed, neither they want to leave their comfort zone. The qualitative findings also support these relationships. Qualitative findings confirm that considering it as a personal responsibility, the individuals with high stewardship behavior place the long-term best interests of other stakeholders ahead of their self-interests [START_REF] Hernandez | Promoting stewardship behavior in organizations: A leadership model[END_REF].

Therefore, their high sense of personal responsibility urge them to report the wrongdoing [START_REF] Schultz | An investigation of the reporting of questionable acts in an international setting[END_REF] to safeguard the interests of other stakeholders and the organizations. The respondents mention in FGDs that: P10: Sir, those people, as we have discussed now, who are considerate, who take the responsibility that something wrong is happening, so we should speak against it, those people are more likely to blow the whistle. P5: Yes sir, blowing the whistle becomes our ethical responsibility at times when someone's life gets on stake or someone's job gets on stake. P1: Genuine whistle-blower are the individuals, who have ethical values and high norms. They would not bother, if they themselves get harmed after blowing the whistle. When they see that some practices in the organization are harming other individuals or the society at large, they would report the wrong doing.

The second hypothesis of the second essay suggests that individuals capable of self-initiation to bring change [START_REF] Grant | The Dynamics of Proactivity at Work[END_REF]Parker et al., 2010) would be more likely to blow the whistle. The quantitative results prove this hypothesis that individuals with high proactive behaviour are more likely to blow the whistle internally (b=0.293, p<0.001). Therefore on observing organizational wrongdoing, these individuals are more likely to take initiative to improve the situation by reporting to authorities with capacity to take action. These individuals would not adapt to the present circumstances (organizational wrongdoing) [START_REF] Crant | Proactive Behavior in Organizations[END_REF][START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF][START_REF] Ohly | Challenging the status quo: What motivates proactive behaviour?[END_REF] and would take action to bring improvement [START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF]. The respondents of FGDs mention that: P1: Actually, it is your attitude or your behavior and your personality. If you have such personality that you can confront the people on your own, then you will never wait for other people be with you. Rather you will take up the path/initiative at your own to report the wrong doing. P5: Sir, if something is bothering you then you will definitely report that to the higher authority.

P2: But as a matter of fact, not all the individuals have the guts to report the wrongdoing, these some individuals take the initiative to report.

In line with the extant research, the responses of FGDs also suggest that individual with high proactive behavior would challenge the status quo (wrongdoing) and would raise their voice against the malpractices [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF]. They would remain resolute in their stance to improve the situation (prevent the problem) despite the situational constraints [START_REF] Seibert | What do proactive people do? A longitudinal model linking proactive personality and career success[END_REF]. They would try to prevent the problem, by identifying the root cause of problems and reporting the problem to authorities [START_REF] Frese | 4. Personal initiative: An active performance concept for work in the 21st century[END_REF]. One respondent has also pointed towards the difference between potential whistleblowers and silent observers in terms of proactive behavior. The respondent defines silent observer in the words that; P2: But as a matter of fact, not all the individuals have the guts to report the wrongdoing, these some individuals take the initiative to report.

8.1.3: Whistleblowing Intentions: The Effect of Non-cognitive Traits (Third Essay)

In third essay, the effects of various non-cognitive traits (grit, emotional intelligence, political skills and self-monitoring) have been examined on individuals' whistleblowing intentions.

The quantitative results show that grit is positively statistically correlated to internal whistleblowing intention (b=0.278, p<0.001) and negatively correlated to external whistleblowing intention (b=-0.134, p<0.05). These results are further bolstered by the findings of qualitative data analysis. The respondents express their views about the potential whistleblowers in the following lines:

P5: This shows that such person (whistleblower) should be steadfast and persistent. P10: It happens sometimes. There are some people, not many (who blow the whistle). There are few peoples who take stand on their stance. P7: It would not be possible for employees without perseverance to deal with hardships of reporting the wrong doing. P10: And they (whistleblowers) will be steadfast by their action as well. P15: Sir, if you are not steadfast and you are blowing the whistle.. in the future you cannot afford the consequences. You step back from your stand. This will set a bad example that in case if there is some wrong doing in the organization, nobody would come forward to take the step. Therefore, only those people should blow the whistle who can afford it, who can face the consequences.

To the following comment of the interviewer, 'On the other hand, individuals who have more perseverance and steadfastness would not hesitate to blow the whistle and would be willing to face all types of retaliations and consequences of the initiatives', many respondents agree.

Similarly, a positive statistical relation between political skills and internal whistleblowing intention (b=0.299, p<0.001) supports the hypothesis H6. While result shows that there exists no significant relationship between political skill and external whistleblowing. Political skills is a construct that is composed of four components-social astuteness, networking ability, interpersonal influence and apparent sincerity [START_REF] Snell | The relative importance of political skill dimensions for predicting managerial effectiveness[END_REF]. The focus group discussions with respondents have thrown ample light on the relationship between the components of political skills and whistleblowing intentions in the given lines: P8: Such people have great tendency. Because these people have greater interpersonal influence. They are even attached to the senior management. So if these people would blow the whistle they will be supported. They would get good response from the authority as they are well connected with them. Blowing the whistle would put them in beneficial position. P1: Yes, people with better social and political skills can gather information through their networking skills. P17: I think, if we focus on the element of networking, in that case if there is an employee whose networking circle is very strong. Then, that person would be more willing to blow the whistle and his credibility would be higher, as he has so many people in his network. Networking enhances the credibility. So, if he says something, the people in his network circle would trust him obviously… Therefore in strong networking it is more likely to blow the whistle. P14: sir, trustworthiness and truthfulness…that people know that whatever you say or do is trustworthy. You are honest about it. You can be relied on.

P12: People need to be influential if they want to blow the whistle.

The respondents acknowledge the effectiveness of whistleblowing of a highly political skilled individual in the following words: P2: People with good political skills know how to convey their message to the higher authority without bringing up their name openly… They tactically blow the whistle. P16: Sir, if people with more networking would blow the whistle, they would blow the whistle quite easily. And this would be in an effective way.

Similarly, there exists a positive significant relation between emotional intelligence and internal whistleblowing (b=0.224, p<0.001) and a negative relationship between emotional intelligence and external whistleblowing (b=-0.163, p<0.05). The qualitative analysis confirms these relations. The respondents say that:

P16: Yes of course, a person who is calm, composed and patient can be a more potential whistleblower. A person who can explain his opinion and view point more explicitly, and who can control and regulate his emotions is definitely a person who can report wrongdoings in the organization in a better way. Because he has control over his emotions. P1: those people who can regulate and control their emotions, they can respond to the wrong practices in a more prudent and composed way. P7: I think a person who can compose and regulate his emotions, if he blows the whistle, he would blow the whistle quite effectively, and the consequences of his whistleblowing will be more far-reaching.

Quantitative analysis shows that a high self-monitor displays a negative relationship to internal whistleblowing (b=-0.215, p<0.001) and a positive correlation with external whistleblowing (b=0.106, p<0.05). High self-monitor try to promote their self-interests. They have their social capital, they do not want to spoil their good terms with their fellows. For better personal performance, high self-monitor individuals show interpersonal proficiency, and capacity to appreciate which behaviors are properly fitting across situations [START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. They focus on popular public appearance, enhanced impression management, pleasant relationships, and leadership [START_REF] Snyder | On the nature of self-monitoring: Matters of assessment, matters of validity[END_REF][START_REF] Day | Self-monitoring personality at work: a meta-analytic investigation of construct validity[END_REF]. Self-monitoring is indicative of one's social efficiency. Therefore, they simply overlook the organizational wrongdoings. These research findings have also been expressed in the following verbatim: P4: employees prefer and promote their self-interests. P1: For example, if some employees are having good relationships with their peers, and they find that someone of the peers are involved in some unethical or illegal actions, they will not report this to the higher authority. Neither would they like to ask their peers directly about the misconduct in the organization. Because they don't want to spoil their relationships with their peers. P2: Therefore, you overlook these minor issues in the organization. And even if sometimes these minor wrongdoings grow larger, you simply ignore these issues.

Though Perceived Organizational Support (POS) is the moderator variable of the study, it is prerequisite that POS should exhibit a direct relationship with the outcome variable(s). This study investigates to what extent POS of employees would moderate the relationships of predictor variables with the internal and external whistleblowing intentions. The positive correlation between POS and internal whistleblowing (b=0.443, p<0.001) confirms the extant research findings that when employees perceive the willingness and high level organizational support [START_REF] Aselage | Perceived organisational support and psychological contracts: A theoretical integration[END_REF], they would blow the whistle internally to safeguard the best interest of the organization [START_REF] Eisenberger | Perceived organisational support[END_REF][START_REF] Eisenberger | Perceived organizational support and employee diligence, commitment, and innovation[END_REF][START_REF] Eisenberger | Reciprocation of perceived organizational support[END_REF][START_REF] Rhoades | Perceived organisational support: A review of the literature[END_REF].

Similarly, a negative correlation between POS and external whistleblowing intention (b= -0.201, p<0.001) exhibits that individuals' POS inhibits them from reporting the wrongdoings outside the organization. Therefore, higher the level of POS of employees ensure more likelihood of internal whistleblowing. These findings support hypothesis H8. The analysis of FGDs also suggest that perceived organizational support (POS) more probably enhance the likelihood of internal whistleblowing. Thus internal whistleblowing is positively related to supportive organizational culture. The respondents support H8 in the following verbatim: P8: Yes sir, there would be more chances in such environment (more POS). P1: Definitely the chances (of whistleblowing) would be higher, if the manager or the higher authority in the organization is supporting the employees. If the employees think that higher management would stand with them in their difficulties, they would immediately approach the authority to report the wrong doing. P4: Sir, if the employees have the support of the shareholders and they think that the shareholders are at their back, then definitely the employees would blow the whistle.

In the line with the scholarly advice to incorporate moderator(s) in whistleblowing studies (e.g., Barrick & Mount, 1993), I have proposed set of hypotheses with moderating effects of POS on individuals' whistleblowing intention internally or externally. It is believed that POS may stimulate individuals' pro-social behavior. As whistleblowing is acknowledged as a pro-social behavior [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF], therefore, I extend this research by proposing the interactive effects of POS on the individual-level antecedents. The quantitative results do not support the catalyzing effect of POS on the main drivers of whistleblowing intention (e.g. mindsets, traits and behaviors) (with two exceptions). The interaction effect has been found for only two relationships.

Results show that POS moderates the relationship between stewardship and internal whistleblowing intention positively (b=0.131, p<0.05). It signifies that if employees' POS is higher, then employees with more stewardship behaviors are more likely to blow the whistle internally. Similarly, the quantitative finding suggests a statistical negative relationship between level of Self-Monitoring (SM) and internal whistleblowing (b=-0.215, p<0.001). This shows that a high SM employee would not prefer to blow the whistle internally but externally (b=0.106, p<0.05). The moderating effect of POS will reverse this relation (b=0.076, p<0.05), such that when high self-monitor employees would perceive more support from the organizations, they would not report externally but internally.

The qualitative analyses of FGDs contribute towards this study by clarifying the reasons of unexpected results for moderation hypotheses (H9-H15). FGDs clarify that though individuals' POS is directly related to their intention of internal whistleblowing, but this does not necessarily guarantee to have moderating effects. [START_REF] Near | The whistleblowing process: Retaliation and perceived effectiveness[END_REF] determined that certain individuals are not driven by any external rewards or incentives. Instead, they are interested in reporting the problem solely because they feel it is the appropriate course of action. The determination to follow a specific course of action is more significant than contextual factors and the threat of retaliation or retribution. Therefore, the individuals would blow the whistle irrespective of their organizational support. Some respondents bolster these findings in the given verbatim:

P3: I think it depends on the employees himself, if he wants to stop that wrong doing in the organization, he would not seek the help of other shareholders. He has got courage to stop the wrong doing himself.

P3: Yes sir he has got the courage so he does not need the support of any other person or of the environment. He would take the stand all alone. He would not seek others' support.

8.1.4: Other Findings of FGDs in the light of Extant Literature

Various other themes have also emerged in the course of semi-structured focus group discussions.

As rightly suggested by [START_REF] Babbie | The practice of social research[END_REF], respondents views, opinions, interpretations, experiences, and observations have provided rich insights into the phenomenon (whistleblowing) underinvestigation. FGDs have contextualized the quantitative findings. Qualitative analysis confirms to the extant research on the stance that reporting the wrongdoing is in the best interest of organization in general and society in large. Respondents believe that: P19: I think there should be reporting of the wrong doing in the organizations. Because, sometimes the wrong doings are harming the organizations. Like wrongdoing may affect the performance of the organizations, and affect the organization in achieving its goals, therefore there must be reporting of wrongdoing. P14: We should report it definitely. Because this wrongdoing has been causing so many issues and problems in the organization. That can affect the overall performance of the organization quite adversely. Thus, the organization cannot achieve its objectives and goals quite effectively. Time factor has been considered a very crucial factor in reporting the wrongdoing. Respondents state that: P11: When we start avoiding reporting the wrongdoing, they can get magnified with the passage of time.

P6: We should blow the whistle, as soon as we observe some wrongdoing. This will make organization environment quite positive. We should not wait for the wrongdoing to get worst.

To grab the essence of the discussion, I summarize the emerged themes in Data Structure (Figure 7.2). The analysis of FGDs gives a screenshot of the antecedents and consequences of the whistleblowing intention in terms of various individual, situational, organizational and societal factors. Prior research portrays positive and negative outcomes of whistleblowing. The observation or experience of previous whistleblowing may affect positively or negatively the willingness of future potential whistleblowers as well [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF].

P14: We should report the wrong doings. But sometimes it happens that if you have previously reported the wrong doing, no action has been taken to address it. Or it is also possible that reporting the wrongdoing is portrayed negatively in the organization. Therefore, for this reasons, the employees are reluctant to report the wrong doing in the organization not only now but also in the future.

P16: So, we should report the wrong doing. But it depends on the situation. Some people would not report because of their position or post. While there are some people who have fears of the consequences. Those people who are already having good positions in the organization, if they observe that some powerful authority is involved in the organizational wrong doing, they would not report it. But, if people observe that someone else with less or no power (weaker wrongdoer) is involved in the wrong doing, they would definitely report it to the higher authority. P14: I have personally observed this that the subordinates working in organization always have fears… therefore, they do not report their wrong deeds.

Various situational factors affecting the whistleblowing intention have been mentioned by the respondents. They are organizational climate (Miceli & Near, 1992b;[START_REF] Chung | An examination of factors affecting external and internal whistle-blowing by auditors[END_REF], perceived organizational support to decide the reporting channel (internal and external) [START_REF] Keenan | Blowing the whistle on less serious forms of fraud: A study of executives and managers[END_REF], the organizational hierarchical structure, professional and organizational commitment [START_REF] Taylor | An examination of the layers of workplace influences in ethical judgments: Whistleblowing likelihood and perseverance in public accounting[END_REF], power of the complaint receiver and retaliations [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF][START_REF] King | The effects of interpersonal closeness and issue seriousness on blowing the whistle[END_REF].

P8: Sir, the environment of organization can be another factor that can decide the whistleblowing intention of the employees. If the overall environment or the culture of the organization promotes and supports their employees to report what bothers them, they would definitely blow the whistle, whenever they would observe some problems, or practices of wrongdoings in the organization. P5: Sir, I think that some organizations and some companies make this a part of their policies that whenever, employees would see some organizational wrongdoing or illegal, immoral, unethical practices in the organization, they should report it to the higher authority.

P15: I think the culture matters a lot. If you blow whistle in a culture where there is a norm to take whistleblowing as a personal responsibility then this habit (practice) will be common among the people as compared to the culture where this norm is not very common…The culture where morality and ethics level of people will be very high… Yes, justice level also matters.

Many factors inhibiting whistleblowing have been discussed in the literature. Some possible retaliations-financial loses, loss of employment or position, bad reputation-have also been mentioned by the respondents in the following verbatim: P16: Sir, you know that when you blow the whistle against some powerful person in the organization, you will have to face its consequences. You have to put up with the situation. You can lose your job, you can have financial losses, and many other losses in different ways. You can get personal threats, and so many other difficult situations. P12: Yes sir, most definitely the people are willing to report. But some people due to their post or position might not report. Because they are insecure about their job. P17: Secondly, I think that sense of job insecurity can be the reason. P16: Fear of loss or job transfer can be some other reasons. P7: Sir, if blowing the whistle results in the threats to our life, then we would step back from the whistleblowing.

Other factors include severity and types of wrongdoing and the characteristics of the wrongdoer [START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF][START_REF] Near | Whistle-blowing: Myth and reality[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF].

Respondents have cited some examples on the severity and types of wrongdoings during discussions in the following words: P7: If they target the country or harming the country. P3: Big organizations …. do not pay a major portion of their taxes. They steal their taxes. This affects the government and the country quite adversely and immensely. P4: If the organizations are not making, environment friendly products which can affect this society as well.

To conclude the discussion on results of the thesis, in this chapter the hypotheses of the thesis have been explicated in the light of the findings of quantitative and qualitative data analyses. In Table 8.2, the crux of quantitative and qualitative findings have been summarized. It is worth mentioning here that part b (Qualitative findings vis-à-vis Extant Literature) does not depict an exclusive crux of the literature. Here only some aspects related to whistleblowing intentions have been tabulated.

The next chapter deals with the summary, contributions, implications and limitations of the dissertation.

Chapter 9: General Conclusion

An Overview

The persistent incidences of organizational wrongdoings in various forms (like corruption, frauds, harassment etc.) make it imperative for research scholars and the managers to investigate the factors and contexts that may curb these wrongdoings. To achieve this end, they can initiate alert systems in the organizations. They should consider the elements to promote the culture of raising the voice against these malpractices. Employees are the significant means to stop these wrongdoings by reporting in the organizations. Therefore, the main objective of this thesis is to explore some aspects of employees at their individual level that instigate them to blow the whistle. The main research question of this thesis is to examine what antecedents at individuals' level can affect their whistleblowing intentions. This question has been addressed taking into account individuals' characteristics at three levels-mindset types, non-cognitive traits and behaviors-in three essays. Though various other predictor variables have already been examined in the existing literature, but the set of variables implemented in this thesis have been investigated for the first time altogether in the literature. Research on these predictive variables vis-à-vis whistleblowing intentions (internal or external) is virtually non-existent in the literature. This thesis aims to abridge this gap. The first essay deals with the relationship between individuals' mindsets (growth and fixed mindset) and their whistleblowing intentions, while second and third essays examine the effects of behaviors (stewardship and proactive behaviors) and the non-cognitive traits (grit, political skills, emotional intelligence and self-monitoring) on the whistleblowing intentions (internal and external) respectively. In three essays, the moderating effect of perceived organizational support (POS) has also been studied. The predictor variables of the thesis investigate the differences between the potential whistleblowers and the silent observers. More particularly, I examine that how these variables affect the internal and external whistleblowing intentions of the individuals. The introduction of the new predictor variables of the thesis in the realm of whistleblowing research broadens its scope. This study is original in essence such that I explore, for instance, for the first time in whistleblowing literature if growth mindset individuals would be more likely to blow the whistle, when compared to fixed mindset individuals. This addition would open up new avenues for future research. Similarly, the other predictor variables of the thesis have not yet been examined vis-à-vis whistleblowing literature. Therefore, the findings of the research conducted on whistleblowing intentions using these variables adds value to the extant literature. For this thesis, I adopt a sequential explanatory research method (Creswell & Plano Clark, 2007). In this mixed method, the quantitative phase is followed by the qualitative phase. Analyses of quantitative survey data using AMOS and SPSS test the hypotheses of three models. Findings of the quantitative phase support the hypotheses with direct relationships. While, the results for moderation models do not get sufficient support from the results. Therefore, in the qualitative phase, I have conducted two focus group discussions to investigate the factors affecting whistleblowing intentions in more details. This phase has also addressed the unexpected quantitative analyses results by clarifying the moderation relationships from the survey.

