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This study aims to examine and analyze the influence of organizational 

culture and ethical orientation on professional commitment and 

whistleblowers. This study also examined and analyzed the mediating 

effects of professional commitment and whistleblowers in the 

relationship of the influence of organizational culture and ethical 

orientation on auditor performance. This study uses a survey method 

with data collection techniques using a questionnaire. The research data 

were analyzed using the method of structural equation modeling 

(SEM). The sample used was 76 auditors selected based on certain 

criteria (purposive sampling). This study provides results that (1) 

organizational culture influences professional commitment; (2) 

organizational culture influences auditor performance through 

professional commitment; (3) ethical orientation influences 

professional commitment; (4) ethical orientation influences auditor 

performance through professional commitment; (5) organizational 

culture influences the whistleblower; (6) organizational culture 

influences auditor performance through a whistleblower; (7) ethical 

orientation does not affect the whistlebower; (8) ethical orientation 

does not affect the auditor's performance through a whistleblower; (9) 

professional commitment influences auditor performance; (10) 

whistleblowers influence auditor performance. The implications of this 

research are that this research is expected by government organizations, 

in this case internal government auditors, to pay more attention to 

increasing the auditor's professional commitment and increasing the 

system of openness in the organization to encourage auditors to become 

whistleblowers. Increasing professional commitment and becoming a 

whistleblower are expected to further improve auditor performance. 

 
                 Copy Right, IJAR, 2018,. All rights reserved. 

…………………………………………………………………………………………………….... 

Introduction:- 
As time goes on, accountability for the performance of a government-owned institution is very important. Every 

agency that manages funds that protect the lives of many people can provide accountability for its management. A 

fact quote from the international survey institute said that, Indonesia in 2017 was ranked 96 out of 180 surveyed 

countries on the Corruption Perception Index (CPI) with a score of 37 out of 100, while in 2014 was ranked 107 out 

of 175 surveyed countries on the Corruption Perceptions Index (CPI) with a score 34 out of 100, (Transparency 
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International, 2017). The results were issued by an international non-government organization that ranked corruption 

with countries as a barometer of global corruption and corruption perception index. Based on this information, we 

can see that Indonesia has gained a position that has continued to increase over the past four years. This ranking 

increase is not something to be proud of. The practice of corrupt state administration will certainly have a negative 

impact on people's welfare and development in Indonesia. 

 

This cannot be separated from the role of an internal auditor. Internal inspection is a critical activity and requires 

disclosure that may be a threat to the party being examined. An auditor's credibility and independence is at stake 

when examining a financial statement or the operational performance of an organization. The auditor is expected to 

be able to assess fairness and help by revealing the findings of the organization's good and bad for the continuity of 

the organization. 

 

Kalbers and Forgatty (1995) suggest that auditor performance is an evaluation of work performed by superiors, 

coworkers, themselves, and direct subordinates. In measuring auditor performance, according to Larkin (1990) there 

are four dimensions of personality, namely: 1) Ability (ability), namely the ability of someone in completing work. 

This is influenced by the level of education, work experience, occupation and age. 2) Professional Commitment, 

namely the level of individual loyalty to the profession. 3) Motivation, which is a condition in a person who 

encourages the individual's desire to carry out certain activities to achieve a goal. 4) Job Satisfaction, which is the 

level of individual satisfaction with its position in the organization. Based on some of the above meanings, it can be 

concluded that auditor performance is a work that is achieved by an auditor in carrying out the tasks assigned to him 

based on weakness, experience, and the accuracy of time measured by considering quantity, quality, and time. 

 

Theory of Planned Behavior states that one of its determinants, which is related to one's basic attitude, is called 

attitude toward the behavior (a person's attitude towards behavior). An example is a person's attitude towards 

intuition, towards another person, or to an object. In this case, the auditor's attitude towards the environment in 

which he works (office), to his supervisor or to an explanation from his client and of course on giving his opinion on 

the financial statements. Organizational commitment shows the existence of a power from someone in identifying 

their involvement in a part of the organization (Mowday, et. Al, 1992). 

 

Aranya et al. (1981) argue that higher professional commitment must be reflected in a stronger sensitivity to 

problems regarding professional ethics. This also arises based on one's consideration of what he thinks is good and 

right. A strong work professional commitment is usually found in someone who has a long working period, those 

who have achieved success with the organization concerned, and they have a high professional commitment to the 

work and the work organization as a logical consequence. Commitment to work professionals cannot be separated 

from the form of the relationship between the employee and the work or profession where the employee works. 

Commitment is defined by Suharyanto and Tata Iryanto (1996: 235) as an agreement to do something. Although 

there is a word "agreement" commitment tends to have the meaning of making an agreement with yourself. 

Although there is a word "agreement" commitment tends to have the meaning of making an agreement with 

yourself. If someone in making a decision is accompanied by professional commitment, then of course he will strive 

and strive to live the decision as well as possible, be serious and responsible (Febrianty, 2012). 