Quantitative data analyses strongly support the main research question showing that various predictors at individual level affect the whistleblowing intentions both internally and externally. For instance, the findings of first essay of the thesis explain that the difference between the whistleblowers and silent observers can be explained quite effectively by considering the different mindset types of the individuals. The findings confirm that an individual mindset type is positive related to whistleblowing intentions.

An individual with growth mindset is more likely to blow the whistle, if compared to a person with fixed mindset. Growth mindset individuals are ready to take the challenges, repercussions (outcomes) and even failures related to whistleblowing. The findings support the hypothesis that individuals with growth mindset are more likely to blow the whistle. Extant literature posits that individuals with growth mindsets are not afraid of failures and can confront setbacks [START_REF] Blackwell | Implicit theories of intelligence predict achievement across an adolescent transition: A longitudinal study and an intervention[END_REF]cf. Mueller & Dweck, 1998).

This implies that they can show the resilience in the face of the retaliations which are inherited to whistleblowing. On the contrary, fixed mindset individuals would be reluctant to challenge their capacities (Dweck, 2008). Perceived organizational support (POS) of individuals is the moderator of the three essays. To proceed with moderation analysis, it is necessary that the moderator must have some correlation with the dependent variable of the study. Analysis shows that POS is positively related to internal whistleblowing intention and negatively related to the external whistleblowing intention. It implies that more the individuals perceive that they have organizational support on their side, more likely they are to report the wrongdoings inside the organizations. If they perceive less organizational support, they would opt for external channels [START_REF] Miceli | Predicting employee reactions to perceived organizational wrongdoing: Demoralization, justice, proactive personality, and whistle-blowing[END_REF]. The moderation analysis shows that mindset type is a self-sufficient predictor that does not consider the external context. It means that a growth mindset individual would blow the whistle, even if he/she perceives less or no organizational support. Similarly, a fixed mindset person would be reluctant to blow the whistle, even if his/her POS is high enough. The qualitative data also support the findings of the first essay.

The second essay of the thesis deals with the research question that how individuals exhibiting stewardship and proactive behaviors would act towards whistleblowing. In this essay, I propose that individuals more on stewardship behavior and proactive behavior would be more likely to blow the whistle. On observing wrongdoing, these individuals are capable of taking initiative to correct some malpractices (status quo) [START_REF] Crant | Proactive Behavior in Organizations[END_REF][START_REF] Grant | The Dynamics of Proactivity at Work[END_REF] to safe guard the interests of other stakeholders [START_REF] Hernandez | Toward an understanding of the psychology of stewardship[END_REF]. The quantitative findings support the hypotheses that individuals high on stewardship behavior and proactive behavior are more likely to engage in whistleblowing. On the contrary, the interaction effects (moderating effects) of proactive behavior and perceived organizational support (POS) on internal and external whistleblowing intentions are not supported by the quantitative findings. This indicates that individuals exhibiting high proactive behavior would blow the whistle, even they have low POS. They would not be daunted by the perception of their surroundings.

Similarly, the interaction effect of stewardship behavior and POS on external whistleblowing intention also does not find any support from the analysis. Findings only support the interaction effect of stewardship behavior and POS on internal whistleblowing intention. These findings are unexpected. The findings suggest that likelihood of internal whistleblowing of individuals with high stewardship behavior would be enhanced by their POS. Qualitative data from focus group discussions provide support to these findings. Some respondents believe that sense of personal responsibility (stewardship behavior) to correct the wrongdoing by taking initiative to raise the issues (proactive behavior) are not affected by external contexts, while some think that whistleblowing intentions are contextual.

Further analyses for third essay also show that individuals who are persistent in their efforts and consistent in their interest [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] are more likely to blow the whistle internally as compared to their counterparts (individuals with low grit). It means that grittier the individuals are, more likely they are to report the wrongdoings internally. Similarly, the findings support the hypothesis that more self-monitoring individuals are less likely to blow the whistle. Furthermore, individuals who possess more political skills and emotional intelligence are more likely to report the internally. The set of these traits show direct correlations with the whistleblowing intentions, but the interaction terms of these variables and POS have not been supported by the findings of the data showing that these variables are self-sufficient to explain the correlations and are not affected by the external context like POS. The only exception is that the moderator POS has reversed the self-monitoring internal whistleblowing relationship. This show that high SM are less likely to report internally to avoid the conflict within organization. But if they perceive more organizational support, they would take advantage of the situation and would report internally. Therefore, POS moderates and reverses this relationship.

The analysis of qualitative phase further bolsters the findings and reveals the differences between the silent observers and potential whistleblowers in terms of their individuals' mindset types, behaviors and traits. The findings suggest that upon witnessing the wrongdoing, the potential whistleblowers would not be deterred by the contextual factors like POS. Therefore, the qualitative analysis contributes towards clarifying the unexpected results from quantitative data analyses for moderation effects. Most of the focus group respondents articulate that the characteristics of individuals (mindset type, behaviors and traits) are self-explanatory and are not affected by the contextual factors.

The semi-structured focus group discussions have provided a systematic analysis of various pre and post whistleblowing factors, which affect the whistleblowing intentions.

These factors have been framed in chapter 7 (See Figure 7.2). The data structure (Figure 7.2) provides a synopsis of the previous research findings. Yet, it is not exhaustive one, as the discussions conducted have semi-structured questions. Therefore, an exploratory research design in future can help identifying the other major phenomena related to whistleblowing.

9.1: Contributions

This dissertation makes a number of theoretical and methodological contributions.

About theoretical contributions, this dissertation extends the whistleblowing literature by undertaking and examining various new variables vis-à-vis internal and external whistleblowing intentions. Generally, it is believed that individuals would report the wrongdoing, after a prudent cost and benefit analysis, after calculating post whistleblowing aftermaths and retaliations (e.g, [START_REF] Miceli | Whistle-blowing in organizations[END_REF][START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. On the contrary, the findings of the thesis show that potential whistleblowers are highly likely to be affected by their individual characteristics. The thesis provides compelling support to the propositions that individual characteristics of potential whistleblowers would instigate them to report the wrongdoing, without being daunted by the external contextual factors like POS. This thesis undertakes various unexplored variables to draw differences between the silent observers and potential whistleblowers. The addition of new predictor variables like mindset types, stewardship behavior, proactive behavior, and grit provide substantial contributions to the scholarship of whistleblowing research.

Similarly, this thesis significantly extends the current research on Dweck's mindsets and grit.

Various studies have explored Dweck's mindset in the hiring process in corporate world, academic success, behaviors and intelligence beliefs (Burnette et al., 2013;[START_REF] Schmidt | Google: How Google works[END_REF][START_REF] Keller | The one thing: The surprisingly simple truth behind extraordinary results[END_REF]. Likewise, numerous studies have investigated the role of grit in relationship with age, optimism, ethnicity, academic achievement and many others [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF][START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF][START_REF] Lovering | Psychological and physical characteristics of U.S. marine recruits[END_REF]. No research has studied the predictive nature of these two variables on whistleblowing intentions. This thesis being original goes beyond and extends the implications of grit and mindsets in whistleblowing research. I have studied the effects of Dweck's mindsets and grit on whistleblowing intentions. This dimension opens avenues for future research by calling for future investigations on various pre and post whistleblowing perspectives. Similarly, this thesis is prototype in studying the effects of stewardship and proactive behaviors on whistleblowing intentions. Therefore, it lays the ground for future researchers to explicate the effects of proactive and stewardship behaviors in terms of various phenomena like severity of wrongdoing, forms of retaliations and many others.

Another contribution of the thesis lies in exploring the POS as a moderator variable. Extant research shows a positive relationship between employees' POS and internal whistleblowing. It signifies that employees with higher POS would tend to rectify the wrongdoing by reporting it [START_REF] Miceli | Predicting employee reactions to perceived organizational wrongdoing: Demoralization, justice, proactive personality, and whistle-blowing[END_REF][START_REF] Chang | Determinants of whistleblowing intention: evidence from the South Korean government[END_REF]. The results of the thesis conform to these findings. While, in previous studies, POS has also been used as a moderator variable of attitudes and perceived behavioral control on employees͛ whistleblowing intentions [START_REF] Alleyne | Towards a conceptual model of whistleblowing intentions among external auditors[END_REF]. Therefore, in line with this practice, I have used POS as a moderator of the various predictor variables on individuals' whistleblowing intentions.

Furthermore, this dissertation undertakes to examine the whistleblowing in the context of a developing country like Pakistan, with various cultural and institutional variations when compared to its Western and Eastern counterparts. Because, whistleblowing has been studied extensively in the Western contexts [START_REF] Park | Cultural orientation and attitudes toward different forms of whistleblowing: A comparison of South Korea, Turkey, and the UK[END_REF] and to some extent in Eastern contexts [START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF][START_REF] Park | The influence of Confucian ethics and collectivism on whistleblowing intentions: A study of South Korean public employees[END_REF][START_REF] Zhang | Decision-making process of internal whistleblowing behavior in China: Empirical evidence and implications[END_REF]. Yet, research needs to be extended to other developing countries [START_REF] Khan | Corporate accountability and the protection of whistleblowers under Malaysian and Australian whistleblowing legislation[END_REF] like Pakistan, where vast research on whistleblowing is virtually non-existent. This is also the need of the hour. Because, the recent introduction of Whistleblowing Act 2017 in Pakistan makes it imperative for researchers, managers and policy makers to pay due attention to whistleblowing research for effective and substantial implication of the Whistleblowing Act 2017. The willingness of the employees to report on the wrongdoings is greatly significant for an efficient whistleblowing system [START_REF] Near | Explaining the whistleblowing process: suggestions from power theory and justice theory[END_REF] [START_REF] Chen | Ethics control mechanisms: A comparative observation of Hong Kong companies[END_REF][START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF]. Consequently, among other factors, a country differs from other countries with respect to its cultural contexts like perceptions of right and wrong, justice, morality etc. (Vogel 1992). Thus, keeping the differences in mind, it is advisable to study the phenomenon of whistleblowing in the context of Pakistan. Similarly, the examination of individuals' whistleblowing intentions in countries beyond Western contexts (Applebaum, Grewel & Mousseau, 2006) helps in understanding that why whistleblowing is an unacceptable behavior in many countries (Bond, 1996) like Pakistan. Therefore, this thesis helps examining whistleblowing intentions from a developing country perspective.

The methodological contribution of the thesis lies in the use of mixed method research design. Previously whistleblowing has been studied either carrying out scenario based investigations (e.g., [START_REF] Kaplan | An examination of the association between gender and reporting intentions for fraudulent financial reporting[END_REF], or by conducting surveys (e.g., [START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF]. However, for this thesis I have implied an explanatory sequential research design (Creswell & Plano Clark, 2017) to bolster the findings of the quantitative data analyses and to clarify and explain the unexpected findings using the qualitative investigation (focus group discussions). The qualitative investigation is considered difficult to be conducted for sensitive subject like whistleblowing [START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF], but a neutral and objective focus group discussions have provided insights from respondents about whistleblowing [START_REF] Kreuger | Focus groups: A practical guide for applied research[END_REF]. Another methodological implication of the thesis lies in the translation procedure for focus group discussion (conducted in Urdu and English languages). To minimize the errors, translation and back-translation processes have been employed in the thesis [START_REF] Fontaine | Cross-cultural research in Malaysia[END_REF]. To test the hypotheses of this thesis, the structural equation model (SEM) has been employed. I have used this method in advocacy by researchers [START_REF] Lee | Blowing the whistle on sexual harassment: Test of a model of predictors and outcomes[END_REF][START_REF] Macnab | Self-efficacy as an intrapersonal predictor for internal whistleblowing: A US and Canada examination[END_REF], who consider SEM a suitable tool for hypotheses with mixed variables (latent and measured variables) to examine the phenomenon of whistleblowing. In this regard, [START_REF] Kaptein | From inaction to external whistleblowing: the influence of the ethical culture of organizations on employee responses to observed wrongdoing[END_REF] has also advocated to use SEM, since this approach increases the accuracy of relationships between factors in a hypothesized model.

9.2: Implications

Research studies should always be conducted to provide practical implications of the theoretical frameworks [START_REF] Birnberg | The Case for Post-Modern Management Accounting: Thinking Outside the Box[END_REF]. Therefore, in this thesis, I have tried to address the question of individuals' level antecedents of whistleblowing intentions, with an aim to provide academic, managerial, policy and scholarly orientated implications. Various stakeholders like managers, policy makers, hiring personnel, scholars can capitalize on the results of this empirical research. Previously, many research studies have been conducted on the channels of whistleblowing, reasons and motivations behind whistleblowing and retaliations against the whistleblowers [START_REF] Near | The whistleblowing process: Retaliation and perceived effectiveness[END_REF][START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF][START_REF] Elliston | Anonymity and whistleblowing[END_REF][START_REF] Elliston | Whistleblowing Research: Methodological And Moral Issues[END_REF]Kaplan et al. 2010;[START_REF] Barnett | Religiosity, ethical ideology, and intentions to report a peer's wrongdoing[END_REF][START_REF] Liyanarachchi | The impact of moral reasoning and retaliation on whistle-blowing: New Zealand evidence[END_REF]. This thesis adds up to the extant literature by examining the various antecedents at individuals' level which determine their whistleblowing intentions.

Therefore, this thesis has significant implications for top management. This study examines explicitly the effects of various unexplored predictors on the whistleblowing intentions.

Results of the thesis suggest that examining the individuals' characteristics can help in predicting the potential whistleblowers. Therefore, the top management may promote awareness and significance of alert systems among its employees though periodic trainings.

It signifies that whistleblowing behavior among the on-job employees can be enhanced by providing them the ethical trainings. The reporting behaviors among employees can help minimize the occurrence of organizational wrongdoings. This is in line with the advocacy by researchers [START_REF] Applebaum | Whistleblowing: International implications and critical case incidents[END_REF][START_REF] Miceli | Whistleblowing: Reaping the benefits[END_REF], who recommend strongly to include ethical training programs in the system to encourage whistleblowing. So that employees could use whistleblowing as a strong internal control mechanism to stop the occurrence of wrongdoings. Now whistleblowing is being treated as an effective internal control mechanism for strong and effective corporate governance [START_REF] Ponemon | Whistle-blowing as an internal control mechanism-individual and organizational considerations[END_REF]. For instance, proactive and stewardship behaviors among employees can be promoted formally by providing educational, moral and financial supports to the whistleblowers. Employees should be assured that their reporting the wrongdoing would be considered in the best interest of their organizations and related stakeholders. This will facilitate the employees to channel their efforts productively.

Results suggest that managers should promote and develop programs and policies to of policy makers and practitioners to consider these and other factors to promote whistleblowing culture in the country. Similarly, the business managers understanding the individual characteristics of the whistleblowers would be able to deal with disclosure more effectively, reaping positive benefits. By promoting a whistleblowing conducive culture, the managers would be able to cultivate various benefits for both-for organization and for the employees. This would bring good reputation to their organizations, where the voice of the employees are received attentively to effectively curtail the malpractices going on in the organization. As fear of retaliations (Dworkin & Near, 1997) and notably the chastisement of the peers [START_REF] Dworkin | Internal vs. external whistleblowers: A comparison of whistleblowering processes[END_REF] are inherited to the whistleblowers. In such culture, the employees would also report the wrongdoings with least fear of retaliations.

The scholarly implication lies in the fact that the results of the thesis open future arenas for researcher. The empirical findings of the results validate the theoretical frameworks presented in the three essays. These findings can be of great interest to scholars. Like, they can incorporate consequences of retaliations [START_REF] Vandekerckhove | The content of whistleblowing procedures: A critical review of recent official guidelines[END_REF], the effects of organizational whistleblowing policies [START_REF] Lewis | A Global Approach to Public Interest Disclosure: What Can We Learn from Existing Whistleblowing Legislation and Research[END_REF], and effects of various contextual factors along with the predictor variables of the study on the whistleblowing intentions.

Similarly, a research approach using in-depth interviews or case-study methodology can be used in future research to gain exclusive understanding of whistleblowing intentions [START_REF] Alford | Whistle-blowers: Broke lives and organizational power[END_REF].

9.3: Limitations and Future Arenas

Some limitations of the thesis merit discussion.

Firstly, for this thesis, I have collected data through survey questionnaires followed by two focus group discussions. Though both methodologies have various merits, the issue of social desirability bias is inherent to the self-report method used both, where respondents are prone to answer in a way that make them look desirable and good [START_REF] Donaldson | Understanding self-report bias in organizational behavior research[END_REF]. Data collection for all variables of quantitative phase using the same method (surveys) can also cause the common-method bias. To curb these problems, I have adopted several procedural and statistical steps following the expert advices of the researchers like [START_REF] Podsakoff | Common method biases in behavioral research: a critical review of the literature and recommended remedies[END_REF]. For this purpose, I have assured respondents repeatedly of their anonymity and confidentiality of their responses at the point of data collection to reduce their social desirability bias. Later on, I have conducted Harman's single factor test to show that common-method bias is not the issue for the three essays of this thesis. I have used self-report method after finding a compelling support for its practice to study whistleblowing intentions. As per researchers, ''...although selfreport(ed) data may be flawed, it is not known how better data can be obtained practically.

Although organizations may encourage or discourage wrongdoing through observable or measurable activities, such sensitive data would be difficult to collect. Further, a program to increase awareness of channels, for example, may not have the desired impact; one would need to measure awareness through self-reports to know. Therefore, although the potential for perceptual biases resulting from a common method of data collection cannot be ignored, it is considered to be a minor problem with regard to some of the variables and the 'lesser of evils' with regard to methodological problems'' (Miceli & Near, 1984: 703). Future research can be conducted taking data from more sources.

Secondly, the respondents of the thesis are a mixture of students (graduate and post graduate) and faculty members of universities. In previous research, students have been used as an acceptable proxy for actual employees (Wise, 1995). But the students are not the actual employees, nor are the employees the actual whistleblowers. Rather they have answered the questionnaires in an imaginative scenario. They would have behaved differently in the actual whistleblowing situations. Therefore, future research can be conducted using actual whistleblowers to remove this discrepancy.

Thirdly, in this dissertation, I have tried to capture the notion of whistleblowing intentions instead of actual whistleblowing. Since it is difficult to measure the actual whistle-blowing, therefore, whistle-blowing intentions has been used as a proxy in literature. It is "the individual's probability of actually engaging in whistle-blowing behavior" (Chiu, 2002: 582). It is based on the perspective of the theory of planned behavior, which proposes that intention is a strong predictor of actual behavior [START_REF] Ajzen | The theory of planned behavior[END_REF]. Similarly, researchers have measured whistleblowing intentions rather than the actual whistleblowing behavior [START_REF] Miceli | Whistle-blowing in organizations[END_REF]. It is impossible to observe the actual whistleblowing at the point of occurrence, therefore, I have opted to use whistleblowing intentions following previous research practices [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. Though intentions are the reliable predictor of actual whistleblowing behavior, [START_REF] Chiu | Ethical judgment and whistleblowing intention: Examining the moderating role of locus of control[END_REF][START_REF] Ajzen | The theory of planned behavior[END_REF], it would be befitting to examine the effects of the predictor variables of the study on actual whistleblowing behavior in future. [START_REF] Ashforth | The Normalization of Corruption in Organization[END_REF][START_REF] Misangyi | Ending corruption: The interplay between institutional logics, resources, and institutional entrepreneurs[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF]. This legal initiative necessitates the need to increase the awareness of significance and mechanism of whistleblowing among employees in public and private sectors through interventions-awareness campaigns, symposium, workshops etc. in Pakistan. So that the whistleblowers must be assured of their protection, or at least they must be assured of some legal support on their side. This way, whistleblowing must be supported at legislative level as well to discourage organizational wrongdoings. Whistleblowing increases organizational effectiveness [START_REF] Near | Whistle-blowing: Myth and reality[END_REF]. Massive level malpractices notably in the public sector of Pakistan draw the attention of the scholars, management, policy makers and practitioners to highlight the significance of whistleblowing as a preventive measure against such wrongdoings. There is a dire need to introduce a robust and effective legislation in Pakistan.

In a culture like Pakistan, though, the perception of people about whistleblowing as an effective preventive tool would take some time, but at least the scholars and practitioners should take the initial steps to achieve this end. In this respect, the scholarly advice by [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF] is very encouraging, who advocate the perspective of continued research on whistleblowing. This constant research would facilitate the development of organizational policies that would encourage legitimate whistleblowers to raise their voice against wrongdoings [START_REF] Dozier | Potential predictors of whistle-blowing: A prosocial behavior perspective[END_REF]. This thesis is, thus, an attempt to examine the antecedents at individual level that affect the whistleblowing intentions of individuals.

The recent introduction of whistleblowing act 2017 in Pakistan itself shows that things are getting changed in Pakistan. Therefore, it is the need of the hour to explore more and more the phenomenon of whistleblowing, notably in the context of Pakistan. It implies that the findings of the thesis can be generalized to the neighboring countries with almost same cultures and norms. But this reduces the overall generalizability of the thesis. Therefore, it is recommended for future researchers to extend this study to other regions to enhance the generalization of the findings.

Fifthly, the cross-sectional design offers only a snapshot of the relationship between the predictor and outcome variables of the thesis. Likewise, the cross-sectional design of data collection makes it hard to evaluate the causality of whistleblowing. As a matter of fact, individuals' behaviors, traits and mindset evolve with the passage of time. For example, research posits that grit level of individuals can evolve over time and older people are higher in grit than their younger counterparts [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF]. Since, the cross-sectional approach cannot capture truly the evolution processes on mindsets, traits and behaviors.

Therefore, the future longitudinal research design can provide a sound insight on the effects of these predictor variables on whistleblowing intentions. The longitudinal research design would also facilitate to evaluate the factor of causality.

Sixthly, this thesis has not included the effect of demographic variables obtained in the data (gender, age, education, job status). In future research, these variables can be examined for their effects on whistleblowing intentions.

Last but not least, in this thesis, I have undertaken only one aspect of whistleblowingwhistleblowing intentions. Owing to limit resources, various pre and post perspectives related to whistleblowing could not be captured in this study. Therefore, future researchers can investigate the effects of the variables of the thesis on the aspects of wrongdoing (types and severity), whistleblowing processes, and retaliations, personal (gender, age, experiences), organizational and situational factors.

In brief this dissertation has contributed towards the scholarship on whistleblowing studies by presenting theoretical frameworks in the three essays of the thesis. These theoretical frameworks have also been empirically examined to test the hypotheses of the thesis. The It is easy for me to develop good rapport (understanding) with most people. I am able to make most people feel comfortable and at ease around me. I am often able to read people's true emotions correctly through their eyes. I have the ability to control the way I come across to people, depending on the impression I wish to give them. In conversations, I am sensitive to even the slightest change in the facial expression of the person I am conversing with. My powers of intuition are quite good when it comes to understanding others' emotions and motives. I can usually tell when others consider a joke in bad taste, even though they may laugh convincingly. When I feel that the image I am portraying is not working, I can readily change it to something that does. I can usually tell when I have said something inappropriate by reading the listener's eyes. I have trouble changing my behavior to suit different people and different situations. I have found that I can adjust my behavior to meet the requirements of any situation I find myself in. If someone is lying to me, I usually know it at once from that person's manner of expression. Even when it might be to my advantage, I have difficulty putting up a good front. Once I know what the situation calls for, it is easy for me to regulate my actions accordingly.

Emotional Intelligence

THANK YOU FOR YOUR TIME AND PATIENCE. YOUR INPUT IS VALUABLE. YOUR ASSISTANCE IS GREATLY APPRECIATED.

16-What main factors would discourage you from reporting a wrongdoing?

Definitions Whistleblowing

Whistleblowing is ''the disclosure by organization members (former or current) of illegal, immoral, or illegitimate practices under the control of their employers, to persons or organizations that may be able to effect action.'' (Near & Miceli, 1985, p. 689). Mindsets "Mindsets are the assumptions and expectations we have for ourselves and others. These attitudes guide our behavior and influence our responses to daily events" (Dr. Robert Brooks). Mindsets are mental frameworks or lenses that help people organize and encode information-shaping the ways in which people understand, experience, and act upon their environment (Dweck, 1999). Dweck's mindsets: Growth mindset & Fixed mindset Individuals with growth mindset show a desire to be challenged, a willingness to work for positive results and to control the outcomes in the life with effort and practice, the ability to learn from mistakes and failures and emotional resilience.

Stewardship Behavior

It is defined as "the attitudes and behaviors that place the long-term best interests of a group ahead of personal goals than to serve an individual's self-interests" (Hernandez, 2007, p. 122).

Proactive Behavior

It is defined as "taking initiative in improving current conditions, challenging the status quo rather than passively adapting to present circumstances" [START_REF] Crant | Proactive Behavior in Organizations[END_REF][START_REF] Parker | Modeling the Antecedents of Proactive Behavior at Work[END_REF][START_REF] Ohly | Challenging the status quo: What motivates proactive behaviour?[END_REF]. Proactive behaviors are also defined as "self-initiated and future-oriented action that aims to change and improve the situation or oneself" (Parker, Williams, & Turner, 2006: 636).

Grit

Grit is also defined as "perseverance and passion for long-term goals" [START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF](Duckworth et al., , p. 1087) and as "… not just resilience in the face of failure, but also having deep commitments that you remain loyal to over many years" (Duckworth as quoted in Perkins-Gough, 2013, p. 16).

Self-Monitoring

The theory of self-monitoring contends that "people differ in the extent to which they can and do engage in expressive control", i.e., the extent to which they "value, create, cultivate and project social images and public appearances" (Gangestad & Snyder, 2000, pp. 530-531). High selfmonitors have the "ability to perceive social cues and adapt their behavior to impress others, while low self-monitors do not adapt to the situation, instead reflecting their own inner attitudes, emotions, and dispositions" (Gangestad& Snyder, 2000, p. 531).

Political Skills

Political skills are defined as ''the ability to effectively understand others at work, and to use such knowledge to influence others to act in ways that enhance one's personal and/or organizational objectives'' (Ahearn et al. 2004, p. 311). Political skill refers to a social ability to influence others to achieve desired goals and is thought to be critical to personal success [START_REF] Ferris | Development and validation of the Political Skill Inventory[END_REF].

Emotional Intelligence

It is defined EI as "the ability to perceive accurately, appraise, and express emotions; the ability to access and/or generate feelings when they facilitate thought; the ability to understand emotions and emotional knowledge; and the ability to regulate emotions to promote emotional and intellectual growth" (Mayer and Salovey, 1997, p. 10).

Perception of Organizational Support

It is employees' perception of ''the extent to which the organization values their contributions and cares about their well-being'' (Eisenberger et al., 1990, p. 51).

that there was some misalignment in the data set. The data set operator was taking the incentives and the things like favors, so he did not bother to report this misalignment. Interviewer: Yes? P4: Sir, let's suppose, if I am working in a government sector and getting some good package in terms of salary then why should I bother to report any wrong doing in the organization. Specially, when the market is already saturated in terms of job. Like it is difficult to find jobs in the market. Interviewer: It means that perks, incentive and privileges the employees receive, really matter. P4: Sir, employees prefer and promote their self-interests.

Interviewer: It means that some employees leave organizational purposes behind and prefer to profit themselves for their self-interests. Because, they are getting some privileges. Ok, yes. P1: Sometimes it happens that in so many organizations the level of biases is very high. For example, if some employees are having good relationships with their peers, and they find that someone of the peers are involved in some unethical or illegal actions, they will not report this to the higher authority. Neither would they like to ask their peers directly about the misconduct in the organization. Because they don't want to spoil their relationships with their peers. So naturally this bias comes in their attitude in the organization. Interview: Yes. P2: Sir, you know that if the salary package is really very good, the organization is giving me incentives (as an employee) like a car, a home, why should I go against them (managers). If there comes some hindrance, some problem (wrongdoing) sometimes you simply ignore it. You (as an employee) know it that you are getting a good financial support from the organization. Therefore, you overlook these minor issues in the organization. And even if sometimes these minor grow larger, you simply ignore these issues. Interviewer: Yes right. And being an insider in the organization you come across such situations and realities. The employees themselves know that they do have so many weaknesses. P2: For the same reason, the wrongdoers start exploiting these employees. Interviewer: It signifies that employees get financial rewards for not blowing the whistle in the organization. These rewards can be in the form of Perks, compensation and packages. It means that the situation in the organization is maneuvered completely politically. Ok. Anybody else among you wants to say something about this? Yes, P7? P7: Sir, if blowing the whistle results in the threats to our life, then we would step back from the whistleblowing. P3: I would continue the discussion by adding that if you are already financially strong and, as a result of blowing the whistle, you get threat to your job (employment), in this case the situation is different. If an employee is already financially strong, then he can go outside the organization to report the wrong doing. But if a person has no other alternative financial resources then he would not report the wrong doing outside the organization. Interviewer: Let's go ahead. Let's talk about your way of looking the things around. Everyone has his/her particular perspective of perceiving the situations. Everyone has a particular mind set. Some people are more moral, others are more spiritual. Other people are less spiritual or less moral.

In your opinion, the types of mindset of individuals really affect their intention to report the wrong doing in general? Do ethical values, or in other words this perspective or mind set which is a broader perspective of making sense of the environment, the types of Mind set really affect the intention of blowing the whistle of individuals? Yes, P2? P2: Sir, I would like to add that sometimes we observe in many organizations, there are so many cases of harassment. But the employees are not willing to bring up their names because of their family background. And they say that we should end this issue of harassment right here. We should bury it. Lest this issue should get exposed by the media and consequently our family name be dishonored. So they prefer to go anonymous to the people. But, sir, the fact is that the anonymous disclosure of the wrongdoing doesn't get that value and attention. Interviewer: But the question is about the mindset of the employees who observe the wrong doing. Do you think that your perspective or your mindset really affects your intention of blowing the whistle?

P2: Sir, this is what I mentioned that due to the family pressure and the social pressure people prefer to be anonymous. Interviewer: Yes it is right, but this is another thing. Now first let's focus on the question. The question is that does our mindset or our way of looking at the object really affect our intention to blow the whistle? P1: Yes for sure, it really matters. Because in our life we make most of our decisions based on our previous experiences. In our minds, we have our intrapersonal experiences, conflicts and observations. On the basis of these past experiences we make decisions. We observe certain phenomena in our life and society. When we come across such experiences in our life, everyone perceives or makes different views of the situation, depending on many factors. Everyone has different background, different moral values, different past experiences, all this and many other factors make a person to see the same situation differently. Therefore, everyone has different perspective, and has different mindset.

Interviewer: So, it means that everyone has different mindset, different perspective of the reality. P3: I would like to add here that we will blow the whistle in the situation when there is some wrong doing, something unethical or immoral. We can interpret the phenomena of whistleblowing even taking a religious perspective. There is a narrative that if someone observes some wrongdoings, that person must stop that wrongdoing with hands (physical power). If unable to do so, he should try to stop (wrongdoings) them by raising the voice (power of voice). Even if this is not possible, then denounce that wrong doing in your hearts (minds Interview: It means that his personal traits like bravery, courage and ability to differentiate between right and wrong, all depend on the type of mindset he has.

Ok. Now how many of you think that people are really willing to accept this challenge in real organizations to approach the authority and to who report the wrong doing. Answer this question in terms of percentage. For example, suppose in an organization what will be the percentage of the employees who would report the wrong doing? P2: Sir, if 60% of the employees would be willing to raise their voice. The plus point is that nowadays the media is so much empowered. The powerful media can ensure them to raise their voice against the wrongdoing and to inform the higher authorities. Interviewer: Ok right. Yes, P1 you tell us please. P1: I think of total only 30% of the employees would report the wrongdoing in real organizations.

As employees have burden of so many things. No matter, how good is the relationship with higher authority, it is not easy for employees to confront the wrongdoer. Interviewer: Ok, right. P4: In my opinion, sir, only 10% of the total employees would blow the whistle. Because in our country the employment opportunities are very scarce/less. If blowing the whistle means that we are putting on stake our jobs, definitely we would not blow the whistle.

Interviewer: You want to say that employment rate of a country decides employees' intention of blowing the whistle. P5: Sir, majority of the people would not go for reporting. P8: Sir, Such people have great tendency. Because these people have greater interpersonal influence. They are even attached to the senior management. So if these people would blow the whistle they will be supported. They would get good response from the authority as they are well connected with them. Blowing the whistle would put them in beneficial position. Interviewer: You mean as they are well connected, therefore the authority would support these whistleblowers.

P2: Yes sir it means, that people with good political skills know how to convey their message to the higher authority without bringing up their name openly. Their skills get them benefits. They tactically blow the whistle. In the response, when the organizations bring some changes, the organizations claim that the changes are made deliberately, not under anyone's influence. Interviewer: Yes, P1? P1: Yes, people with better social and political skills can gather information through their networking skills. But there is another perspective to the situation. It means they themselves are getting much involved while getting the information or making their networks. Interview: It implies that persons with better social skills gets more involved in getting the information, therefore they can observe wrongdoings in a better way. Such employees know more about organizational wrongdoings. So definitely they would report those wrongdoings. This is what you are saying. P1: Yes sir. P4: Sir, fame factor also matters. Sometimes people break the news to get famous. Interviewer: It means that we can say that fame factor is like a mediator. It means that you blow the whistle because you want to be famous. Right? P4: Yes sir, Interviewer: Therefore, one of the causes of the whistleblowing could be fame. right? Anybody? Yes P3. P3: If their social network is large, these employees, I think, would not blow the whistle. Because they have a strong social network and they would not like to spoil their network just because of blowing the whistle against their peers or senior management in the organization. This can be one interpretation of the link between Political skills and whistleblowing intention. Interviewer: Good. Good do you people have any other perspective of social/political skills? We have good discussion till now. Good. That fame can be one of the antecedents of whistleblowing. Good. It may be something new to the literature. Now do you think that it is our ethical responsibility to blow the whistle? P5: Yes sir, blowing the whistle becomes our ethical responsibility at times when someone's life gets on stake or someone's job gets on stake. Interviewer: It means that whistleblowing becomes our ethical responsibility depending on the severity of the wrong doing. Yes, anybody else? P6: We should blow the whistle, as soon as we observe some wrongdoing. This will make organization environment quite positive. We should not wait for the wrongdoing to get worst. Interviewer: You mean to say that it becomes our personal responsibility to report a wrong doing as soon as we observe it, otherwise it will get magnified. P6: Yes of course. P2: Sir, you say that it is our responsibility. Yes it is. But sometimes people blow the whistle to portray their cynical attitude. To get closer to the authority, people with cynical attitude report the wrong deeds of their colleagues. Interviewer: Wait. P2 says that people blow the whistle out of jealousy or out of competition. P2: Yes sir, they blow the whistle not only out of jealousy, but they also portray their cynical attitude. These people cannot see others growing in the organization. Therefore, people with cynical attitude try to poison the higher authorities of the other people in a way that would harm other people adversely. Interviewer: You mean that they show that they are blowing the whistle but actually they do not.

P2: Yes, actually they are backstabbing their colleagues. Or they can also blow the whistle to get favor of their higher authorities. P4: Some employees may also pretend to blow the whistle to blackmail their senior management.

It means they get some information and now they start blackmailing their seniors to get more perks and benefits. Interviewer: But, this is the scenario before blowing the whistle. P4: Yes sir. Interviewer: Ok this is good. Now, tell me you would take the initiative to blow the whistle? Or you will wait for the other people around to join you in reporting the wrongdoing? You would have observed the people, do they (employees) really wait for others to join them or they take the initiatives at their own? Do these people first scan their environment and then blow the whistle? Or they blow the whistle, immediately after they observe some wrongdoing? P2: Sir, usually they gather. They gang up. Once they gang up, it becomes easier for them to convey their viewpoint to higher authorities. The more the people they have, the more it will be easier for them to convey their message.

Interviewer: It means they try to make other people to be on the same page with them. P1: Actually, it is your attitude or your behavior and your personality. If you have such personality that you can confront the people on your own, then you will never wait for other people be with you. Rather you will take up the path/initiative at your own to report the wrong doing. Interviewer: It means that it depends on their mind set? P1: Yes of course. Because there are some people who cannot confront the situation at their own. They always need two or more people at their side to take initiative. So basically this all depends on your mindset and your personality. P4: But, sir, there are some people who love to be leader. These people want so many followers.

If such kind of people want to break some news, they want so many followers to back them and to support them. Interviewer: Yes it is right for the people who want to be leaders. They want followers at their back. P5: But it depends on the situation as well. Sometimes, the situation is not suitable to gather so many people. Interviewer: So it is context-specific. Would you please like to explain it? P5: Sir, like, sometimes you come across a situation that bothers only you. But, that situation doesn't bother so many people around. In this case, it is not possible to gather all on the same page.

Interviewer: It means that there can be whistleblowing on communal things, not on individual matters. P5: Sir, if something is bothering you then you will definitely report that to the higher authority. But, in order to gather more people, it is necessary that they should see the situation eye to eye with you. Interviewer: It means that you would try to gather people around if, the matter is of communal nature. If there is some matter that is of individual nature, then there is no need to collect the people.

Ok. In your opinion, individuals who genuinely blow the whistle, do they keep the common interest or the interest of the organization or the society before their personal interest? Or there can be some other motives behind this act? P5: I think, sir, that those people who genuinely blow the whistle, do so for the sake of their selfinterests. Actually, they would do so for some incentives. Interviewer: No, I am asking about some genuine whistleblowing case. What do you think that the genuine whistle-blowers blow the whistle for their self-interests or for the interest of their organization or society? Yes P1. P1: Genuine whistle-blower are the individuals, who have ethical values and high norms. They would not bother, if they themselves get harmed after blowing the whistle. When they see that some practices in the organization are harming other individuals or the society at large, they would report the wrong doing.

Interviewer: It means that for them the organizational interests and the societal interests are of superior importance. P1: Yes. P2: Sir, I think they keep their self-interests above the organizational interest. These individuals get depressed or annoyed by the situation, as the situation is not letting them work normally. So, they would report the wrong doing for their own interest. Interviewer: It shows that they portray as they are trying to safeguard the organizational interests, not only their own. P2: Yes sir. In fact when they get disturbed by certain wrongdoings in the organization they portray as these wrong practices are not only disturbing them, but also these practices are harming the other individuals in the organization or the organization itself. But as a matter of fact, not all the individuals have the guts to report the wrongdoing, these some individuals take the initiative to report. Interviewer: Ok. Yes. P4: Sir, I think that if the employees have strong financial background, or Goodwill of these employees are stable and good in the job market, then I think that the employees would take the initiatives to report the wrong doing in the organization. They would have no fears of loss of job as they can easily find some other good job in the market. Interviewer: Right. Suppose there is a person who is very steadfast. He is very persistent. Or there are some people who are not steadfast and not persistent. What do you think, this capability of individuals, which is their ability of persistence and steadfastness to confront the challenging situations, do you really think that this ability has some effect on their intention of blowing the whistle? P5: Yes sir. It does have effect on their whistleblowing intention.

Interviews: Can you cite some example? P5: Like, now as one of the participants has discussed that on observing some wrongdoing if someone tries to stop that wrong doing with his power. If an individual cannot do this, even if he considers that wrong doing illegal and Immoral in his heart, it means that he does not approve the wrong practices. This shows that such person should be steadfast and persistent. Interviewer: It means that if a person is not persistent and steadfast, then it would be difficult for him to do so. P5: Yes it is. Interviewer: It means that only if he is persistence and has perseverance, then he can show the courage to stop that wrong going by reporting it. If a person reports wrongdoing, he has to face so many threats. He knows that he has threats to his life, to lose his job, financial perks and incentives. He has to face difficult situation. P7: Sir, I think that if this happens in an organization, there will be approximately 20% employees in the organization who will have no persistence, or perseverance. It would not be possible for employees without perseverance to deal with hardships of reporting the wrong doing.