 

A person's commitment will be built up over time and the organizational culture that shelves it. Every organization 

has a characteristic that distinguishes it from other organizations, this characteristic becomes the identity of the 

organization. This characteristic is called organizational culture. Organizational culture refers to a unique 

relationship of norms, values, beliefs, and ways of behaving that characterize how groups or individuals solve 

things. Organizational culture contains values that must be understood, imbued, practiced together by all individuals 

or groups involved in them. Culture relates to how organizations build commitment to realize a vision, win 

customers or stakeholders, win competition, and build organizational strength. According to Huntington, culture 

determines the progress of every organization, no matter what type of organization it is. (Zebua, 2009) 

 

Professional ethics research (accountants) in Indonesia has been carried out. However, this study is still limited to 

the cognitive aspects of accountants (specifically the relation to ethical decision making). The American Heritage 

Directory states ethics as a rule or standard that determines the behavior of members of a profession. Agus (2014) 

states that to understand ethics needs to be distinguished from morality. Morality is a system of values about how 

someone must live as a human. This value system is contained in the teachings; morality gives humans rules or 
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concrete instructions on how to live, how to act in this life. As a good human being and how to avoid bad behavior. 

On the one hand ethics speak of moral values and norms that determine human behavior in his life. 

 

Weak integrity is one factor that drives corruption by regional heads. In addition to of course the weaknesses in the 

supervision system in the process of procurement of goods and services in the area. This also made many regional 

heads not deterred even though many regional heads were arrested by the KPK. Structural strengthening of the 

Government Internal Supervisory Apparatus (APIP) is increasingly urgent. Currently APIP is only a paper tiger. It is 

very difficult for auditors and employees of the Inspectorate who are appointed and dismissed by regional heads to 

supervise their superiors until sanctions are imposed. To that end, the KPK encourages improvements in regulations 

such as the Government's Internal Control System Bill. This has become a necessity to prevent regional head 

corruption from continuing. 

 

Regulation of the State Minister for Administrative Reform Number PER / 05 / M.PAN / 03/2008 contains general 

standards that must be adhered to by an internal auditor, that is, the auditor must be independent and objective in 

matters relating to the audit, must have expertise means that an auditor has knowledge , skills, and other 

competencies needed to carry out their responsibilities. An auditor must also have professional precision that is 

where an auditor must use due professional care carefully and carefully or often referred to professional and careful 

proficiency in each assignment and compliance with the code of ethics. 

 

Some issues say that the regional inspectorate does not work according to its role, because it is at one level with the 

Regional Work Unit (SKPD) and other agencies, and the position of regional inspectorates under the Regional Head 

has made its independence doubtful. This is because, when supervision is under the responsibility of the Regional 

Head, supervision of the performance of the regional government will never be considered objective. The 

Inspectorate in carrying out its duties is expected to maintain an independent and objective judgment. Independent 

means having a neutral and unbiased attitude and avoiding conflicts of interest both in planning, implementing and 

reporting on the work done. 

 

Regulations concerning whistleblowing in Indonesia have been regulated in Law Number 13 of 2006 concerning 

Witness and Victim Protection and Supreme Court Circular Letter Number 4 of 2011 concerning Treatment of 

whistleblowers and Acting Witnesses who Cooperate (Witness and Victim Protection Agency , 2011). However, the 

application of these rules is not optimal without a good whistleblowing system. Septiyanti (2013) explains that an 

effective, transparent and responsible whistleblowing system is expected to overcome employee reluctance to report 

suspected violations and is expected to increase employee participation in reporting suspected violations. 

 

Mulyadi (2015) conducted a normative study, reviewing legislation concerning legal protection against 

whistleblowers and justice collaborators in criminal acts of corruption. This research shows that inadequate legal 

protection received by the Whistleblower or Justice Collaborator in the Corruption Act because of legal protection to 

the Justice Collaborator and Whistleblower is carried out when carrying out community participation to help prevent 

and eradicate corruption in addition to the concept of legal policy crimes against the Whistleblower and Justice 

Collaborator in future corruption are oriented to the dimensions of the concept of non-reasoning approaches which 

are restorative justice and legal protection approaches to those who work together then the imposition of criminal 

law with special conditional criminality, special remission and accelerated conditional release and several the 

protection model of the Whistleblower and Justice Collaborator. 

 

In carrying out the role of the audit, the auditor is responsible for planning and carrying out the audit in order to 

obtain sufficient confidence whether the financial statements are free of material misstatements. With the support of 

competencies and audit techniques as well as other competencies from the formal and informal levels of education 

and experience in audit practice, the auditor must be able to collect and evaluate the evidence used to support the 

given agreement. 

 

The internal auditors who are in the spotlight this time are internal government auditors. The Government Internal 

Auditor, better known as the Government Functional Supervision Apparatus (APFP) carried out by the Financial 

and Development Supervisory Agency (BPKP), Department of Inspectorate General / LPND, and Regional 

Supervisory Agency. Until now, not all APIP (Government Internal Supervisory Apparatus) have uniform standards, 

therefore this study uses the State Apparatus Empowerment Ministerial Regulation Number: PER / 05 / M.PAN / 

03/2008 dated March 31, 2008 concerning Apparatus Audit Standards Government Internal Supervision. In the 
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ministerial regulation the audit standard is the government internal control apparatus, covering standards related to 

organizational characteristics and individuals conducting audit activities. In the General Standards on expertise, 

broadly stated that the expertise of the examiner must have an educational background, technical competence, 

position certification and education and training. 

 

The educational background of an APIP has a minimum level of formal education (S1) or equivalent. APIP must 

have certain criteria in planning an audit, identify the auditor's professional needs and to develop audit techniques 

and methodologies to fit the situation and conditions faced by the unit served by APIP. An APIP is required to take 

position certification and continuing training education, among others, as follows: Examiners must have certification 

of functional auditor positions (JFA) and participate in continuing professional education and training (continuing 

professional education). The examiner is obliged to take education and training on the auditor's functional position 

in accordance with his level. 

 

Other cities and districts that stole the attention were Maros Regency, Gowa Regency and Takalar Regency. The 

Sindo.news.com website writes that these three districts each have different values. Maros Regency obtained a value 

of 37.29 with the title of C. Gowa Regency obtained a value of 61.16 with the predicate B, and Takalar District 

obtained a value of 55.28 with the predicate of CC. These three areas are the closest areas of the city of Makassar, 

known as the Mamminasata area. The four regencies / cities are metropolitan areas based on Presidential Regulation 

55 of 2011. Together with the issuance of the presidential regulation, the development and development of the four 

regions was highlighted by various parties. 

 

Seeing the above description, performance appraisal is very important, because performance appraisal is the work of 

internal auditors and is a key factor for developing an organization effectively and efficiently. Good performance 

will be achieved if each individual does his job well, in accordance with the responsibilities and regulations or 

standards that apply. Variables that are the main problems in this study are organizational culture, ethical 

orientation, professional commitment, whistleblower and auditor performance. The object of this research is the 

Inspectorate in Mamminasata. Objects are taken to see how the auditor's performance in the cities and districts in 

South Sulawesi. On the basis of this background, this research entitled "Analysis of Auditor Performance through 

Professional Commitments and Whistleblowers".  

 

Literature Riview  

Goal Setting Theory 

This study uses the Goal-Setting Theory proposed by Locke (1968) as the main theory (grand theory). Goal-Setting 

Theory is one form of motivation theory. Goal-Setting Theory emphasizes the importance of the relationship 

between the goals set and the performance produced. The basic concept is someone who is able to understand the 

goals expected by the organization, so that understanding will affect his work behavior. Goal-Setting Theory implies 

that an individual is committed to the goal (Robbins, 2008). If an individual is committed to achieving his goals, 

then that commitment will affect his actions and affect the consequences of his performance. Achievement of the 

goals (objectives) that are set can be seen as the goals / level of performance that the individual wants to achieve. 

Overall, intention in relation to the goals set, is a strong motivation in realizing its performance. Individuals must 

have the skills, have goals and receive feedback to assess their performance. Achievement of goals (objectives) has 

an influence on employee behavior and performance in organizations (Locke and Latham in Lunenburg, 2011). 

 

Theory of Prososial Behavior 

Prosocial behavior theory was developed by Eisenberg in 1979. This theory says that, prosocial behavior refers to 

actions on behalf of other people involving net costs for actors. These actions include sharing, entertaining or 

helping other people in trouble, and making contributions to someone in need. Prosocial moral reasoning involves 

reasoning about actions in which individuals must choose between satisfying their wants and needs or others, in a 

context where law, punishment, authority, formal obligations, and other external criteria are irrelevant or not 

emphasized (Eisenberg-Berg & Hand, 1979). 

 

Sears (1991: 47) explains that behavior is basically goal oriented in other words; our behavior is generally motivated 

by a desire to achieve certain goals. The specific purpose is not always known consciously by the individual. The 

basic unit of behavior is an activity; in fact we can state that behavior is a series of activities. Prosocial behavior is a 

part of daily life that includes a broader category covering all forms of actions taken that are planned for others 



ISSN: 2320-5407                                                                                    Int. J. Adv. Res. 6(12), 223-236 

227 

 

without regard to the helper's motives. Prosocial behavior ranges from altruistic actions that are selfless or selfless, 

to helpful actions that are fully motivated by self-interest. 

 

Theory of Planned Behavior 

The theory that is widely used to understand individual behavior is known as Theory of Reasoned Action proposed 

by Fishbein and Ajzen (1975). Then this theory was further developed by Ajzen (1985) into the Theory of Planned 

Behavior (TPB) which was shown to predict individual behavior more specifically. According to Ajzen (1991) the 

central factor of individual behavior is that the behavior is influenced by the intention of the individual (behavior 

intention) towards that particular behavior. The intention to behave is influenced by three components, namely (1) 

attitude, (2) subjective norms and perceptions of behavioral control (perceived behavior control). 