Interviewer: It means that we can interpret from the discussion, if a person is steadfast and persistence, and something happens what bothers him then he would first try to bear up with the situation as much as possible. But once his patience comes to the terminal points then, he would not bear up with the situation anymore, and he would move forward to stop that wrong practices in the organization. P5: Yes sir, then a day will come when his patient will reach its boiling point and he would burst. I think when an employee perseverance reaches to the end point, then he would not hesitate to ruin his career but he would also cause harms to the organization. Interviewer: It means if an employee takes initiative in the organization, he would standby his initiatives with perseverance. In fact his past experiences and personal learning would give him this courage to face the situation. Yes, please anyone. P1: Mostly it happens in our society, or it is the tradition of our upbringing that we are taught that if we confront such situation in our life, like let's say we face harassment. We are taught not to raise voice against such harassment openly in the society. So if to bear up with the unpleasant situation has been inculcated in us as a result of a traditional upbringing, we would not raise the voice against any situation like this. On the other hand, if someone has been brought up in an P1: Definitely the chances would be higher, if the manager or the higher authority in the organization is supporting the employees. If the employees think that higher management would stand with them in their difficulties, they would immediately approach the authority to report the wrong doing. P4: Sir, if the employees have the support of the shareholders and they think that the shareholders are at their back, then definitely the employees would blow the whistle. Interviewer: Right, yes? P3: Sir, I think it depends on the employees himself, if he wants to stop that wrong doing in the organization, he would not seek the help of other shareholders. He has got courage to stop the wrong doing himself. Interviewer: You mean that it all depends on his mind set, the level of perseverance, grit and his personal traits. P3: Yes definitely sir.

Interviewer: It means that he does not bother to consider the other contextual factors, while blowing the whistle. P3: Yes sir he has got the courage so he does not need the support of any other person or of the environment. He would take the stand all alone. He would not seek others' support. Interviewer: So he would not consider the perceived organizational support before blowing the whistle. Maybe he would try to get the support of the organization for this process? P3: No sir, he would not. Interviewer: Don't you people think that before blowing the whistle, we would evaluate the level of power exercised by the opponent party against who I would blow the whistle? Or we would not evaluate the group which would support me? P2: Sir, sometimes the employees working in an organization would have been waiting for a person to take the initiative to blow the whistle. And when a person among employees would blow the whistle, then so many people would join him and support him even the people, you would not have imagined. These supporting employees would see this situation as an opportunity.

Interviewer: It means that generally the potential whistleblower would try to evaluate his environment. He would try to evaluate that how many people would be there for his support, if he blows the whistle. P8: Sir, the environment of organization can be another factor that can decide the whistleblowing intention of the employees. If the overall environment or the culture of the organization promotes and supports their employees to report what bothers them, they would definitely blow the whistle, whenever they would observe some problems, or practices of wrongdoings in the organization. Interviewer: Anybody else? P5: Sir, I think that some organizations and some companies make this a part of their policies that whenever, employees would see some organizational wrongdoing or illegal, immoral, unethical practices in the organization, they should report it to the higher authority. Interviewer: What is self-actualization? In fact when all the basic requirements and needs of a person are met sufficiently, then comes self-actualization in the Maslow pyramid. So, this is a good point. A person, who has met all his needs sufficiently if he blow the whistle, he blows it for the purpose of his self-actualization.
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  Figure 1.1 shows the background, objectives, main research question and three essays of the thesis. In the Figure 1.1, I show that how I have narrowed down the objective of the thesis into main research question. The Figure 1.1 depicts graphically how I have investigated the main research
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 1 Figure 1.1: Research Design comprising of Three Essays originating from the Main Research Question
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 12 Figure 1.2: Structure of the Thesis

Rhinesmith ( 1992 )

 1992 defines mindset as "a predisposition to see the world in a particular way . . . a filter through which we look at the world . . . a predisposition to perceive and reason in certain ways . . . a means of simplifying the environment and bringing to each new experience or event, a pre-established frame of reference for understanding it." (p. 63).
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  Figure 2.1: Components of Proactive Behavior

  Charreire Petit and Cusin (2013) shows that how a whistleblower rehabilitates after passing through constant emotional and social learning experiences. A qualitative exploratory study on the postdenunciation trajectory of a French whistleblower, explains the role played by the social system, various stakeholders, governing bodies and his personal learning through experiences. These factors determine how a whistleblower manages to overcome the difficulties (Charreire Petit & Cusin, 2013).
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 22 Figure 2.2: Components of Grit

  academic success or job retention (e.g.[START_REF] Duckworth | True grit[END_REF][START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF][START_REF] Von Culin | Unpacking grit: Motivational correlates of perseverance and passion for long-term goals[END_REF], completion of challenging goals despite obstacles and setbacks.[START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF], persistence in task, especially when participants are on losing streak (e.g.[START_REF] Lucas | When the going gets tough: Grit predicts costly perseverance[END_REF], educational achievements of students of migrant groups

Chapter 3 :

 3 Conceptual Framework of the ThesisAn OverviewThis chapter contains the conceptual framework and the hypotheses emerging from the proposed framework of this study. In this chapter, I develop a conceptual framework for quantitative validation of the proposed relationship, based on the knowledge and findings drawn from the review of extant literature on the variables employed in this study.

  , 3.2, 3.3 and 3.4. The independent variables in the framework are Dweck's mindset types, stewardship behavior, proactive behavior, grit, self-monitoring, emotional intelligence and political skills. The dependent variables are whistleblowing intentions-internal and external. While perceived organizational support (POS) is the moderator of the models in the study. It is generally believe that individual behaviors are conditioned by their contexts. In this line, I, therefore, propose in this thesis that an individual whistleblowing intentions internally or externally is greatly affected by the contextual factor like his/her perception of organizational support. I propose that high level of POS would enhance the likelihood of whistleblowing intentions of certain individuals (having certain personal characteristics-predictors of the thesis). Here, POS would behave more like a moderator, it would either enhance, or reduce this likelihood.

  to observe organizational activities. Employees perceive and interpret the same organizational incident in various different ways, owing to difference in the types of their mindset. Considering the option of whistleblowing on observing some wrongdoings, individuals can relate the risks related to reporting wrongdoings, depending on the seriousness of the wrongdoing. Their mindsets can evaluate these risks and enable them to absorb the aftermaths of their actions (whistleblowing). The risks even do not deter them from blowing the whistle. Even if the contextual factors are less favouring, they still prefer to raise the alarms. No doubt, the contextual factors not only affect an individual's intention to report the wrong doing, but they also play their role in determining their path towards resilience (Charreire[START_REF] Petit | Whistleblowing and Resilience: Analysis of an Individual Career[END_REF]. Therefore, the willingness of employees to blow the whistle in face of all confrontations and retaliations can be explained by comparing this to the phenomenon of behavioural and cognitive 'backbone'(Rotschild & Miethe 1994; Charreire Petit & Cusin, 2013). As this backbone spurs the whistleblowers to resilience, in the same way the types of mindset of individuals can stimulate them to take risky task of blowing the whistle.It is very important to consider the differences in the mindsets of each individual. Each individual has his own particular way to understand the same situation differently. Each person makes meaning of the situations according to his own mindset. In this research, I shall propose plausible explanations to the phenomena of internal and external whistleblowing intentions, focusing on the different mindsets of the individuals, from the perspective ofDweck's Mindset theory (2009). To understand that how the types of the mindset of the individuals are crucial in deciding to blow the whistle, on observing some wrong doing in the organization, it is vital to recallCook-Greuter (2004) that what people observe and know, and what they define, think, evaluate and modify, all is affected by their order of development(Cook-Greuter, 2004). Types of mindset have organizational implication in a way that mindset types determine the reaction of employees towards institutional inconsistencies[START_REF] Khurram | Types of mindsets[END_REF]. Therefore, in a wider sense, the types of mindset of individuals have impact on their intentions and decision making process. In case of observing a wrong doing, individuals with different mindsets would display different intention to report it. Thus, I propose that, H1a: Type of individuals' mindsets has effect on individuals' intention to blow the whistle internally or/and externally on observing organizational wrongdoing.

  Figure 3.1: Model 1showing Relationship of Dweck's Mindset Types and Internal and External Whistleblowing

  stewardship behaviors are more likely to report this wrongdoing. Their perceived sense of personal responsibility may urge them to report the wrongdoing. Therefore, in this research thesis, I propose that employees who exhibit high stewardship behaviors are likely to blow the whistle internally or externally. Putting in other words, the potential internal or external whistleblowers exhibit high stewardship behavior (Please see Model 2 in Figure 3.2). Therefore, I propose that H 2: Individuals with high Stewardship Behavior are more likely to blow the whistle internally and/or externally.

  Figure 3.2: Model 2 showing Antecedents of Internal and External Whistleblowing Intentions at Individuals' Behavioral Level

  Figure 3.3: Model 3 showing Antecedents of Internal and External Whistleblowing Intentions at Individuals' Non-Cognitive Traits Level

  Figure 3.5 shows an individual-context interactionist model of whistleblowing intention, with moderation. The predictors in the model are supposed to be affected by a moderator, i.e. Perceived Organizational Support.Past research ascertains that the intention to perform an act (like whistleblowing) is determined by a variety of individual-level characteristics (Ajzen1991;[START_REF] Graham | Principled organizational dissent: A theoretical essay[END_REF] and contextual factors. In the vein of whistle-blowing, research posits that whistleblowing intention is also contingent upon contextual or situational variables such as organizational climate and supervisor/co-worker support[START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF][START_REF] Miceli | Whistle-blowing in organizations[END_REF][START_REF] Kaptein | From inaction to external whistleblowing: the influence of the ethical culture of organizations on employee responses to observed wrongdoing[END_REF]. Organizations have legal, moral and financial responsibility as well as organizational policies, norms and culture that affect their employees. Employees' favorable or unfavorable treatment has been considered as indicators, if organization favors or disfavors them.

  having high Perceived Organizational Support are more likely to blow the whistle internally than externally.The study by[START_REF] Alleyne | The moderating role of perceived organisational support in breaking the silence of public accountants[END_REF] extends the research by examining POS as a moderator in case of whistleblowing for accountants. This study extends this research into the context of an emerging economy, Pakistan. Since the greater part of research on employees' whistle-blowing intentions has been conducted in developed countries contexts[START_REF] Miceli | A word to the wise: How managers and policy-makers can encourage employees to report wrongdoing[END_REF] and research in the context of emerging economies (e.g.Sims & Keenan 1999; De Maria, 2005 Africa) is limited, I contribute to the literature by surveying whistleblowing intentions of employees in Pakistan.

  Figure 3.4: Relationship between POS & Whistleblowing Intentions

  effects of Perceived Organizational Support on individuals' whistleblowing intention internally or externally. Please see Figure 3.5 showing moderating effects of POS on independent variables in Model 4. H9: The effect of types of individuals' mindset on individuals' intention to blow the whistle internally or externally is moderated by individuals' Perceived Organizational Support. H10: Perceived Organizational Support of individuals moderates the relationship between Stewardship Behavior of individuals and their likelihood of internal or external whistleblowing intentions. H11: Perceived Organizational Support of individuals moderates the relationship between Proactive Behavior of individuals and their likelihood of internal or external whistleblowing intentions. H12: Perceived Organizational Support of individuals moderates the relationship between individuals high on grit and their likelihood of internal or external whistleblowing intentions. H13: Perceived Organizational Support of individuals moderates the relationship between individuals low on Self-Monitoring and their likelihood of internal or external whistleblowing intentions. 112 H14: Perceived Organizational Support of individuals moderates the relationship between individuals high on Political Skills and their likelihood of internal or external whistleblowing intentions. H15: Perceived Organizational Support of individuals moderates the relationship between individuals high on Emotional Intelligence and their likelihood of internal or external whistleblowing intentions.

  2012). Researchers opt for various methods to conduct research after examining the aptness and eminence of research methods (Saunders et al., 2012). Methodology is a planned means to seek the answers of research questions through relevant data collection. The "Research Onion" framework proposed by Saunders et al. (2012) is notably important to justify the selection of methodology and an overall research design to conduct research, offering the context and boundaries within which data collection techniques and analysis procedures can be selected. Each layer of "research Onion" is central to justify clearly the development of an appropriate and consistent research design. The layers of research onion are presented in Figure 4.1 and are consisted of Research Philosophy, Research Approach, Research Strategy; Research Choices, Time Horizon, Data Collection and Data Analysis (Saunders et al., 2012). Therefore, in this chapter, the research methodology of this dissertation has been explained progressively by discussing the layers of "research onion".

  research philosophy involves the selection of research strategy, data collection and handling, and analysis. Research philosophy encompasses the source, nature and development of knowledge (Bajpai, 2011), paving the way to collect, analyze and interpret the data about a phenomenon. It defines important assumptions for researchers, which in turn define research strategy. The research philosophies are defined by the research paradigm. Paradigms are worldview providing the researchers with philosophical, theoretical, instrumental, and methodological bases.
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  Figure 4.1: Research Onion Source: Adapted from Saunders, M., Lewis, P. & Thornhill, A. (2012)

(

  inductive) approach (Charreire-[START_REF] Petit | Explorer et tester: les deux voies de la recherche[END_REF].
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  Figure 4.2: From Charreire Petit & Durieux (2014), adapted from Chalmers (1976)
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 43 Figure 4.3: Core Research Design-Explanatory Sequential Design Source: Adapted from Creswell & Plano Clark (2011)

  , 'a cross-sectional study is a study in which various segments of a population are sampled at a single point in time' (p.187). Both DVs and IVs have been measured simultaneously, due to difficulty of obtaining longitudinal data in this research owing to constrains of time and resources. It is not easy to collect longitudinal data from the same set of individuals on whistleblowing intention because of issues related to anonymity (Mesmer-Magnus & Viswesvaran, 2005; Miceli et al. 2008).
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  Figure 4.4: Framework showing Explanatory Sequential Research Design & Integration

  my native country, Pakistan, as research site because with the rapidly growing pace of economic globalization, Pakistan is the 6 th largest labor force in the world. With the growing middle class and per capita income rising, it is the 6 th most populous country and 2 nd largest Islamic country by population. With the evolution of global trade, CPEC is one of the significant and revolutionary economic corridor between Pakistan and China. With the development of CPEC, transit trade will increase, leading Pakistan to become one of the growing consumer markets. Due to these facts, number and size of work floors are growing. More organizations will flourish in Pakistan with time. No such study has been conducted in Pakistani organizations, which has taken into consideration various aspects of whistleblowing. This research focuses on one single country to avoid the macro-environmental diversity that exists usually in multi-country study. Data have been collected from students and faculty members of seven universities in the territory of Islamabad (capital city) only to ensure a fair homogeneous environment to facilitate the control of plausible impacts coming of uncontrollable external variables. Pakistan has been selected as research context, as researcher herself is a Pakistani native that has facilitated access to data.

For

  

  support the use of 8-item POS scale in lines that "Because the original scale is unidimensional and has high internal reliability, the use of shorter versions does not appear problematic (p. 699)." The 36-item version of the SPOS can be efficiently and efficaciously replaced by either the eight-item version or the 16item version(Worley et al., 2009). Both versions contain high-loading items from the original survey of POS. Given the strength of relationship of these two shorter versions found in the analysis,Worley et al. (2009) recommend the 8-item version just for its efficiency. Therefore, I have chosen 8-item version of POS for this thesis. The Cronbach's Alpha for reliability is 0.981.

  methods research design, quantitative and qualitative data analyses have been conducted. This chapter deals with quantitative data analysis. It describes the data analyses techniques for quantitative data using two soft wares-SPSS and AMOS 22. For quantitative data collection, I have visited the target universities of Islamabad, Pakistan. I have personally distributed 650 questionnaires and received back 610 on the spot. It takes about 20 minutes for a respondent to fill in a complete questionnaire. The respondents have completed the questionnaire voluntarily.

Figure

  Figure 5.1: Data Analysis

  research three types of indices are recommended to report to investigate the model fit-absolute fit indices, adjusted for parsimony indices, and relative fit indices. A unanimous agreement on the criteria for what fit indices should be reported for an admissible model is primarily due to the fact that various factors like sample size, model complexity, estimation method, amount and type of misspecification, normality and type of data etc. affect fit indices

Figure 6 .Figure 6 .

 66 Figure 6.1a: CFA for Measurement Model 1 (MM1)

Figure 6 .

 6 Figure 6.3b: Structural Model 1 (SM1)

  For the interaction model 1 (IM1) with interaction term (IntMNS_POS i.e., the product of ZSCORES of POS and mindsets) has been shown in Figure6.4a.

Figure 6

 6 Figure 6.4a: Interaction Model 1 (IM1)

Figure

  Figure 4b: Interaction Model 2 (IM2)

Figure 6 .

 6 Figure 6.4c: Interaction Model 3 (IM3)

  review on the variables and the theoretical model of the study, the interview guide of 16 questions has been developed (see Appendix D). It contains semi-structured and pre-planned questions. It has been designed with an element of flexibility to add new questions during the interview (if needed) to explore new constructs related to the phenomenon of whistleblowing, preserving the focal structures of protocol. A comprehensive interview protocol has been composed by ensuring to cover all the themes of the research by giving definitions. FGD guidelines, logical order of the questions, assurance of anonymity and confidentiality have also been provided to the participants.All participants have given their consent to audiotape the FGD. The respondents have been informed of the objectives of the focus group interviews. A consent form explaining purpose of study and the assurance of confidentiality of respondents' information has been signed by each respondent (Appendix C). The respondents have participated voluntarily. The participants have been assigned code starting from P1 to ensure their anonymity. Focus group 1 had initially 9 participants, of which the participant P9 had not participated the discussion. Similarly, in focus group 2, the participant P18 was absent. Total 17 participants have participated in FGDs in two groups. Each session has lasted for about 40-43 minutes.

Figure 7 . 1 :

 71 Figure 7.1: Phases of Thematic Analysis Source: Clarke, Braun & Hayfield, 2015

••••••

  Familiarization Transcribing data • Reading & re-reading the transcription to check over all credibility of data • Noting initial ideas • Generating Initial Codes Phase 2 Identifying patterns in data • Reducing data by labelling • Coding interesting features of the data • Categorizing data with similar code Phase 3 Searching For Themes • Combining codes into overarching themes • Generating potential themes for further analysis • Reviewing Themes Phase 4 Searching supporting elements of themes • Identifying the missing links between themes

Figure 7

 7 Figure 7.2).

H8:

  Individuals having high Perceived Organizational Support are more likely to blow the whistle internally than externally. H9: The effect of types of individuals' mindset on individuals' intention to blow the whistle internally or externally is moderated by individuals' Perceived Organizational Support. H10: Perceived Organizational Support of individuals moderates the relationship between Stewardship Behavior of individuals and their likelihood of internal or external whistleblowing intentions. H11: Perceived Organizational Support of individuals moderates the relationship between Proactive Behavior of individuals and their likelihood of internal or external whistleblowing intentions. H12: Perceived Organizational Support of individuals moderates the relationship between individuals high on grit and their likelihood of internal or external whistleblowing intentions. H13: Perceived Organizational Support of individuals moderates the relationship between individuals low on Self-Monitoring and their likelihood of internal or external whistleblowing intentions. H14: Perceived Organizational Support of individuals moderates the relationship between individuals high on Political Skills and their likelihood of internal or external whistleblowing intentions. H15: Perceived Organizational Support of individuals moderates the relationship between individuals high on Emotional Intelligence and their likelihood of internal or external whistleblowing intentions

  The hypotheses (H2 & H3) of second essay of this dissertation deal with relationship of whistleblowing intentions to stewardship behavior and proactive behavior. This essay explores how individuals' level of stewardship behavior effectively affects their internal and external whistleblowing intentions. The quantitative findings display a positive relationship between stewardship behavior and internal whistleblowing intention of individual (b=0.241, p<0.001), such that individuals displaying high stewardship behavior are more likely to blow the whistle internally. While, the findings suggest that stewardship behavior has no relationship with external whistleblowing.

  . Therefore, this thesis adds up to the scant literature on whistleblowing in Pakistan by examining various individual level antecedents in relation with whistleblowing intentions. Admittedly, Pakistan has its own socio-economic systems. Research contends human behaviors are the product of their cultural and social backgrounds. Extending it to organizations, employees with different socio-economic views would have different responses towards the question of what is ethical

Fourthly,

  the data have been collected from the respondents of universities of only one country-Pakistan. Though this facilitates the data collection process and also controls for diversity, but it reduces the generalizability. The research site (seven universities of Pakistan) differs other countries in terms of their social norms, values, and cultures. It is worth mentioning here that low rank of Pakistan in Transparency index 2019 (120/180) implies that organizational wrongdoings can easily get normalized in the culture like that of Pakistan. The organizational malpractices may easily get diffused and people do not bother to react to these malpractices. In Pakistani culture, the denunciation or reporting the wrong doing is not always welcomed. Rather the whistleblowers have to face great retaliations in the forms of social disapproval, ostracism, financial and material losses. Malpractices are deeply rooted in almost all spheres of life in Pakistan. Therefore, to curb the evil of malpractices, the government of Pakistan has recently taken the initiative and has implemented Whistleblowing Act 2017 as one of the effective preventative measures to curtail the persistent high level of corruption in Pakistan. This in in line with the findings of the extant research

  results of the quantitative and qualitative analyses shed light on the factors that can predict the individuals' whistleblowing intentions. These theoretical frameworks are suggestive in nature and are open for future investigations and scholarly discussions. lot of time and effort at work networking with others. At work, I know a lot of important people and I am well connected. It is important that people believe I am sincere in what I say and do. When communicating with others, I try to be genuine in what I say and do. I always seem to instinctively know the right thing to say or do to influence others. I have good intuition or savvy about how to present myself to others.

  good sense of why I have certain feelings most of the time. I have good understanding of my own emotions. I really understand what I feel. I always know whether or not I am happy. I always know my friends' emotions from their behavior. I am a good observer of others' emotions. I am sensitive to the feelings and emotions of others. I have good understanding of the emotions of people around me. I always set goals for myself and then try my best to achieve them. I always tell myself I am a competent person. I am a self-motivating person. I would always encourage myself to try my best.I am able to control my temper so that I can handle difficulties rationally. I am quite capable of controlling my own emotions I can always calm down quickly when I am very angry. I have good control of my own emotions. In social situations, I have the ability to alter my behavior, if I feel that something else is called for.
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	Perspectives	Authors
	Altruistic Perspective	Vandekerckhove & Commers, 2004
	Anonymity	Elliston,1982; Elliston, Keenan, Lockhart, & van Schaick, 1985
	Cost-Benefit Perspective	Dworkin and Near, 1997
	Dependency Theory	Near et al., 1993
	Machiavellianism	Dalton & Radtke, 2013; Stylianou et al., 2013
	Discretionary Reporting	Ayers & Kaplan, 2005; Curtis, 2006; Kaplan & Whitecotton, 2001; Schultz et al.,
		1993
	Expectancy Theory	Near & Miceli, 1985
	External Whistleblowing	Rehg et al., 2008
	Instinct for Protection or	Elliston, 1982
	Avoidance	
	Internal Whistleblowing	Miceli et al., 2009
	Organizational Justice	Greenberg, 1990; Near et al., 1993
	Theory, Procedural	
	Justice and Distributive	
	Justice	
	Power Theory Prestige, Courage, Self-Confidence, Self-Control	Near, Dworkin, & Miceli, 1993 Greenberg, 2012
	Professional Commitment Taylor & Curtis, 2010
	Pro-Social Behavior	Miceli et al., 1991
	Prospective of Reward	Paul & Townsend, 1996
	Rational Loyalty	Vandekerckhove & Commers, 2004
	Religiosity	

Table 2 .4: Whistleblowing Intention Research
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	No.	Author(s)

Table 2 .5: Two Mindsets by Carol Dweck

 2 

		Fixed Mindset Individuals		Growth Mindset Individuals
	View their skillset as being fixed	View their skills capable to develop
	Have a desire to look smart and they have a	Have a desire to learn, therefore, they have a tendency to
	tendency to		Embrace challenges
		Avoid challenges		Persists in the face of setbacks
		Give up easily		See efforts as a way to mastery
		See efforts as fruitless or worse		Learn from criticism
		Ignore useful negative feedback		Find lessons and inspirations in the success of others
		Feel threatened by the success of others		

Table 2 .6: Adopted from Typology of Extra-Role Behavior (Van Dyne & LePine, 1998) Affiliative Challenging Promotive

 2 

		Helping Behavior	Voice Behavior
	Prohibitive	Stewardship Behavior	Whistleblowing Behavior

Table 2 .7: Summary of main tenets of Agency & Stewardship Theories

 2 

	Dimensions	Agency Theory	Stewardship
			Theory
	Foundation	Jensen & Meckling, 1976	Davis et al., 1997
	Theoretical basis	Economics	Psychology & Sociology
	Assumption	Economic model of man	Humanistic model of man
	Approach	Disrupt (distrust)	Collaborative (trust)
	Behavior	Opportunistic, Individual,	Pro-organizational,
		Self-serving	Collective, Other serving
	Principal-agent relation Agent's motivation	Goals conflict Extrinsic	Compatible & aligned goals Intrinsic
	Organizational Identification	Low identification	High identification
	Governance mechanism	Monitoring & incentives	Empowering structures
		systems	
	Outcomes	Firm performance by way of	Firm performance by way of
		cost minimization	wealth maximization

  with other constructs. Empirical research gives mixed results on correlations of grit with demographic variables such as age and ethnicity (Eskreis-Winkler, Shulman, Beal, &

Networking Ability Social Astuteness Interpersonal Influence Political Skills comprehensive

  scenario of the antecedents examined in the extant research. The dispositional antecedents of political skill has been categorized by[START_REF] Ferris | Political skill in organizations[END_REF] into four main influences; control, perceptiveness, affability, and active influence.

The work of Blickle et al. (2018) gives a Apparent Sincerity

  However, one the most important developments in the EI literature is[START_REF] Petrides | Trait emotional intelligence: psychometric investigation with reference to established trait taxonomies[END_REF] conceptual bifurcation resulting in two distinct perspectives on EI:

extended this construct in his work by encompassing various other personality variables like impulsiveness, assertiveness and optimism.

Table 2 .8: Components Of Emotional Intelligence

 2 

	Dimensions	Descriptions
	Self-Emotional Appraisal (SEA)	Individual's ability to understand & assessment of their deep
	Others' Emotional Appraisal	emotions & be able to express these emotions naturally. Ability to perceive & understand the emotions of others around
	(OEA)	them.

Table 2 .9: Types of Self-Monitors High Self-Monitors Low Self-Monitors

 2 

	Pay attention to the behaviors of other people	Pay less attention to the situational cues and
	and act	act from internal states
	Accordingly	
	Appear unpredictable & less consistent	Behave consistently across situations
	Demonstrate higher levels of managerial self-	Less likely to respond to work group norms
	awareness	or
		supervisory feedbacks

Table 2 .10: Summary of the Variables of the Thesis Definition Extant Research covering areas like Main Authors Whistleblowing

 2 

	The disclosure by	The individual, situational, environmental,
	organization members	cultural factors responsible for
	(former or current) of	whistleblowing. Various perspectives
	illegal, immoral, or	through which whistleblowing has been
	illegitimate practices under	examined. Whistleblowing intentions as
	the control of their	actual whistleblowing behavior. Channels
	employers, to persons or	of whistleblowing, Retaliations,
	organizations that may be	Characteristics of Wrongdoers and
	able to effect action.	wrongdoings, effects of
		whistleblowing etc.

Table 4 .1: Research Philosophy Pragmatism

 4 

	Ontology		Epistemology	Axiology	Rhetoric		Typical Methods
	(Existence		(What	constitutes	(The role of values)	(The	language	of
	theory, focused	acceptable			research)	
	on nature of	knowledge)				
	reality	or						
	being)							
	Simultaneously	Knowledge is derived	Value free/Biased	Both	languages	of	Mixed	methods
	-External	&	from experience. The	Researcher	research			(Qualitative	&
	multiple		researcher	restores	maintain objective	-Informal and formal.		quantitative methods).
	-Objective & subjective	subjectively assigned and "objective"	stance and can also present his				For example, Observations,
			meaning of other	subjective				Testing	&
			actions		perspective				Experimentation.
									Interview,
									Case study,
									Surveys etc.

Table 4 .2: Relevant Situations for Different Research Strategies Strategy Form of Research Question Requires Control of Behavioral Events?

 4 

Table 4 .3: Number of Questionnaires as Distributed in 7 Universities

 4 

		University	Total	Received	Completely	Incomplete	Not
			Distributed	Back	filled		Received
							Back
	1	Air university	92	77	70	7	15
	2	Bahria University	91	78	65	13	13
	3	Comsats university	97	79	64	15	12
	4	CUST university	97	87	77	10	10
	5	Iqra university	88	74	58	16	14
	6	Quaid e Azam University	92	79	69	10	13
	7	Riphah International	93	80	64	16	13
		University					

Table 4 .4: Summary of Suggestions from Research with respect to Quality

 4 

	Questionnaires	
	Suggestion	Authors
	The questionnaire should be simple, straight-	Frazer &
	forward and easy to understand	Lawley, 2000
	The wordings used must be appropriate and are	Frazer &
	suited to the level of respondent comprehension	Lawley, 2000
	The maximum words used in each question	Diamontopoulos,
	should not exceed 20	2004
	The questionnaire length must not be than 12	Frazer &
	pages	Lawley, 2000
	Easy understanding of questionnaire	
	a-to increase response rate	Frazer &
	b-to minimize measurement error	Lawley, 2000

  This scale is based on the ability model, is very parsimonious and has been tested and retested in several recent studies (e.g., Christie et al. 2007; Law, Wong, and Song 2004; Shi and Wang 2007). It is based on four dimensions explained by Davies et al. (1998):

	Self-Emotions Appraisal (SEA), Others-Emotions Appraisal (OEA), Regulation
	of Emotion (ROE), and Use of Emotion (UOE). It uses a Likert-style response option
	format, ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). The Cronbach's
	Alpha for reliability is 0.985.

Table 4 .5: Summary of Measurement of Variables
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	Variables		Items	Cronbach's	Authors	
				Alpha		
	Dependent	Internal	4	0.89	Park	&
	Variables	Whistleblowing			Blenkinsopp,
		External	4	0.822	2009	
		Whistleblowing Dweck's	3	0.916	Dweck, 2000
		Mindset Types				
		Stewardship	4	0.952	Kuppelwieser,
	Independent	Behavior			2011	
	Variables	Proactive	3	0.912	Parker	&
		Behavior			Collins, 2010
		Grit	8	0.962	Duckworth &
					Quinn, 2009	
		Political Skills	8	0.973	Ferris et al.
					(2005	
		Self-	13	0.988	Lennox	&
		Monitoring			Wolfe, 1984	
		Emotional	16	0.985	Wong & Law,
		Intelligence			2002	
	Moderating	Perceived	8	0.981	Worley et al.,
	Variable	Organizational			2009	
		Support				

Table 5 .1: Frequency Table showing Demographic Profile of Respondents

 5 

		Frequency	Percent	Valid Percent	Cumulative Percent
	Gender				
	Female	205	43.9	43.9	43.9
	Male	262	56.1	56.1	100.0
	Job/Professional status				
	Student	398	85.2	85.2	85.2

Table 5 .2: Descriptive Statistics

 5 

								Maximu		Std.			
						N	Minimum	m	Mean	Deviation	Skewness		Kurtosis
	Variables Items	Statistic	Statistic	Statistic	Statistic	Statistic	Statistic Std. Error Statistic Std. Error
					IW1	467	1	5	3.21	1.533	-0.191	0.113	-1.494	0.225
	Internal Whistle blowing		IW2 IW3 IW4	467 467 467	1 1 1	5 5 5	3.30 3.31 3.27	1.431 1.455 1.495	-0.246 -0.324 -0.298	0.113 0.113 0.113	-1.353 -1.301 -1.386	0.225 0.225 0.225
	External	Whistle blowing		EW1 EW2 EW3 EW4	467 467 467 467	1 1 1 1	5 5 5 5	2.96 3.09 3.15 3.09	1.435 1.323 1.388 1.391	0.042 -0.062 -0.129 -0.133	0.113 0.113 0.113 0.113	-1.419 -1.242 -1.296 -1.288	0.225 0.225 0.225 0.225
					POS1	467	1	7	4.08	2.195	-0.134	0.113	-1.549	0.225
					POS2	467	1	7	4.19	2.134	-0.208	0.113	-1.467	0.225
	Perceived Organizational	Support		POS3 POS4 POS5 POS6 POS7 POS8	467 467 467 467 467 467	1 1 1 1 1 1	7 7 7 7 7 7	4.21 4.13 4.12 4.15 4.22 4.16	2.146 2.159 2.112 2.137 2.100 2.133	-0.234 -0.197 -0.167 -0.203 -0.347 -0.165	0.113 0.113 0.113 0.113 0.113 0.113	-1.454 -1.457 -1.426 -1.430 -1.349 -1.494	0.225 0.225 0.225 0.225 0.225 0.225
	Dweck Mindsets			DM1 DM2 DM3	467 467 467	1 1 1	7 7 7	3.96 4.05 3.96	2.095 2.032 2.103	0.105 -0.021 0.037	0.113 0.113 0.113	-1.413 -1.378 -1.412	0.225 0.225 0.225
	Proactive	Behavior			PB1 PB2 PB3	467 467 467	1 1 1	5 5 5	3.50 3.51 3.50	1.571 1.458 1.449	-0.492 -0.488 -0.506	0.113 0.113 0.113	-1.364 -1.217 -1.170	0.225 0.225 0.225
	Stewardship	Behavior			SWB1 SWB2 SWB3 SWB4	467 467 467 467	1 1 1 1	7 7 7 7	4.85 4.91 4.90 4.88	2.098 2.066 1.971 2.048	-0.610 -0.722 -0.658 -0.620	0.113 0.113 0.113 0.113	-1.063 -.911 -.910 -1.031	0.225 0.225 0.225 0.225
					PE1	467	1	5	3.41	1.489	-0.450	0.113	-1.337	0.225
					PE2	467	1	5	3.45	1.488	-0.440	0.113	-1.312	0.225
					PE3	467	1	5	3.41	1.509	-0.450	0.113	-1.316	0.225
					PE4	467	1	5	3.39	1.424	-0.409	0.113	-1.274	0.225
					CI1	467	1	5	3.46	1.478	-0.489	0.113	-1.255	0.225
					CI2	467	1	5	3.45	1.448	-0.442	0.113	-1.260	0.225
	Grit				CI3 CI4	467 467	1 1	5 5	3.46 3.46	1.504 1.507	-0.458 -0.511	0.113 0.113	-1.329 -1.266	0.225 0.225
					NA1	467	1	5	3.33	1.578	-0.364	0.113	-1.496	0.225
					NA2	467	1	5	3.34	1.553	-0.356	0.113	-1.462	0.225
	Political Skills				AS1 AS2 SA1 SA2 II1 II2	467 467 467 467 467 467	1 1 1 1 1 1	5 5 5 5 5 5	3.28 3.30 3.26 3.30 3.30 3.37	1.534 1.564 1.566 1.526 1.559 1.572	-0.286 -0.292 -0.267 -0.307 -0.286 -0.387	0.113 0.113 0.113 0.113 0.113 0.113	-1.460 -1.497 -1.519 -1.447 -1.513 -1.455	0.225 0.225 0.225 0.225 0.225 0.225
	Emoti	onal Intelli	gence	SEA1 SEA2 SEA3	467 467 467	1 1 1	5 5 5	3.31 3.26 3.28	1.536 1.536 1.534	-0.196 -0.231 -0.210	0.113 0.113 0.113	-1.597 -1.531 -1.552	0.225 0.225 0.225

Table 5 .3a: Scatter plots of Variables against Internal Whistleblowing Dweck
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's Mindsets as a predictor Perceived Organizational Support as a predictor Stewardship Behavior as a predictor Proactive Behavior as a predictor Grit as a predictor Self-Monitoring as a predictor Emotional Intelligence as a predictor Political Skills as a predictor

Table 5 .3b: Scatter plots of Variables against External Whistleblowing Dweck

 5 

's Mindsets as a predictor Perceived Organizational Support as a predictor Stewardship Behavior as a predictor Proactive Behavior as a predictor Grit as a predictor Self-Monitoring as a predictor Emotional Intelligence as a predictor Political Skills as a predictor

Table 5 .4: Pearson's Correlation Table
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			IWB	EWB	SM	POS	SB	PB	EI	PS	Grit
	External Whistleblowing	Pearson Correlation	-0.324 **	1						
		Sig. (2-tailed)	.000							
	Self-Monitoring	Pearson Correlation	-0.439 **	0.182 **	1					
		Sig. (2-tailed)	.000	.000						
	Perceived Organizational	Pearson Correlation	0.596 ** -0.231 **	-.254 **	1				
	Support	Sig. (2-tailed)	.000	0.000	0.000					
	Stewardship Behavior	Pearson Correlation	0.548 **	-0.073	-0.224 **	0.568 **	1			
		Sig. (2-tailed)	.000	0.116	0.000	.000				
	Proactive Behavior Pearson Correlation	0.549 **	-0.087	-0.194 **	0.529 ** 0.498 **	1		
		Sig. (2-tailed)	.000	0.062	0.000	.000	.000			
	Emotional Intelligence	Pearson Correlation	0.571 ** -0.262 **	-0.209 **	0.418 ** 0.331 ** 0.356 **	1	
		Sig. (2-tailed)	.000	.000	0.000	.000	.000	.000		
	Political Skill	Pearson Correlation	0.600 ** -0.158 **	-0.196 **	0.408 ** 0.425 ** 0.518 ** 0.320 **	1
		Sig. (2-tailed)	.000	.001	.000	0.000	.000	.000	.000	
	Grit	Pearson Correlation	0.635 ** -0.254 **	-0.272 **	0.402 ** 0.329 ** 0.361 ** 0.484 ** 0.427 **	1
		Sig. (2-tailed)	.000	.000	.000	0.000	.000	.000	.000	.000
	Dweck's Mindset	Pearson Correlation	0.545 ** -0.183 **	-0.147 **	0.506 ** 0.406 ** 0.414 ** 0.351 ** 0.401 ** 0.468 **
		Sig. (2-tailed)	.000	.000	0.001	.000	.000	.000	.000	.000	.000

Table 5 .5: Interpretation of Values of VIF (Hair et al., 2010)

 5 

	VIF < 3	Not a problem
	VIF > 3	Potential problem
	VIF > 5	Very likely problem
	VIF > 10	Definitely a problem

Table 5 .