 

A person can have a variety of beliefs about a behavior, but when faced with a particular event, only a few of these 

beliefs arise to influence behavior. This little belief stands out in influencing behavior (Ajzen, 1991). This prominent 

belief can be divided into three, first belief behaviors, namely individual beliefs about the results of a behavior and 

evaluation of these results. Belief behavior will influence attitudes toward behavior (attitude toward behavior). The 

second is normative belief, which is the individual's belief in the normative expectations of others, which are his 

references such as family, friends, and tax consultants, as well as motivation to achieve those expectations. This 

normative expectation forms a subjective norm for a behavior. Third is control belief, namely the individual's beliefs 

about the existence of things that support or hinder his behavior and his perception of how strong these things affect 

his behavior 

 

Culture Organizations 

In social science, in general it cannot be done by measuring a construct directly, so at least two different 

measurements must be used. This mental program by Hofstede is explained by two constructs, namely value and 

culture. Value is defined as a broad tendency to show certain state of affairs over others, whose measurements use 

belief, attitudes, and personality. Whereas culture is defined by Hofstede (1991: 4) as a mental patterned thinking 

program, feeling (feeling) and action (action) or called "software of the mind". Programming starts from the family 

environment, then continues with the neighborhood, school, youth group, work environment, and community 

environment. Thus culture is a value system adopted by an environment, both family environment, school 

environment, work environment, to the wider community. Veithzal Rivai (2003: 40) explains that organizational 

culture is a value system that can be applied and developed continuously. Organizational culture also functions as an 

adhesive, unifying, motivator and development that is different from other organizations, which can generate 

encouragement to achieve and improve performance and morale. 

 

Ethic Orientation 

According to Forsyth (1980) ethical values (ethical orientation) are driven by two characteristics, namely idealism 

and relativism. Idealism is an ethical orientation that refers to the extent to which a person is concerned with the 

welfare of others and strives hard not to harm others, his opponent is pragmatism. Relativism is an ethical 

orientation that refers to the rejection of moral principles (rules) that are universal or absolute, the opposite is non-

relativist. Furthermore Shaub, et. al (1993) said that the two concepts of Forsyth's ethical orientation, namely 

idealism and relativism, were not opposites, but represented two separate scales. 

 

Forsyth (1980) argues that idealism refers to a thing that is trusted by individuals with the consequences that they 

have and want not to violate moral values. Or it can be said in every action taken must be based on valid moral 

values and not the slightest out of these values (absolute). Idealism is defined as an attitude that assumes that the 

right or right action will produce the desired consequences or results. 

 

Professional Commitment 

Aranya et al (1981: 272) define professional commitment as the relative strength of individual identification with 

involvement in a profession and include the belief and acceptance of professional goals and values, the desire to 

make every effort for the organization, and the desire to maintain membership from a profession. 

 

Commitment defined in the accounting literature Aranya et al (1981: 272) uses the definition of three branches, 

namely (1) A trust and acceptance of the goals and values of the organization and / or profession, (2) Willingness to 

put sufficient effort into the organization and / or profession, (3) Commitment is divided into two, namely 

professional commitment and organizational commitment (Bline et al., 1992). Bline et al. (1992) found that 
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professional commitment and organizational commitment indicated two different constructs. Organizational 

commitment and professional commitment are distinguished empirically and predicted by different variables. For 

example, organizational commitment is related to the type of employee organization, while professional 

commitment is estimated by support for the group and positive attitudes towards the profession and job 

characteristics. Organizational commitment and professional commitment are different psychological experiences 

for professionals and that they can be explained by different individual and organizational variables. 

 

Whistleblower 

KPK (2002) describes the whistleblower as a person who reports potential acts of corruption that occur within the 

organization where he works, and he has access to sufficient information about the indication of corruption. An 

employee can report corruption cases being carried out by their seniors to the internal supervision team at the 

company but there is no guarantee that the whistleblower's identity will be kept confidential, but when reported to 

the KPK, the identity is kept confidential. 

 

The action of a whistleblower is called a whistleblowing. There are many definitions of whistleblowing in the 

workplace, for example Miceli and Near (1992) define whistleblowing as reporting errors to individuals or 

organizations believed to have the power to stop them. GOV. UK (2015) explains whistleblowers are workers who 

report several types of errors. This will usually be something that is seen at work even though not always. A 

whistleblower is protected by law where employees may not be treated unfairly or lose their jobs as a result of 

disclosure of secrets in the public interest. 

 

Lewis (2005) said that whistleblowing can be seen as part of a strategy to maintain and improve quality. From the 

perspective of the employer, the worker who first reports to his manager for the violations that occur can give the 

company the opportunity to correct the problem before developing more complicated. 

 

Auditor Performance 

According to Mangkunegara (2011: 67) the meaning of performance is a thing or result that has been achieved by an 

employee in a company in accordance with the authority and responsibility of each in an effort to achieve corporate 

objectives legally, not violating the law and not against moral or ethical. 

 

Auditor performance according to Mardiasmo (2004: 179) is a systematic process to obtain evidence objectively, in 

order to be able to assess independently of the economy and efficient operations, effectiveness in achieving desired 

results and compliance with policies, applicable legal regulations, determine conformity between the performance 

achieved with predetermined criteria and communicating the results to the parties using the report. 

 

The theory of work performance refers more to psychological theory, namely about one's work behavior process, so 

that someone produces something that is the purpose of his work (Agustia, 2006: 104). Performance or work 

performance can be measured through criteria such as quality, quantity, time taken, position held, absenteeism and 

safety in carrying out work duties. 

 

Priesty and Budiartha (2017) conducted research with the aim of analyzing the influence of professional ethics and 

the auditor's professional commitment to auditor performance through professional skepticism at a public 

accounting firm in Bali. Based on the results of the analysis, the variables of professional ethics and auditor 

professional commitment positively influence the performance of auditors in public accounting firms in Bali. 

 

Abdullah (2017) conducted a study on the effect of professionalism and organizational commitment on employee 

performance at the South Sulawesi Provincial Inspectorate office. Research found that all the hypotheses in this 

study were proven. 1) Professionalism and organizational commitment together have a positive and significant effect 

on employee performance, 2) professionalism has a positive and significant effect on employee performance, and 3) 

organizational commitment has a positive and significant effect on employee performance. The implication in this 

study is that professionalism and organizational commitment have an equally important role both individually and 

jointly in improving employee performance. 

 

Andini (2017) conducts research on factors that influence auditor performance. This study aims to determine the 

effects of audit structure, organizational commitment, role conflict and information technology as factors that 
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influence auditor performance. The results of hypothesis testing indicate that Organizational Commitment variables 

have an effect on and significant on auditor performance. 

 

Janitra's (2017) research on the Effect of Ethical Orientation, Professional Commitment, Organizational 

Commitment, and Ethical Sensitivity against Whistleblowing concludes that ethical orientation, professional 

commitment, organizational commitment, and ethical sensitivity have a significant positive effect on 

Whistleblowing Internal. 

 

Kurniawan, et al. (2017) conducted research with the aim of examining the effect of auditor independence, auditor 

integrity, auditor professionalism, professional ethics, and leadership style on auditor performance at the BPK 

Representative of Aceh Province. The results of the research simultaneously show that together the Auditor's 

Independence, Auditor Integrity, Auditor Professionalism, Professional Ethics and Leadership Style influence the 

performance of the BPK Representatives of Aceh Province's auditors. 

 

Riska (2017) conducts research that aims to examine the auditor's professional influence, ethical idealism 

orientation, and relativism on whistleblowing with ethical sensitivity as a moderating variable. The results of the 

study with multiple linear regression analysis showed that professional auditors and idealistic ethical orientation had 

a positive effect on Whistleblowing, while the orientation of ethical relativism had a negative effect on 

whistleblowing. The analysis of the moderating variable with the absolute difference value approach shows that 

ethical sensitivity moderates the auditor's professionalism and ethical idealism toward whistleblowing orientation. 

But it is not able to moderate the orientation of ethical relativism towards whistleblowing. 

 

Rossita and Sukartha (2017) conduct research on the influence of competencies, organizational commitment, 

professional skepticism and motivation on audit quality. The multiple linear regression analysis tests was used as an 

analysis technique and the results showed that the competency variable had a positive effect on audit quality, the 

organizational commitment variable had a positive effect on audit quality, the professional skepticism variable had a 

positive effect on audit quality and the motivation variable had a positive effect on audit quality. 

 

Bouville (2016) conducted research on Whistle-blowing and morality. This study explains that the hidden fact is to 

blow a whistle is indeed a choice, not an objective task problem. It is also imperative that if it fails to achieve 

anything then blowing the whistle is the wrong decision or maybe the right decision that nobody wants to make. The 

Whistleblower must try to act like a saint. However, it is logically impossible to make a whistleblowing as a 

mandatory activity and a whistleblower as a hero or saint. 

 

Parianti, et al. (2016) conducted a study that aimed to examine the factors that influence the whistleblowing 

behavior of accounting students. The results of this study indicate attitudes toward behavior, subjective norms and 

perceptions of control over behavior have a positive effect on the intention of accounting students to conduct 

whistleblowing. Likewise the perception of control over behavior and intentions has a positive effect on 

whistleblowing behavior. 

 

Dayanti (2015) conducted a study that aimed to examine the effect of competencies, organizational commitment and 

motivation of auditors on the performance of auditors at the Semarang Audit Board (BPK). The results of this study 

indicate that competence, and motivation has a significant positive effect on auditor performance. While for 

organizational commitment does not have a positive effect on auditor performance. 

 

Erwin and Ramsay (2015) conducted research on Whistleblowing Environment in Indonesian Financial Institutions. 

This study investigated the whistleblowing environment in Indonesian financial institutions from the perspective of 

Indonesian Company employees. The result is that in general Indonesian Financial Institutions have a positive sign 

of whistleblowing activities, where companies create a positive environment that supports these activities even 

though more can be done by the government to regulate and enforce compliance to encourage trust in protecting 

employees when whistleblowing. 