 5 6 shows that

			Table 5.6: Collinearity Statistics	
	Collinearity Statistics		Collinearity Statistics	
		Tolerance	VIF		Tolerance	VIF
	EIM	0.679	1.473	EIM	0.635	1.574
	PSM	0.633	1.580	PSM	0.575	1.740
	GM	0.603	1.658	GM	0.550	1.819
	SMNT	0.880	1.137	SMNT	0.786	1.273
	EWM	0.871	1.148	POSM	0.503	1.987
	POSM	0.506	1.976	SBM	0.579	1.727
	SBM	0.590	1.696	PBM	0.568	1.761
	PBM	0.570	1.753	DMM	0.613	1.632
	DMM	0.630	1.588	IWM	0.286	3.496
	Dependent Variable: Internal		Dependent Variable: External Whistleblowing
	whistleblowing					

Table 5 .7: Total Variance Explained

 5 

	Extraction Sums of Squared Loadings

Table 5 .8: Reliability of Scales Scale Cronbach's Alpha No of Items
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	Internal Whistleblowing	0.889	4
	External Whistleblowing	0.822	4
	Perceived Organizational Support Dweck's Mindset	0.981 0.916	8 3
	Proactive Behavior	0.912	3
	Stewardship Behavior	0.952	4
	Grit	0.962	8
	Political Skill	0.973	8
	Emotional Intelligence	0.985	16
	Self-Monitoring	0.988	13

Table 5 .9: Discriminant and Convergent Validity for M1

 5 To calculate Discriminant validity, there are two rules that MSV (Maximized Shared Squared Variance) < AVE and Square root of AVE should be greater than inter-construct correlations.

		CR	AVE	MSV	MaxR(H)	DM	POS	IW	EW
	DM	0.916	0.784	0.365	0.917	0.885			
	POS	0.981	0.867	0.408	0.983	0.534	0.931		
	INWBG	0.889	0.667	0.408	0.890	0.604	0.639	0.817	
	EXWBG	0.823	0.538	0.150	0.829	0.216	0.262	0.387	0.734

Table 5 .10: Discriminant and Convergent Validity for

 5 

	M2

Table 5 .11: Discriminant and Convergent Validity for M3

 5 

		CR	AVE	MSV	MaxR(H) GRT	INWBG POS	PS	SM	EI	EXWBG
	GRT	0.961	0.754	0.396	0.963	0.868				
	INWBG	0.889	0.667	0.396	0.971	0.629	0.817			
	POS	0.977	0.840	0.232	0.987	0.212	0.482	0.916		
	PS	0.971	0.807	0.360	0.992	0.345	0.600	0.216	0.898	
	SM	0.987	0.855	0.312	0.995	-0.334	-0.559	-0.320 -0.238 0.925
	EI	0.984	0.800	0.355	0.996	0.398	0.596	0.238	0.258	-0.224 0.894
	EXWBG 0.822	0.537	0.141	0.996	-0.233	-0.375	-0.240 -0.181 0.243	-0.282 0.733

Table 5 .13: The Brief Description of Fit Indices
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		Fit index and		Acceptable
		Abbreviation	Description	Threshold
				levels
	Absolute Fit	Chi-square (χ2)	The chi-squared test indicates the difference between	p > .05
	Indices		observed and expected covariance matrices (Gatignon,	(Byrne 2001;
			2010). If the difference between expected and observed	Kline 2015)
			covariance matrices is smaller the values fall close to	
		Goodness-of-Fit	zero indicating a better fit. The goodness of fit index (GFI) is a measure of fit	GFI ≥ .90
		Index (GFI)	between the hypothesized model and the observed	(Hair et al.,
			covariance matrix. It is the amount of covariance	2010; Kline
			between the latent variables in the model. It is affected	2015)
			by the sample size. Its value close to 0 indicates a poor	
			fit.	

Table 6 .1a: Fit indices for CFA of MM1

 6 

			&		
		Structural Model 1 (SM1)		
		Fit index and	Acceptable Threshold levels	Measurement	Structural
		Abbreviation		Model	Model
	Absolute Fit	Chi-square	1-3 good,	194.617/146	211.672/161
	Indices	CMIN/DF Or (χ2)/DF	3-5 acceptable p > .05 (Byrne 2001; Kline 2015)	=1.333	=1.315 p=0.005
		Goodness-of-Fit Index	GFI ≥ .90	0.960	0.958
		(GFI)	(Hair et al. 2010; Kline 2015)		
		RMR	RMR <0.08 (Hu & Bentler,	0.065	0.100
			1999)		
	Adjusted for	Adjusted Goodness-of-Fit	AGFI ≥ .90	0.947	0.946
	parsimony	Index (AGFI)	(Hair et al. 2010; Kline 2015)		
	indices	Root-Mean-Square Error of	RMSEA ≤ .05	0.027	0.026
		Approximation (RMSEA)	(Browne & Gudeck 1993;		
			Kline 2015)		
	Relative fit	PCLOSE Normed Fit Index (NFI)	NFI ≥ .90	1.000 0.979	1.000 0.980
	indices or Incremental fit	Comparative Fit Index	(Kline 2015) CFI ≥ .90	0.995	0.995
	indices	(CFI)	(Bentler 1990; Kline 2015)		
		Tucker Lewis Index (TLI)	TLI ≥ .90	0.994	0.994
			(Hair et al. 2010)		

Table

  

Table 6 .1b : Regression weights & Standardized Regression weights of Measurement Model 1
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		Standardized					AVE	Standardized	Squared
		Loadings	S.E.	C.R.	P	Label	(acceptable value >	Regression Weights	Multiple Correlations
								0.50)	( 2 )
	Perceived Organizational Support					0.867
	POS1	<---POS	1.000						0.965	0.932
	POS3	<---POS	0.932	0.022 42.248	***	par_1		0.920	0.846
	POS6	<---POS	0.931	0.022 43.018	***	par_2		0.923	0.853
	POS5	<---POS	0.931	0.020 45.429	***	par_3		0.934	0.872
	POS7	<---POS	0.901	0.022 40.087	***	par_4		0.909	0.826
	POS8	<---POS	0.939	0.021 45.185	***	par_5		0.933	0.870
	POS4	<---POS	0.957	0.020 46.800	***	par_6		0.939	0.882
	POS2	<---POS	0.934	0.021 43.867	***	par_7		0.927	0.860
	Internal Whistleblowing						0.667
	IW4	<---IW	0.954	0.046 20.644	***	par_8		0.821	0.674
	IW2	<---IW	0.900	0.044 20.250	***	par_9		0.810	0.656
	IW3	<---IW	0.901	0.046 19.794	***	par_10		0.797	0.635
	IW1 Dweck's Mindsets <---IW	1.000					0.784	0.839	0.705
	DM2	<---DM	0.946	0.035 26.905	***	par_11		0.882	0.778
	DM1	<---DM	1.000						0.904	0.818
	DM3	<---DM	0.965	0.037 26.249	***	par_12		0.870	0.756
	External Whistleblowing						0.538
	EW1	<---EW	1.000						0.785	0.616
	EW4	<---EW	0.938	0.062 15.159	***	par_13		0.759	0.576
	EW2	<---EW	0.843	0.058 14.449	***	par_14		0.717	0.514
	EW3	<---EW	0.825	0.061 13.508	***	par_15		0.669	0.447
	*** shows significance level p<0.001					

Table 6 .1c : Covariances & Correlations

 6 

	Covariances

Table 6 .1d: Structural Model 1 (SM1)

 6 

	Regression Weights

Table 6 .1e: Covariances & Correlations for SM1

 6 

	Covariances

Table 6 .1f: Frequency of Growth & Fixed Mindsets

 6 After this, I have compared the means of two groups by applying Independent-Samples t-test to know the difference between types of mindsets, when IW is dependent variable. Group statistics in Table6.1g shows the response of two groups towards IW is not same. Mean value 3.9408 of Growth mindset is more than the mean value Fixed mindset (2.6692).It shows that possibility of IW of one group (Growth mindset) is more, when compared to IW intention of the other group

			Frequency	Percent	Valid Percent	Cumulative Percent
	Valid	1.00	228	48.8	48.8	48.8
		2.00	239	51.2	51.2	100.0

(Fixed mindset).

Table 6 .1g: Group Statistics of Mindset Types
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					Std.	Std. Error
		DM	N	Mean	Deviation	Mean
	Internal Whistleblowing Intention	Growth	228	3.9408	1.06651	.07063
		Mindset				
		Fixed Mindset	239	2.6381	1.13887	.07367
	External Whistleblowing Intention	Growth	228	2.8531	1.21677	.08058
		Mindset				
		Fixed Mindset	239	3.2856	.97300	.06294

Table 6 .1h: Independent Samples Test

 6 

			Levene's Test for					
			Equality of					
			Variances			t-test for Equality of Means
										95% Confidence
										Interval of the
			F	Sig.	T	Df	Sig. (2-tailed)	Mean Difference	Std. Error Difference	Difference Lower Upper
	IW	Equal variances	8.896	.003 12.745	465	.000	1.30271	.10222 1.10185 1.50358
		assumed							
		Equal variances			12.765 464.842	.000	1.30271	.10206 1.10216 1.50327
		not assumed							
	EW	Equal variances	32.080	.000 -4.252	465	.000	-.43249	.10172	-.63238 -.23261
		assumed							
		Equal variances			-4.230 434.285	.000	-.43249	.10225	-.63346 -.23153
		not assumed							

  .1g) show a difference of means between individuals response to EW. The mean value of growth mindset (M=2.8531, SD=1.216) is less than the mean value of fixed mindset (M=3.2856, SD=0.973), conditions; t(465)=12.745, p<0.001, showing that individual with fixed mindset are more likely to blow the whistle externally as compared to individuals with growth mindset. Similarly, the value of t-test

Table 6 .2a : Fit indices for CFA (MM2) & Structural Model 2 (SM2)
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		Fit index and Abbreviation	Acceptable Threshold levels	Measurement Model	Structural Model (SM2)
				(MM2)	
	Absolute Fit	Chi-square	1-3 good,	254.298/220	298.194/221
	Indices	CMIN/DF Or (χ2)/DF	> .05) 3-5 acceptable (p	=1.156	=1.349
			(Byrne 2001;		
		Goodness-of-Fit	Kline 2015) GFI ≥ .90	0.957	0.949
		Index (GFI)	(Hair et al. 2010;		
			Kline 2015)		
		RMR	RMR <0.08 (Hu	0.060	0.093
	Adjusted for	Adjusted	& Bentler, 1999) AGFI ≥ .90	0.946	0.937
	parsimony indices	Goodness-of-Fit	(Hair et al. 2010;		
		Index (AGFI)	Kline 2015)		
		Root-Mean-	RMSEA ≤ .05	0.018	0.027
		Square Error of	(Browne and		
		Approximation	Gudeck 1993;		
		(RMSEA)	Kline 2005)		
	Relative fit	PCLOSE Normed Fit Index	NFI ≥ .90	1.000 0.978	1.000 0.974
	indices or	(NFI)	(Kline 2015)		
	Incremental fit indices	Comparative Fit	CFI ≥ .90	0.997	0.993
		Index (CFI)	(Bentler 1990;		
		Tucker Lewis	Kline 2015) TLI ≥ .90	0.996	0.992
		Index (TLI)	(Hair et al. 2010)		

Table 6 .2b : Regression weights & Standardized Regression weights of Measurement Model 2
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								AVE	Standardize	Squared
		Estimate	S.E.	C.R.	P	Label	(acceptable value >0.50)	d Regression	Multiple Correlations ( 2 )
									Weights
	Perceived Organizational Support					0.867
	POS1 <---POS	1.000						0.965	0.932
	POS3 <---POS	0.932 0.022	42.279	***	par_1		0.920	0.846
	POS5 <---POS	0.930 0.020	45.388	***	par_2		0.933	0.871
	POS6 <---POS	0.931 0.022	43.091	***	par_3		0.924	0.853
	POS7 <---POS	0.901 0.022	40.132	***	par_4		0.909	0.827
	POS8 <---POS	0.939 0.021	45.202	***	par_5		0.933	0.870
	POS4 <---POS	0.957 0.020	46.835	***	par_6		0.939	0.882
	POS2 <---POS	0.934 0.021	43.851	***	par_7		0.927	0.859
	Stewardship Behavior						0.833
	SWB1 <---SWB	1.000						0.921	0.848
	SWB2 <---SWB	0.984 0.029	34.249	***	par_8		0.920	0.846
	SWB3 <---SWB	0.928 0.028	33.153	***	par_9		0.910	0.828
	SWB4 <---SWB	0.953 0.030	32.062	***	par_10		0.899	0.808
	Internal Whistleblowing						0.667
	IW4	<---IW	0.951 0.046	20.641	***	par_11		0.818	0.669
	IW3	<---IW	0.901 0.045	19.862	***	par_12		0.796	0.634
	IW2	<---IW	0.904 0.044	20.440	***	par_13		0.813	0.660
	IW1	<---IW	1.000						0.839	0.704
	Proactive Behavior						0.777
	PB1	<---PB	1.000						0.898	0.806
	PB3	<---PB	0.892 0.035	25.729	***	par_14		0.868	0.754
	PB2	<---PB	0.907 0.035	26.200	***	par_15		0.878	0.771
	External Whistleblowing						0.538
	EW1 <---EW	1.000						0.781	0.610
	EW4 <---EW	0.946 0.062	15.224	*** par_16		0.762	0.581
	EW2 <---EW	0.849 0.059	14.488	***	par_17		0.719	.517
	EW3 <---EW	0.827 0.061	13.492	***	par_18		0.668	0.446
	*** shows significance level p<0.001				

Table 6 .2c: Covariances & Correlations
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	Covariances

Table 6 .2d : Structural Model 2
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	Regression Weights					Standardized Regression Weights
			Estimate	S.E.	C.R.	P	Label Estimate	
	IWB <---PerOS	0.193	0.029	6.681	***	par_19	0.336
	EWB <---PerOS	-0.174	0.036	-4.808	***	par_20	-0.330
	IWB <---SWBH	0.152	0.031	4.839	***	par_21	0.241
	EWB <---SWBH	0.049	0.039	1.263	.206	par_22	0.085
	IWB <---PBH	0.253	0.044	5.818	***	par_23	0.293
	EWB <---PBH	0.022	0.053	.414	.679	par_24	0.028
	POS1 <---PerOS	1.000					0.965
	POS3 <---PerOS	0.932	0.022	42.263	***	par_1	0.920
	POS5 <---PerOS	0.930	0.021	45.380	***	par_2	0.933
	POS6 <---PerOS	0.931	0.022	43.100	***	par_3	0.924
	POS7 <---PerOS	0.901	0.022	40.118	***	par_4	0.909
	POS8 <---PerOS	0.939	0.021	45.203	***	par_5	0.933
	POS4 <---PerOS	0.957	0.020	46.853	***	par_6	0.939
	POS2 <---PerOS	0.934	0.021	43.852	***	par_7	0.927
	SWB1 <---SWBH	1.000					0.921
	SWB2 <---SWBH	0.984	0.029	34.285	***	par_8	0.920
	SWB3 <---SWBH	0.928	0.028	33.142	***	par_9	0.910
	SWB4 <---SWBH	0.953	0.030	32.054	***	par_10	0.899
	IW4	<---IWB	1.000					0.816
	IW3	<---IWB	0.949	0.050	19.098	***	par_11	0.796
	IW2	<---IWB	0.962	0.048	19.871	***	par_12	0.820
	IW1	<---IWB	1.048	0.052	20.304	***	par_13	0.834
	PB1	<---PBH	1.000					0.898
	PB3	<---PBH	0.892	0.035	25.746	***	par_14	0.868
	PB2	<---PBH	0.906	0.035	26.180	***	par_15	0.877
	EW1 <---EWB	1.000					0.778
	EW4 <---EWB	0.947	0.063	14.980	***	par_16	0.760
	EW2 <---EWB	0.853	0.059	14.341	***	par_17	0.720
	EW3 <---EWB	0.837	0.062	13.463	***	par_18	0.673
	*** shows significance level p<0.001					

Table 6 .2e: Covariances & Correlations

 6 

	Covariances

Table 6 .3b : Fit indices for CFA & Structural Model 3
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		Fit index and	Acceptable	Measurement	Structural
		Abbreviation	Threshold levels	Model (MM3)	Model (SM3)
	Absolute Fit Indices	Chi-square	1-3 good,	
		CMIN/DF Or (χ2)/DF	3-5 acceptable (p > .05) (Byrne 2001; Kline	2255.791/1742 =1.295	409.424/330 =1.241
			2015)	
		Goodness-of-Fit	GFI ≥ .90	0.868
		Index (GFI)	(Hair et al. 2010;		0.943
			Kline 2015)	
		RMR	RMR <0.08 (Hu &	0.069	0.056
			Bentler, 1999)	
	Adjusted for	Adjusted Goodness-	AGFI ≥ .90	0.857
	parsimony indices	of-Fit Index (AGFI)	(Hair et al. 2010;		0.930
		Root-Mean-Square	Kline 2015) RMSEA ≤ .05	0.025	0.023
		Error of	(Browne and Gudeck	
		Approximation	1993; Kline 2015)	
		(RMSEA)		
		PCLOSE		1.000	1.000
	Relative fit indices or	Normed Fit Index	NFI ≥ .90	0.943
	Incremental fit indices	(NFI)	(Kline 2015)		0.977
		Comparative Fit	CFI ≥ .90	0.986
		Index (CFI)	(Bentler 1990; Kline		0.995
			2015)	
		Tucker Lewis Index	TLI ≥ .90	0.986	0.995
		(TLI)	(Hair et al. 2010)	

Table 6 .3c: Regression weights & Standardized Regression weights of Measurement Model 3

 6 

			Estimate	S.E.	C.R.	P	Label	AVE	Standardized
									Regression Weights
	SEA	<---EI	1.000						1.006
	OEA	<---EI	0.966	.028	34.133	***	par_43		1.008
	UOE	<---EI	0.982	.028	34.628	***	par_44		1.009
	ROE	<---EI	0.985	.027	36.028	***	par_45		1.011
	AMSP <---SM	1.000						0.993
	SEB	<---SM	1.000						1.007
	NA	<---PS	1.000						1.008
	AS	<---PS	0.917	.019	47.083	***	par_46		0.993
	SA	<---PS	0.925	.018	50.267	***	par_47		1.005
	II	<---PS	0.957	.017	57.097	***	par_48		1.021
	PE	<---GRT	1.000						0.980
	CI	<---GRT	1.000						1.007
	Perceived Organizational Support					0.867
	POS1	<---POS	1.000						0.965
	POS2	<---POS	0.934	.021	43.804	***	par_1		0.927
	POS3	<---POS	0.932	.022	42.291	***	par_2		0.920
	POS4	<---POS	0.957	.020	46.775	***	par_3		0.939
	POS5	<---POS	0.931	.020	45.454	***	par_4		0.934
	POS6	<---POS	0.931	.022	43.031	***	par_5		0.924
	POS7	<---POS	0.901	.022	40.100	***	par_6		0.909
	POS8	<---POS	0.939	.021	45.184	***	par_7		0.933
	External Whistleblowing						0.538
	EW1	<---EWB	1.000						0.786
	EW2	<---EWB	0.842	.058	14.480	***	par_8		0.717
	EW3	<---EWB	0.823	.061	13.523	***	par_9		0.668
	EW4	<---EWB	0.937	.062	15.194	***	par_10		0.759
	Internal Whistleblowing						0.667
	IW1	<---IWB	1.000						0.838
	IW2	<---IWB	0.901	.043	20.774	***	par_11		0.809
	IW3	<---IWB	0.908	.044	20.469	***	par_12		0.801
	IW4	<---IWB	0.952	.045	21.127	***	par_13		0.818
	Emotional Intelligence						0.894
	SEA1	<---SEA	1.000						0.923
	SEA2	<---SEA	0.954	.030	31.687	***	par_14		0.881

Table 6 .3c: Regression weights & Standardized Regression weights of Measurement Model 3
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			Estimate	S.E.	C.R.	P	Label	AVE	Standardized
									Regression Weights
	SEA3	<---SEA	0.964	.029	32.682	***	par_15		0.890
	SEA4	<---SEA	0.940	.030	31.565	***	par_16		0.879
	OEA1 <---OEA	0.966	.035	27.252	***	par_17		0.853
	OEA2 <---OEA	0.952	.034	27.903	***	par_18		0.862
	OEA3 <---OEA	0.951	.033	28.718	***	par_19		0.873
	OEA4 <---OEA	1.000						0.893
	UOE1 <---UOE	0.997	.032	31.402	***	par_20		0.902
	UOE2 <---UOE	1.000						0.896
	UOE3 <---UOE	0.989	.032	30.544	***	par_21		0.892
	UOE4 <---UOE	0.928	.032	29.354	***	par_22		0.878
	ROE1 <---ROE	0.987	.032	30.537	***	par_23		0.883
	ROE2 <---ROE	0.958	.031	31.149	***	par_24		0.890
	ROE3 <---ROE	0.980	.030	32.690	***	par_25		0.906
	ROE4 <---ROE	1.000						0.905
	Self-Monitoring						0.925
	AMSP1 <---AMSP	1.000						0.959
	AMSP2 <---AMSP	0.943	.021	43.913	***	par_26		0.925
	AMSP3 <---AMSP	0.953	.021	44.951	***	par_27		0.929
	AMSP4 <---AMSP	0.939	.021	44.287	***	par_28		0.926
	AMSP5 <---AMSP	0.920	.022	41.626	***	par_29		0.914
	AMSP6 <---AMSP	0.965	.020	47.415	***	par_30		0.938
	AMSP7 <---AMSP	0.994	.019	51.388	***	par_31		0.951
	SEB1	<---SEB	1.000						0.940
	SEB2	<---SEB	0.941	.023	41.560	***	par_32		0.922
	SEB3	<---SEB	0.942	.023	40.882	***	par_33		0.918
	SEB4	<---SEB	0.921	.023	39.326	***	par_34		0.910
	SEB5	<---SEB	0.935	.024	38.279	***	par_35		0.904
	SEB6	<---SEB	0.959	.022	42.750	***	par_36		0.927
	Political Skills						0.898
	NA1	<---NA	1.000						0.952
	NA2	<---NA	1.000						0.921
	AS1	<---AS	1.000						0.886
	AS2	<---AS	1.000						0.886
	SA1	<---SA	1.000						0.880
	SA2	<---SA	1.000						0.891
	II1	<---II	1.000						0.880
	II2	<---II	1.000						0.899
	Grit							0.868
	PE1	<---PE	1.000						0.930

Table 6 .3c: Regression weights & Standardized Regression weights of Measurement Model 3

 6 

			Estimate	S.E.	C.R.	P	Label	AVE	Standardized
									Regression Weights
	PE3	<---PE	0.942	.031	30.669	***	par_37		0.861
	PE4	<---PE	0.905	.028	32.220	***	par_38		0.876
	PE2	<---PE	0.917	.031	29.586	***	par_39		0.850
	CI1	<---CI	0.959	.032	30.294	***	par_40		0.870
	CI2	<---CI	0.916	.032	28.375	***	par_41		0.848
	CI3	<---CI	0.987	0.03	31.310	***	par_42		0.880
				2				
	CI4	<---CI	1.000						0.885
	*** shows significance level p<0.0010					

Table 6 .3d : Covariances & Correlations
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	Covariances

Table 6 .3e: Structural Model 3 (SM3)

 6 

	Regression Weights

Table 6 .3e: Structural Model 3 (SM3)

 6 

	Regression Weights

Table 6 .3f: Covariances & Correlations

 6 

	Covariances

Table 6 .4a: Interaction Model 1 (IM1)
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		Estimate	S.E.	C.R.	P	Label Regression Weights
	IWB <---DM	0.251	.033	7.708	***	par_19	0.372
	EWB <---DM	-0.073	.037	-1.986	.047	par_20	-0.124
	IWB <---IntMNS_POS	-0.051	.053	-.953	.341	par_21	-0.035
	EWB <---IntMNS_POS	0.076	.062	1.219	.223	par_22	0.060
	EWB <---PerOS	-0.102	.032	-3.175	.001	par_23	-0.193
	IWB <---PerOS	0.265	.028	9.310	***	par_24	0.438
	*** shows significance level p<0.001					
	6.4						

.2 : Interaction Model 2 (IM2)

  

Table 6 .4b: Interaction Model (IM2)
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		Estimate	S.E.	C.R.	P	Label Regression Weights
	IWBM <---PerOrgS	0.175	.029	6.001	***	par_19	0.305
	EWBM <---PerOrgS	-0.168	.037	-4.544	***	par_20	-0.318
	IWBM <---SWBHM	0.203	.037	5.547	***	par_21	0.321
	EWBM <---SWBHM	0.043	.046	.952	.341	par_22	0.075
	IWBM <---PBHM	0.250	.046	5.473	***	par_23	0.289
	EWBM <---PBHM	0.006	.057	.098	.922	par_24	0.007
	IWBM <---IntPOS_SWB	0.175	.061	2.858	.004	par_25	0.131
	EWBM <---IntPOS_SWB	-0.005	.078	-.069	.945	par_26	-0.004
	EWBM <---IntPOS_PB	-0.081	.072	-1.112	.266	par_27	-0.064
	IWBM <---IntPOS_PB	0.001	.057	.022	.982	par_28	0.310
	*** shows significance level p<0.001					

Table 6 .4c: Interaction Model 3
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		Estimate	S.E.	C.R.	P	Label Regression Weights
	IWB <---E	0.221	.032	6.845	***	par_15	0.237
	EWB <---E	-0.130	.049	-2.649	.008	par_16	-0.160
	IWB <---PSK	0.275	.031	9.000	***	par_17	0.305
	EWB <---PSK	0.000	.046	-.010	.992	par_18	-0.001
	IWB <---GR	0.257	.039	6.625	***	par_19	0.261
	EWB <---GR	-0.126	.059	-2.131	.033	par_20	-0.145
	IWB <---SMR	-0.158	.022	-7.304	***	par_21	-0.215
	EWB <---SMR	0.069	.033	2.090	.037	par_22	0.106
	IWB <---ZPOSM	0.311	.043	7.316	***	par_59	0.243
	EWB <---ZPOSM	-0.118	.065	-1.821	.069	par_60	-0.105
	IWB <---IntPOS_PS	0.003	.040	.085	.932	par_61	0.002
	EWB <---IntPOS_PS	0.024	.062	.379	.705	par_62	0.020
	IWB <---IntPOS_GR	-0.029	.045	-.635	.526	par_63	-0.021
	EWB <---IntPOS_GR	-0.053	.070	-.760	.447	par_64	-0.045
	IWB <---IntPOS_EI	0.065	.042	1.561	.119	par_65	0.048
	EWB <---IntPOS_EI	-0.037	.065	-.565	.572	par_66	-0.030
	EWB <---IntPOS_SM	-0.029	.055	-.524	.600	par_67	-0.025
	IWB <---IntPOS_SM	0.099	.036	2.769	.006	par_68	0.076
	*** shows significance level p<0.001					

Table 6 .4d: Summary of Hypotheses of the Thesis
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	Hypothesis

Table 6 : Abbreviations & Acronyms used in the Thesis Statistical Terms used in Thesis

 6 In the quantitative section, I have investigated the causal models to evaluate the effectiveness of set of factors on the individuals' intention of blowing the whistle internally and/or externally at individual level. Using Structural Equation Model (SEM) approach to test the conceptual frameworks, data collected from 467 participants have been analyzed. The findings have supported the causal relationships of types of mindset, stewardship behavior, and proactive behavior, traits of emotional intelligence, political skills, self-monitoring and grit to whistleblowing intention, with few exceptions. Qualitative data collection and analysis are the next phases in the explanatory sequential mixed methods design

	AGFI	Adjusted Goodness-of-Fit Index
	CFA	Confirmatory Factor Analysis
	CFI	Comparative Fit Index
	CMIN	Chi-square Minimum
	CR	Critical Ratio
	DF	Degree of Freedom
	FA	Factor Analysis
	GFI	Goodness-of-Fit Index
	MLE	Maximum Likelihood Estimation
	AVE	Average Value Explained
	NFI	Normed Fit Index
	PCLOSE	P of Close fit
	RMR	Root Mean square Residual
	RMSEA	Root-Mean-Square Error of Approximation
	SE	Standard Error
	R 2	Squared Multiple Correlations
	TLI	Tucker Lewis Index
		Terms used in Models
	MM	Measurement Model
	IM	Interaction Model
	SM	Structural Model
	SEM	Structural Equation Modelling
	IW/IWB	Internal Whistleblowing
	EW/EWB	External Whistleblowing
	POS/PerOS DM/DMS	Perceived Organizational Support Dweck's Mindset
	PB/PBH	Proactive Behavior
	SWB/SWBH	Stewardship Behavior
	GRT	Grit
	PS	Political Skills
	SM	Self-Monitoring
	EI	Emotional Intelligence
	IWBM	ZSCORES of Internal Whistleblowing
	EWBM	ZSCORES of External Whistleblowing
	PerOrgS/ZPOSM	ZSCORES of Perceived Organizational Support
	SWBHM	ZSCORES of Stewardship Behavior
	PBHM	ZSCORES of Proactive Behavior
	E	ZSCORES of Emotional Intelligence
	PSK	ZSCORES of Political Skills
	GR	ZSCORES of Grit
	SMR	ZSCORES of Self-Monitoring
	IntMNS_POS	Interaction term (product of Mindset and Perceived Organizational Support)
	IntPOS_SWB	Interaction term (product of Stewardship Behavior and Perceived Organizational
		Support)
	IntPOS_PB	Interaction term (product of Proactive Behavior and Perceived Organizational Support)
	IntPOS_PS	Interaction term (product of Political Skills and Perceived Organizational Support)
	IntPOS_GR	Interaction term (product of Grit and Perceived Organizational Support)
	IntPOS_EI	Interaction term (product of Emotional Intelligence and Perceived Organizational
		Support)
	IntPOS_SM	Interaction term (product of Self-Monitoring and Perceived Organizational Support)

Table 7 .1: Profile of Respondents of FGD
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	Focus Group 1			Focus Group 2		
	Assigned	Gender	Age	Assigned	Gender	Age
	Code			Code		
	P1	Female	22	P10	Female	23
	P2	Female	22	P11	Female	22
	P3	Male	23	P12	Female	22
	P4	Male	25	P13	Female	23
	P5	Female	31	P14	Female	25
	P6	Female	24	P15	Male	25
	P7	Male	23	P16	Male	28
	P8	Female	28	P17	Female	25
				P19	Female	28

Table 8 .1: Hypotheses of the Thesis
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	Whistleblowing Intentions: A		H1a: Types of individuals' mindset have effect on individuals' intention to
	Mindset Perspective (1 st Essay)	Dweck's	blow the whistle internally or externally on observing organizational wrongdoing.
		Mindset Types	H1b: Individuals with fixed mindset are less likely to blow the whistle
			internally or externally, on observing organizational wrongdoing.
			H1c: Individuals with growth mindset are more likely to blow the whistle
			internally or externally, on observing organizational wrongdoing.
	Whistleblowing Intentions: The	Stewardship	H2: Individuals with high Stewardship Behavior are more likely to blow
	effect of Stewardship Behavior	Behavior	the whistle internally and/or externally.
	&Proactive Behavior		
	(2 nd Essay)		
		Proactive	H3: Individuals with high Proactive Behavior are more likely to blow the
		Behavior	whistle internally or/and externally.
		Grit	H4: Individuals high on Grit are more likely to blow the whistle internally
			or/and externally.
	Whistleblowing Intentions:	Self-Monitoring	H5: Individuals high on Self-Monitoring are less likely to blow the whistle
	The Effect of Non-cognitive		internally or/and externally.
	Traits (3 rd Essay)		
		Political Skills	H6: Individuals high Political Skills are more likely to blow the whistle
			internally or/and externally.
		Emotional	H7: Employees with high Emotional Intelligence are more likely to blow
		Intelligence	the whistle internally or/and externally.

The Moderating Effect of Perceived Organizational Support on Three Models of the Thesis

  

	Perceived
	Organizational
	Support (POS)

  ). Extending this interpretation, if I observe some wrong doing, then it is my duty to inform the authority. If the senior management is involved and cannot address the wrong doing then I must report the wrong doing outside the organization to stop it. Interviewer: So what you think, how does the element of Mindset affect this whistleblowing intention? Can someone add something new to the phenomenon? P5: Sir, basically the decision that if you blow the whistle really depends on the type of Mindset that you have. The decision of blowing whistle depends on your past experiences and your perspective of the reality. P4: Sir, we have to observe if the employee is brave one and courageous enough that if he can decide what is right and what is wrong. And if he observes some wrong doing, does he have guts to inform the authority of the wrongdoing.

  These employees are indifferent to what happens around. They have this attitude that what can we do in this situation. Interview: It means that most of the people are not willing to accept this challenge or task. Ok. In your opinion, your political skills like networking skills to build social intelligence that is to get information about the organizations that what is going on in the organization, sometimes you 306 have and you show your sincerity towards your organization, sometimes you have your interpersonal influence between two people, sometimes you have a large social network. It means that you are well connected to the others around you. So what do you think that such people with better political skills, do they have more tendency to report the wrong doing?

  Interviewer: It means that you can take this as organizational support. P5: Yes sir. Interviewer: It means if the organization supports such things, organization has laws, rules and regulations to support whistleblowing. Ok, now tell me one more thing that what are the other personal characteristics of an individual that can make him blow the whistle? Regarding this question, what comes to your mind, you can tell, please. P2: The inner consciousness, the level of morality. Interviewer: Ok, the inner consciousness. And the level of morality can be among other factors. P5: Sir, whistleblowing can be unintentionally. If you are so much talkative, then unintentionally you blow the whistle. P7: Whistle blowing can be an outcome of self-actualization.

[START_REF] Duckworth | Grit: Perseverance and passion for long-term goals[END_REF] Duckworth & Quinn, 2009;[START_REF] Perkins-Gough | The significance of grit: A conversation with Angela Lee Duckworth[END_REF][START_REF] Galton | Hereditary genius: An inquiry into its laws and consequences[END_REF][START_REF] Eskreis-Winkler | The grit effect:Predicting retention in the military, the workplace, school and marriage[END_REF] Credé, Tynan, & Harms, 2017 etc. 

[START_REF] Mayer | What is emotional intelligence[END_REF][START_REF] Petrides | Ability and trait emotional intelligence[END_REF][START_REF] Petrides | On the dimensional structure of emotional intelligence[END_REF][START_REF] Siegling | Measures of ability and trait emotional intelligence[END_REF] Wong & Law, 2002 etc. 

Figure 6.2a: Measurement Model 2 (MM2)

Figure 6.2b: Structural Model 2 (SM2)

Figure 6.3a: Measurement Model 3 (MM3)

Figure 6.3b: Structural Model 3 (SM3)

[START_REF] Near | Organizational dissidence: The case of whistle-blowing[END_REF][START_REF] Near | Whistle-blowing: Myth and reality[END_REF] Mesmer-Magnus & Viswesvaran, 2005 Supported 
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Appendix

In this chapter, a comprehensive literature review of all the variables of the thesis has been presented in three sections for the convenience purpose (Please see Table 2.10). The first section covers the literature review of the dependent variable (whistleblowing intentions), the moderator (perceived organizational support) and the mindset types (predictor variable of essay one). Section 2 deals with the predictor variables of the essay two-Stewardship Behavior and Proactive Behavior. The third section covers the literature review of the predictor variables of the essay three-the non-cognitive traits like grit, self-monitoring, political skills and emotional intelligence. Chapter 2 summarizes the main areas of interest related to each variable in terms of the definition, origin or history, antecedents, consequences, implications etc. The next chapter deals with the theoretical and conceptual models of the thesis.

Summary of chapter 4: Research Methodology of the Thesis

This chapter deals with the research methodology applied to test the hypotheses of the three essays of the thesis. This chapter starts with explaining the research plan of the thesis. Then, research philosophy (pragmatism) of the thesis has been explained in this chapter 4. Pragmatism is the research philosophy of the thesis, which has been explained in terms of its ontological, epistemological, axiological, rhetorical and methodological assumptions. Research approach, research strategy and methodological choice are the next topics of the chapter 4. Time horizon shows that the data are cross sectional. Unit of analysis, research site, sample size have been discussed in the data collection approach, which is followed by the measurements of the constructs of the study. This chapter ends up with explaining briefly the data collection technique-quantitative and qualitative-for the thesis.

An explanatory sequential research design has been applied for the thesis. This contains two phases. The first quantitative phase (quantitative data collection and analysis-chapters 5 and 6) has been followed by second qualitative phase (qualitative data collection and analysis-chapter 7).

5.6: Appropriateness of Data Adequacy

Kaiser-Meyer-Olkin (KMO) Test is a measure of how suited the data is for Factor Analysis. The test measures sampling adequacy for each variable in the model and for the complete model. The statistic is a measure of the proportion of variance among variables that might be common variance.

The lower the proportion, the more suited the data is to Factor Analysis. See Table 5.12 for interpretation of values of KMO. Bartlett's test of sphericity tests the hypothesis that the correlation matrix is an identity matrix, which would indicate that the variables are unrelated and therefore unsuitable for structure detection. Small values (less than 0.05) of the significance level indicate that a factor analysis may be useful with the data set. Table 5.13 shows that values of KMO for three models are more than 0.90 (i.e. marvelous) and Barlett's tests show appropriateness of data adequacy by showing significance (sig) value 0.000 for Model1, Model 2 and Model 3. 

Summary of the Chapter 5: Quantitative Data Analysis

This chapter primarily describes preliminary findings of the models of the thesis by using the statistic soft wares (SPSS and AMOS 22) for the analysis of quantitative data of the thesis. This chapter shows how quantitative collected data have been handled and entered.

The main research question of the thesis is to examine what are the significant factors at individual level that can affect the whistleblowing intentions. This main research question has been dealt using three perspectives in three essays-the mindset perspective, the behavioral perspective and the non-cognitive traits perspective. As Structural Modelling Equation (SEM) is like multiple regressions techniques, therefore, the assumptions of SEM have been studied to ensure that these assumptions must be met to carry on further analysis. The preliminary data analysis shows results for demographics, multicollinearity, normal distribution, skewness and kurtosis, adequacy of sample size, homoscedasticity etc. common method bias has also been examined for three models of the study. The findings of these preliminary analyses show that quantitative data are qualified for hypotheses testing. Therefore, in the next chapter, data analyses have been conducted to test the hypotheses of the three essays of the thesis.

Chapter 6: Results of Quantitative Data Analyses

An Overview

In the previous chapter, the statistical inferences of preliminary analysis using SPSS and AMOS have been discussed regarding to previous literature. The assumptions for SEM, demographic description, validity and reliability criteria of the data and adequacy of sample size and criteria for model fit for SEM have been discussed. The statistical results of all these tests show that the items (questions) of each construct (variable) are valid enough to serve the purpose of what is being asked. The sample size is adequate and the data collected meet all the criteria needed to proceed with the models of the thesis.

Before proceeding further, it is important to know the reasons for which I have preferred using SEM for the thesis. The behavioral and psychological constructs having complex inter-relationships between the variables have widely been used in social research using SEM technique.