 

Prasetiyani (2015) conducted research on the effects of self-control, independence, professional skills, audit training, 

and work experience on the performance of internal auditors. This study aims to determine the factors that can affect 

the performance of government auditors. The results showed that the variables of internal self-control, 
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independence, professional proficiency, and audit training had a positive influence on the performance of 

government auditors, while the audit experience variable had no effect on the performance of government auditors. 

 

Erkmen et. Al (2012) conducted a study of An Empirical research about whistleblowing behavior in accounting 

context. The purpose of this study is to analyze whether whistleblowing is a fact in professional accounting when 

there are serious errors in the workplace and to investigate the differences between accounting professionals and 

whistleblowing intentions according to demographic variables. The results obtained from this study are that internal 

whistleblowing is not found significantly that is determined by the state of work, total tenure, membership and 

number of customers. 

 

Brennan and Kelly (2007) conducted a study on A Study of Whistleblowing among Trainee Auditors. A survey of 

240 final year students from the Institute of Chartered Accountants in Ireland. Auditor trainees were asked about 

their confidence in the internal and external reporting structure of their company. The results show that where 

companies have an adequate formal structure for error reporting, trainee auditors are more likely to report errors and 

have greater confidence that this will not affect their careers. Training increases this trust. Auditor trainees also 

expressed willingness to challenge audit partners unsatisfactory responses to errors. Significant differences were 

found in attitude depending on whether the error report was internal or external. 

 

Based on the correlation of theory and previous research, the hypotheses to be tested in this study are as follows. 

H1: organizational culture influences professional commitment. 

H2: organizational culture influences auditor performance through professional commitment. 

H3: ethical orientation influences professional commitment 

H4: ethical orientation influences auditor performance through professional commitment 

H5: organizational culture influences whistleblowers 

H6: organizational culture influences the auditor's performance through a whistleblower. 

H7: ethical orientation affects the whistleblower. 

H8: ethical orientation influences the auditor's performance through a whistleblower. 

H9: professional commitment influences auditor performance. 

H10: whistleblowers affect auditor performance. 

 

Methodology:-            
This study uses a quantitative research approach using primary data. The object of this research is internal 

government auditors working at the district / city regional inspectorate. The population in this study were all 

Makassar City inspector auditors, Maros Regency inspectorate auditors, Gowa Regency inspector auditors and 

Takalar District inspectorate auditors. The research respondent is the auditor of the inspectorate who holds the 

position of the first auditor, the young auditor and the Official of the Local Government Affairs (P2UPD). The 

sample selection technique used is based on criteria (purposive sampling. The method of data collection used is the 

survey method using a questionnaire. Furthermore, the technique of distribution used is personally administered 

questionnaires. 

 

The auditor performance variable uses the Kalbers and Fogarty (1995) instrument, organizational culture variables 

using the Hofstede (1990) instrument, ethical orientation variables using the instrument Forsyth (1990), professional 

commitment variables using the Aranya et. al (1981), and the whistleblower variable uses the instruments Brennan 

and Kelly (2007) and Habbe, et al. (2018). The data collected is then processed using the SmartPLS 3 data 

processing application. 

 

Result and Discussion:- 
The number of questionnaires distributed to respondents was 94 questionnaires. Of the numbers distributed there 

were 23 questionnaires that were not filled in completely and not returned so that the total questionnaires that were 

worthy of being used for data purposes were 76 questionnaires. The value of the outer model or the correlation 

between constructs and variables did not meet convergence validity at first because there are indicators that have a 

value of loading factors below 0.60. Model modification is done by issuing indicators that have a value of loading 

factors below 0.60. Testing shows that all loading factors have values above 0.60 so that the constructs for all 

variables are nonexistent eliminated from the model. The value of loading factor for each indicator of each latent 

variable still has the highest loading factor value compared to the loading value if associated with other latent 
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variables. This means that every latent variable has good discriminant validity where some latent variables still have 

a measure that correlates highly with other constructs, and all constructs meet reliable criteria. This is indicated by 

the composite reliability value above 0.70 and AVE above 0.50 as the recommended criteria. 

 

Testing the first hypothesis direct effect of organizational culture on professional commitment to shows the path 

coefficient value of 0.712 t value obtained at 12.063. This value is greater than t table (1,960). This result means that 

professional commitment has a significant positive effect on auditor performance. Based on these results, thus 

Hypothesis 1 is accepted. Testing of the influence of mediation between intervening variables and the dependent 

variable is done by calculating the Sobel formula. The t value of 2.122 is greater than 1.96 which means that the 

mediation parameter is significant. So thus the model of indirect influence of organizational culture variables on 

auditor performance through professional commitment is acceptable. Thus Hypothesis 2 is accepted. 

 

Testing the third hypothesis direct effect of ethical orientation on professional commitment to shows the path 

coefficient value of 0.312 t value obtained at 4.667. This value is greater than t table (1,960). This result means that 

professional commitment has a significant positive effect on auditor performance. Based on these results, thus 

Hypothesis 3 is accepted. Testing of the influence of mediation between intervening variables and the dependent 

variable is done by calculating the Sobel formula. The t value of 1.961 is greater than 1.96 which means that the 

mediation parameter is significant. So thus the model of the indirect effect of ethical orientation variables on auditor 

performance through professional commitment is acceptable. Thus Hypothesis 4 is accepted. 

 

Testing the fifth hypothesis direct effect of organizational culture on whistleblowers shows the path coefficient value 

of 0.720 the value of t obtained at 3.729. This value is greater than t table (1,960). This result means that 

professional commitment has a significant positive effect on auditor performance. Based on these results, Thus 

Hypothesis 5 is accepted. Testing of the influence of mediation between intervening variables and the dependent 

variable is done by calculating the Sobel formula. The t value of 2.523 is greater than 1.96 which means that the 

mediation parameter is significant. Then the model of indirect influence of organizational culture variables on 

auditor performance through a whistleblower is accepted. Thus Hypothesis 6 is accepted. 

 

Testing the seventh hypothesis the direct effect of ethical orientation on whistleblowers shows the path coefficient 

value of 0.002. The value of t obtained is 0.010. This value is smaller than t table (1,960). This result means that the 

ethical orientation of the whistleblower has no significant influence. Based on these results, thus Hypothesis 7 is 

rejected. Testing of the influence of mediation between intervening variables and the dependent variable is done by 

calculating the Sobel formula. The t value of 0.009 is smaller than 1.96 which means that the mediation parameter is 

not significant. Then the model of the indirect effect of the ethical orientation variable on the auditor's performance 

through the whistleblower is not accepted. Thus Hypothesis 8 is rejected. 

 

The t value of 2.159 is greater than 1.96 which means that the mediation parameter is significant. So thus the model 

of the direct effect of professional commitment variables on auditor performance can be accepted. Thus Hypothesis 

9 is accepted. The t value of 3.554 is greater than 1.96 which means that the mediation parameter is significant. So 

thus the model of the direct effect of the whistleblower variable on auditor performance can be accepted. Thus 

Hypothesis 10 is accepted.  

 

Table 4.1:-Result for Inner Weight 

Variabel Original Sample Mean of Standard T-Statistics P-Values 

Estimate Subsamples Deviation 

CO  PC 0.712 0.715 0.059 12.063 0.000 

EO  PC 0.312 0.282 0.061 4.667 0.000 

CO  WB 0.720 0.748 0.193 3.729 0.000 

EO  WB 0.002 -0.020 0.216 0.010 0.992 

PC  AP 0.292 0.300 0.135 2.159 0.031 

WB  AP 0.500 0.502 0.141 3.554 0.000 

Source: Data Processed (2018)     
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Conclusion:- 
Based on the results of testing hypotheses and discussing the influence of organizational culture and ethical 

orientation on auditor performance by mediating professional competence and whistleblowers, conclusions can be 

drawn as follows: 

 

Organizational culture influences auditor performance through professional commitment. Testing the influence of 

organizational culture on professional commitment is supported by the results of tests conducted by Prabayanthi 

and Widhiyani (2018) which show the results of analysis that the variables of professionalism, organizational 

culture and organizational commitment positively influence auditor performance. This shows that the higher the 

professionalism, organizational culture and organizational commitment possessed by an auditor, the higher the 

auditor's performance produced. The effect of professional commitment in ethical decision making by APIP 

auditors will be higher if it is supported by the higher APIP auditor organization culture. Conversely, if the support 

of an organizational culture is getting lower then ethical decision making will be even lower, (Mudassir, 2017). The 

results of the study reinforce hypothesis testing so that the influence of organizational culture clearly reinforces 

professional commitment 

 

Ethical orientation influences auditor performance through professional commitment. The results of this study 

support the previous research, namely the research of Kurniawam et al. (2012) which shows that together Auditor 

Independence, Auditor Integrity, Auditor Professionalism, Professional Ethics and Leadership Style influence the 

performance of BPK Representatives of Aceh Province auditors, while partially that Auditor Independence, Auditor 

Integrity, Auditor Professionalism, Professional Ethics and Style Leadership influences performance on the 

performance of BPK Representatives of Aceh Province auditors. The results of this study also support the research 

conducted by Sari (2015) on the influence of ethical orientation and experience on the ethical sensitivity of internal 

auditors with professional commitment as an intervening variable. The hypothesis test conducted shows the results 

that ethical orientation has a positive and significant effect on professional commitment. 

 

Organizational culture influences the auditor's performance through a whistleblower. The results of this study 

support the study of Yenlisa (2016) conducted in three provinces in Indonesia, namely Province D.I. Yogyakarta, 

DKI Jakarta and North Sumatra. The results of the study indicate that organizational culture involving culture 

outside the organization such as the culture that developed in the community involving ethnic groups in each 

province gave different results towards the intention to carry out whistleblowing actions. This greatly affects one's 

intention to become a whistleblower. Whistleblowers should have good performance, high education, domicile as 

supervisors, and higher moral reasoning than an inactive fraud supervisor (Elias, 2008). However, disclosure of 

violations generally results in consequences that are not desired by the disclosure of such violations, such as losing 

a job, threatening revenge, and isolation at work. The theory used in explaining whistleblowers is prosocial theory. 