In chapter 6, the results of the hypotheses for the three models of the study are reported, in the form of measurement models, structural models and interaction models in section 6.1, 6.2, 6.3 and 6.4 for three models of the study. In each essay, to test the hypotheses, there are two models-Measurement Model (MM) and Structural Model (SM). The moderation effect of perceived organizational support (Interaction Model-IM) on all the variables of the thesis has been studied

and presented in the fourth section. [START_REF] Hair | Multivariate data analysis: International version[END_REF]. In this phase, first the model fit would be assessed to proceed further with the causal model. In the step followed, it is important to examine the coefficients estimates for testing the hypotheses. A statistically significant correlation exists between the endogenous and exogenous variables, if the standardized path coefficient has acceptable C.R values (t-values) (> 1.96) [START_REF] Byrne | Structural equation modeling with AMOS, EQS, and LISREL: Comparative approaches to testing for the factorial validity of a measuring instrument[END_REF][START_REF] Hair | Multivariate data analysis: International version[END_REF]. The acceptable threshold value for AVE (Average Variance Extracted) is above 0.5 [START_REF] Fornell | Evaluating structural equation models with unobservable variables and measurement error[END_REF]. When the value of AVE exceeds 0.5, it signifies that the latent construct explains more construct related variance than the variance explained by the error ( [START_REF] Fornell | Evaluating structural equation models with unobservable variables and measurement error[END_REF]. The values of R² and the standardized weights in AMOS show the amount of variance in the dependent 6.3: Section 3-Model 3

Global approach applied to all models

6.3.1: CFA for Measurement Model 3 (MM3)

All the independent variables to test the conceptual framework of this model are second order variables. The details of subscales and number of items for each subscales have been tabulated in Table 6.3a. To validate the factor structure of the variables in the model 3, CFA has been applied using AMOS 22, using MLE method (Figure 6.3a). Model 3 of the study contains emotional intelligence (EI), grit (GRT), self-monitoring (SM) and political skill (PS) as the exogenous (predictor) variables. While perceived organizational support (POS) is the moderator variable and internal (IWB) and external whistleblowing intention (EWB) are the outcome variables (Figure). Model 3 contains seven-factor reflective constructs.

Summary of the Chapter 6

There seems a plenty of models in this chapter, but these models have moved progressively Similarly, only two hypotheses have been supported in interaction models. The hypotheses proposing the interaction effect of POS have not mainly been supported in the quantitative phase.

Investigating the results of interaction effects provokes curiosity to know the factors, other than the proposed model, that do not support these hypotheses. Therefore, to expand the horizon of the current study (whistleblowing), the next phase is qualitative research approach. The qualitative design using explanatory sequential approach would allow to bring out the blind spots that have not been explained by the quantitative analysis. Therefore, the qualitative data collection and analysis using thematic analysis would help highlighting the underlying reasons for quantitative results. Thus, the next chapter deals with the qualitative data collection and analysis.

valuable dimension to data analysis.

7.2.1: Data Analysis Approach

Research contends that a mixture of approaches can be adopted for the analysis of qualitative data [START_REF] Green | Qualitative Methods in Health Research[END_REF]. Unlike quantitative analysis, qualitative analysis can be considered as a continuum of analysis and data analysis occurs concurrently with data collection [START_REF] Krueger | Focus Groups: A Practical Guide for Applied Research[END_REF]. Qualitative analysis can be carried out using thematic analysis, which is an iterative process and facilitates themes to develop both from the research questions and from the narratives of respondents. It records, identifies and reports themes (patterns) from the data and interprets data from various aspects [START_REF] Boyatzis | Transforming qualitative information: Thematic analysis and code development[END_REF]. Therefore, following [START_REF] Miles | Qualitative data analysis: An expanded sourcebook[END_REF], narrative

analysis technique has helped in identifying the repeated patterns and themes and similarities and differences among them. Figure 7.1 summarizes the six phases of thematic analysis. In the familiarisation phase, the major themes begin to emerge. It requires intensive reading on the part of researchers to identify all related ideas in the data set. Reading and re-reading the data enable the researchers to know the content of data inside-out. The next phase is coding the data systematically to get potential meaningful concepts from the data. Generating initial codes captures both semantic codes (surface meanings) and latent codes (hidden meanings). This phase helps compiling list of codes and collating data relevant to each code. The phase searching for themes involves identifying the potential themes to elaborate the research question for further analysis [START_REF] Clarke | Thematic analysis. Qualitative psychology: A practical guide to research methods[END_REF]. It examines the extensive patterns of connotation within the coded data. Similar codes can be clustered together to make a potential theme [START_REF] Charmaz | Constructing grounded theory: A practical guide through qualitative analysis[END_REF]. A good theme should be distinctive. Many themes having some relationship can come together to

Summary of the Chapter 7

This chapter basically deals with qualitative data collection and data analysis. In the explanatory sequential research design of the thesis, the quantitative method has been followed by the subsequent phase of qualitative method. This chapter shows that how qualitative data have been collected from two focus group discussions (FGDs). The raw information contained in the FGDs have been thematically analyzed. The themes and concepts in first order have been condensed to second order, which finally distil into aggregate dimensions in the data structure. In the next chapter, the findings from quantitative and qualitative data analyses would be integrated and would be discussed vis-àvis the predicted hypotheses of the thesis.

Chapter 8: Integration of Results from Quantitative and Qualitative Data Analysis at Discussion level

An Overview

Whistleblowing has been documented as both a corrective and a preventive measure in organization. Despite the provision of protections to whistle blowers in many countries by laws, mostly employees prefer not to engage in whistle blowing behavior, mainly owing to the element of retaliations. However, examples from corporate frauds draw our attention to the need to understand the reasons in terms of individual characteristics that prompt employees to report the wrongdoing. Therefore, this study is primarily motivated by the desire to know better the characteristics at an individual level that may urge an employee to blow the whistle. The objective of this study is to present an integrated predictive framework to better understand what kind of characteristics are observed on the potential whistle blowers in an organization. To achieve this goal, a mixed method research approach has been adopted for the three essays of this study.

Through an original explanatory sequential research design (Creswell & Plano Clark, 2017), I have investigated the potential predictors of internal and external whistleblowing intentions of an individual first through quantitative approach, which is followed by qualitative phase. The results from quantitative survey data show the relationships between predictor and outcome variables of the study. While Focus Group Discussions (FGDs) in qualitative phase has facilitated to understand better the phenomena related to internal and external whistle blowing. It has also explained and thus clarified the ambiguity about some findings of results of quantitative phase.

In this chapter, the results obtained through quantitative as well as qualitative data analyses [START_REF] Barnett | A preliminary investigation of the relationship between selected organizational characteristics and external whistleblowing by employees[END_REF][START_REF] Somers | Organizational commitment and whistle-blowing: A test of the reformer and the organization man hypotheses[END_REF][START_REF] Miceli | Blowing the whistle: The organizational and legal implications for companies and employees[END_REF]Callahan et al., 2002;Chung et al., 2004 Supported Reasons for External Whistleblowing [START_REF] Miceli | Who blows the whistle and why[END_REF][START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF][START_REF] Miceli | Individual and situational correlates of whistleblowing[END_REF] enhance the perception of personal responsibility among employees to work for the betterment of organizations and their fellows (stewardship behavior) by raising voice and taking initiative to improve the wrongdoing (proactive behavior). These programs should educate and train the employees to show resilience in the face of failures and setbacks (growth mindset) and to pursue their goals with perseverance and consistency (grit).

Supportive whistleblowing dogmas ensure more whistleblowing behavior among employees (Barnett et al., 1993). These practices can encourage whistleblowing in the organizations. Managers should take measures to institutionalize these behaviors and practices among their employees to create a proactive organizational climate to curb the vices of corporate wrongdoings eroding their roots. Similarly, research posits that organizational support can prompt employees to disclose wrongdoing internally [START_REF] Mesmer-Magnus | Whistleblowing in organizations: An examination of correlates of whistleblowing intentions, actions, and retaliation[END_REF]. Therefore, it is vital for organizations to educate and socialize their employees on internal whistleblowing channels and processes to eradicate or minimize the corporate wrongdoings (Near & Miceli, 2008).

The practical implications for policy makers and managers also lie in the fact that focus 

Appendix B Section 1 -Biographic Details

Please indicate your response by marking the appropriate number. Whistleblowing is defined as "the disclosure by organization members (former or current) of illegal, immoral, or illegitimate practices under the control of their employers, to persons or organizations that may be able to effect action" (Near and Miceli 1985, 4) The organization would ignore any complaint from me. 4

The organization really cares about my well-being.

5

Even if I did the best job possible, the organization would fail to notice. 6

The organization cares about my general satisfaction at work. 7

The organization shows very little concern for me.

8

The organization takes pride in my accomplishments at work.

Dweck's Mindsets

No open-ended and pre-planned questions and will be audio-taped. The audiotapes and transcripts will be managed securely and confidentially. This will take 40-50 minutes.

The discussion held during focus group will be transcribed and assessed analytically to have qualitative insight on the constructs of the study for triangulation purpose. The focus group participants will be coded to preserve confidentiality. Discussion extracts will be used in the report making sure that no information or any subsequent publication will disclose the individual identity. The focus group analysis can be used for journal publication or conference presentation in future.

I, ____________________________________________________ [please full name]

have read and understood the information provided about the process and intent of the research and agree to participate voluntarily in focus group discussion. I give permission for my interview to be audio-taped and for publication of the results, edited for confidentiality. 

________________________

Appendix E Transcription of Focus Group Discussion 1 (FGD 1)

Interviewer: Let's begin. First of all you should read and fill in the consent letter. In this consent letter, we have sought your permission to conduct this Focus Group discussion. Information about the participants will not be disclosed. We reassure participants of their anonymity. On the basis of this Focus Group discussion, we will later on produce publications and this discussion will be used for research purpose only.

After you people have completed your consent letter, let's start. All the participants have been assigned a specific code like P1, P2 and so on. The participants should remember their code. Each participant should mention the code before participating in the discussion. It means, each participant who wants to answer the question should first mention the assigned code and then he/she should speak. Some instructions are given on the letter. It means that here, I will conduct an open ended interview. I will ask you some questions. The participants will share their ideas and views. It is requested that participant should give their honest opinion about the questions asked. For this reason we have selected the students as the participants and the respondents for this focus group, not the real professionals. We have not selected the real employees working in an organization as Focus Group participants for the reason, as they are reluctant to express their true opinion.

Here, we are getting virtual reality about the phenomenon under discussion. Because, you people can share your opinion honestly and frankly without any professional concerns.

Ok. Now let's start. There is a phenomenon whistleblowing. Whistleblowing in an organization is the disclosure of organizational wrongdoing in any form. Organizational wrongdoings are some illegal, immoral or illegitimate practices in an organization. A whistleblower is a person who on observing some organizational wrongdoing would inform the authority in the organization or some external source like some agencies, some non-governmental organizations, and some governmental organizations like State Bank or even they inform their bosses or some other shareholders about the organizational wrong doing. This is the topic of our Focus Group discussion. We will ask you questions about this phenomenon. My first question is if you observe some wrong doing in your organization, would you report it? Would you blow the whistle? All participants: yes of course we will. Interviewer: Ok, P3 will you blow the whistle? P3: Yes of course I will. Interviewer: Okay and why? P3: I think, it is my ethical responsibility to disclose such an information to the adequate authority.

Interviewer: You can even give your responses in your national language (Urdu), because later on a translator will translate this interview into English and then the interview will be transcribed. Therefore, you participants can share your opinion even in your national language. Please put the recorder in the center for better recording. But make sure to speak clearly and slowly thank you. P3: Sir, in my opinion, it is my ethical responsibility that if someone is hurting someone else's interest, then it becomes necessary that we should inform that organization or the person in time, so that the organization or that person may take necessary measures to avoid the harms caused by that organizational wrong doing in time. Interviewer: Ok. Anybody else? P6: Sir, I think whistleblowing is an ethical responsibility. Because the wrongdoings in the organization are affecting the organization quite adversely. Organizational wrongdoing not only harms the organization, but also effects the employees working in there. Interviewer: It means that an organization can have material losses like financial losses, if the information about the wrongdoing is being hidden from the authority. P1: Yes we should definitely inform the organizational authority of the wrong doing within the organization. Because somehow if the information or the news about the wrong doing gets leaked, it results into bad words of the mouth. This can harm the reputation of the organization. Therefore, it is better to report and correct the wrong doing within the organization. Interviewer: Ok, now P2. P2: I think it is better to approach the higher authority to report the wrongdoing. Otherwise there are chances that within that organization, it is highly likely that a dissonance will be created that would affect the organization adversely. Interviewer: You mean organization would get politicized. Yes, P4? P4: If we do not report wrongdoing within the organization, then there are chances that the information about this wrongdoing will go into the market, this can in turn benefit the competitors of the organization. Competitors can use this information for their benefits against that organization. Interviewer: Ok now P7. P7: Sir, the leakage of this organizational wrongdoing in the market can adversely affect the resources of HR and materials, products and services and reputation of the organization. As a result the organization will not be in a position to achieve its organizational goals/objectives. Interviewer: Yes P5? P5: Sir, there exists a great threat of exploitation in the market. Once leaked, information can be misused against organization. Therefore, definitely it is necessary that the upper authority should be informed of the organizational wrongdoing in some confined environment (in private), if open reporting is not even possible.

Interviewer: So all of you, all the participants of the Focus Group agree that when they would observe some wrong doing in the organization, they would inform the higher authority. It means they will blow the whistle. Is this the consensus? All participants: agreed. Interviewer: It means that we should not expose the wrong doing outside the organization. Rather first we should try our best to solve the issue within the organization. It means that the vital stakeholders outside the organization should not be informed of this wrongdoing. Rather there should be a deal or a solution within the organization. And if we cannot solve the issue within the organization, then we should take the matter outside organization. P5: Sir, I think we should inform the boss immediately. If the Boss or the senior management is involved in the wrong doing then, we should go and inform their higher authority within confined environment and we should have trust in them.

Interviewer: It means that authority exercising power on you should be informed. And in case if that power authority is involved in the wrong doing, then the power authority above those must be informed in the hierarchy as per process. P1: If the issue is not of the serious nature and can be resolved with negotiation, then there is no need to confront the authority. But when you see that the issue cannot be resolved with negotiation then we can report it to the higher authority in the hierarchy. Interviewer: Ok. P6: Sir, I think we should highlight and convey the issue to higher authority in time. In case, later on they may blame us that we might have timely informed them of the situation. The authority may make us accountable for not informing them about the issue from the day one. Interviewer: Ok. Now P8, would you report the wrong doing in the organization? P8: Yes Sir, I would report the wrong doing to the immediate boss so that the aftermaths and the adverse effects of that problem can be reversed.

Interviewer: Tell me one thing that if in your organization, the most senior management is involved in some wrong doing, as it is possible in organization, what will be the conditions or the situations that will make you report the wrong doing not only within your organization, but also outside the organization? P7: If they target the country or harming the country.

Interviewer: If they are targeting your country or if the level of the harms by the wrongdoing affecting the organization itself adversely are too high, then you think that you will report the wrongdoing not only within the organization, but also to the authority outside the organization.

Ok, can there be some other reasons to report the wrongdoing outside the organization as well? P3: Sir, I think there can be one other reason. Normally, it happens in the big organizations that these organizations hide or do not pay a major portion of their taxes. They steal their taxes. This affects the government and the country quite adversely and immensely. As a result the country cannot meet its target of tax collection. Interviewer: Ok. P4: If the organizations are not making, environment friendly products which can affect this society as well.

Interviewer: Ok from your discussion it can be concluded that if the wrong doing is affecting the environment or the organization at large scale, then it must also be reported outside the organization to revert that wrongdoing. But here I would like to ask you that what are the conditions that are necessary for internal reporting of the wrong doing? P5: Sir, sometimes the employees of the organizations are harmed and get on stake. If, as a result of organizational wrongdoing, the interests of employees are on stake on a large scale, then it is better to report it outside the organization as well to protect the employees from the harm. Interviewer: OK. Now P6, can you please share your idea when do you think you should report the wrong doing outside the organization? Especially when the people inside the organization are involved in the wrong doing what you think what you prefer to do? P1: In case, I find wrongdoing completely embedded in the organization then I would prefer to switch to some other organization. I would not report the wrong doing outside the organization but would leave it. P2: Sir, sometimes it happens that some relatives or some family friends want to join the organization, where we are working. They too want to be the part of that organization as employees. In this situation, it becomes our responsibility that we should inform them of the pros and cons of working in that organization. This may be one way of exposing the internal issues outside the organization. Therefore wrong doing can easily become words of mouth. P8: Sir, if senior management is also involved in wrongdoing then we should inform the government or some related authority outside the organization. So that we can solve the issue. We should involve government or others only, if the top management is not responding to internal reporting. Interviewer: Ok. P6: If top management is also involved then no one will listen to the complaints and reporting of the employees inside the organization. The only obvious way to solve this is to report outside. Interviewer: So then you will go outside and approach social media. P6: I would preferably approach government to take action. Interviewer: Ok, now if you observe the wrong doing would you let it go. Suppose, you are getting some favors of the situation, therefore, you would not take action. Do you think that this tendency starts growing in the employees to get some personal benefits from the situation of wrongdoing in the organization? This means that an employee thinks if I am getting some benefits out of this situation, then there is no need to raise the voice against the wrong doing. What is your opinion? Yes please. P5: Yes sir, it has been observed in the organizations, that some employees start getting some favors or incentives in such situation. So many employees prefer to cut themselves off from the situation and need not to speak against the wrong doing in the organization. Interviewer: Therefore, when you blow the whistle it means that if you were emotionally strong previously, then you will be emotionally strong too after blowing whistle. P4: Yes sir, emotions do have relationship with the intention of blowing the whistle. Let's suppose a situation that there is an employee who wants to break some news or the information. But he cannot do so because of the privileges, incentives and perks he is receiving. This conflict would damage him internally. A conflict would start inside him, that if he should go for his personal benefits and interests or he should move towards the welfare of organization or the society in large. This inner conflict affects his job performance adversely and he could not perform well. He wants to report the wrong doing but he cannot do so for the fear of loss of privileges and perks. Interviewer: Don't you people think that a person who cannot regulate his emotions and feelings internally, who gets angry very quickly and intensely and his anger spirals out of control, what do you think he would be a kind of whistleblower? Or the other person who is calm and can regulate his emotions? P: Yes of course, a person who is calm, composed and patient can be a more potential whistleblower. A person who can explain his opinion and view point more explicitly, and who can control and regulate his emotions is definitely a person who can report wrongdoings in the organization in a better way. Because he has control over his emotions. Interviewer: Yes anybody else? P1: Persons who cannot control and regulate their emotions, who burst into anger immediately, I think whenever they will confront a situation or some practices that can cause harms to them, they will stop those practices or the situation on the spot. In their anger, they disclose everything. While, those people who can regulate and control their emotions, they can respond to the wrong practices in a more prudent and composed way.

Interviewer: Anyone else? The next will be the last question. P7: I think a person who can compose and regulate his emotions, if he blows the whistle, he would blow the whistle quite effectively, and the consequences of his whistleblowing will be more farreaching. On the other hand, a person who is rash in his actions and cannot control his emotions, if that person blows the whistle, he won't be able to get the desired and effective results. Interviewer: It means that a person who acts without proper thinking, if this kind of person would blow the whistle, he would easily revert back from his stance. P7: I think this kind of person would not blow to whistle. Interviewer: Ok this kind of people would not blow the whistle. Let's go ahead. Ok, do you have this in your mind that the employees can sometimes get the support from the organization? They think that like other people in the organization, or some shareholders, or some stakeholders would support them, then do you think that the chances or the possibility of whistleblowing would increase in that organization? P8: Yes sir, there would be more chances in such environment.

Good. Anyone else. You people have mentioned morality, the level of self-actualization, the inner consciousness as some other factors, which can be responsible for the intention of blowing the whistle. Anything else? P5: I think, it is possible that if an employee feels that he has been the target of that specific wrong practices, then he would report to the higher authority. P3: So, there are some laws in the country like taxation laws, which even the legislative authorities and the SECP (Securities & Exchange Commission of Pakistan) promote that if someone blows the whistle regarding financial issues like payment of taxes. Interviewer: It means if the legal structure supports whistleblowing. P3: If these laws are not being followed, a person who inform the authorities of the wrong practices would get incentives. Interviewer: Ok. Yes please? P8: Attachment and the commitment towards the organization also matter.

Interviewer: Yes, it means that the level of commitment towards organization also matters. Ok. Any other thing? Don't you think that the element of bravery also matter? P4: Sir, I think if the organization wrongdoing is against the security of the country then, patriotism can be another factor that can urge a patriotic to blow the whistle. Interviewer: Ok. Thank you very much all of you for your participation and for your time.