Taylor (2009) reveals that prosocial behavior includes any action that is helpful or designed to help others, 

regardless of the helper's motives. Prosocial behavior is influenced by the type of relationship between people, for 

example because they like, feel an obligation, have selfishness, or empathy, someone usually helps people who are 

better known than unknown people. However, giving help to strangers often occurs. This theory also explains that 

the norms of social justice and social responsibility support a person in doing something he thinks is right. Prosocial 

theory is in line with the theory developed by Ajzen (1991). A person can have a variety of beliefs about a 

behavior, but when faced with a particular event, only a few of these beliefs arise to influence behavior. This little 

belief stands out in influencing behavior (Ajzen, 1991). 

 

Ethical orientation influences the auditor's performance through a whistleblower. The results of this study 

contradict the research of Janitra (2017) on the Effect of Ethical Orientation, Professional Commitment, 

Organizational Commitment, and Ethical Sensitivity against Whistleblowing resulting in the conclusion that ethical 

orientation, professional commitment, organizational commitment, and ethical sensitivity had a significant positive 

effect on Whistleblowing Internal. The test results show the Orientation of Ethical Relativism influences the 

Whistleblowing Internal. High relativism tends to neglect the principle and lack of sense of responsibility in one's 

life experience. So that if staff / employees have high relativism, they will tend to commit unethical behavior and 

consider internal whiskey as an important action to avoid unethical staff / employee attitudes that can harm the 

organization. Whistleblowers should have good performance, high education, domicile as supervisors, and higher 

moral reasoning than an inactive fraud supervisor (Elias, 2008). However, disclosure of violations generally results 

in consequences that are not desired by the disclosure of such violations, such as losing a job, threatening revenge, 

and isolation at work. The theory used in explaining whistleblowers is prosocial theory. Taylor (2009) reveals that 
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prosocial behavior includes any action that is helpful or designed to help others, regardless of the helper's motives. 

Prosocial theory is in line with the theory developed by Ajzen (1991). A person can have a variety of beliefs about 

behavior, but when faced with a particular event, only a few of these beliefs arise to influence behavior. This little 

belief stands out in influencing behavior (Ajzen, 1991). Forsyth (1980) suggests Relativism is an attitude of 

rejection of absolute moral values in directing behavior. In this case the individual still considers several values 

from within himself and the surrounding environment. Ethical relativism is a theory that states that an action can be 

said to be ethical or not, right or wrong, which depends on the views of society. This theory believes that each 

individual and group has different ethical beliefs. 

 

Professional commitment influences auditor performance. The results of this study support the study of Priesty and 

Budiartha (2017) who conducted the study with the aim of analyzing the influence of professional ethics and 

auditor professional commitment to auditor performance through professional skepticism at the public accounting 

firm in Bali. Based on the results of the analysis, the variables of professional ethics and auditor professional 

commitment positively influence the performance of auditors in public accounting firms in Bali. The research 

conducted by Kurniawan et al. (2017) with the title of influence of auditor independence, auditor integrity, auditor 

professionalism, professional ethics and leadership style on auditor performance in the BPK Representative of Aceh 

Province shows the results that professional commitment has a significant positive effect on auditor performance. 

 

Whistleblowers affect auditor performance. Similar to the research conducted by Panjaitan (2018) regarding A 

Study of Whistleblowing among Trainee Auditors. A survey of 240 final year students from the Institute of 

Chartered Accountants in Ireland. The results show that where companies have an adequate formal structure for 

error reporting, trainee auditors are more likely to report errors and have greater confidence that this will not affect 

their careers. According to this study, with the courage to become a whistleblower, the performance of an auditor is 

not in doubt. Research on the influence of the whistleblower on the performance of auditors stole a lot of 

international attention. Research in the form of articles, ideas in various electronic media often observe the 

influence of whistleblowing to people who want to become a whistleblower. A law firm in Washington DC, 

Zuckerman Law Firm, pays full attention to the action of a whistleblower. Jason  

 

Zuckerman and Matthew Stock (2018) in his article entitled Whistleblower Protection and Incentives for Auditors 

and Accountants discussed the effects of the actions of auditors who were whistleblowers. According to their 

research and referring to the whistleblower protection provision of the Sarbanes-Oxley Act (SOX), a whistleblower 

will improve the performance of an auditor because it involves several things that can only be done by an auditor. 

This is checking financial statements. The auditor can immediately find out the irregularities that exist in the 

financial statements and can ask for the evidence needed to reveal the strangeness found in the report. The auditor's 

performance referred to here is how an auditor wants to disclose what he gets during the inspection process. Similar 

to the research conducted by Panjaitan (2018) entitled Whistleblowing: Improving Forensic Audit Results in 

Disclosing Corruption Actions by Government Auditors. The results of this study indicate that: Whistleblowing has 

a positive and significant effect on improving the results of Forensic Audit. These results obtained information 

about the need for expanded practice of whistleblowing by combining audit aspects. Thus, whistleblowing can 

contribute to improving the results of forensic audits. Referring to the use of questionnaires adapted from Brennan 

and Kelly (2007) and Habbe, et al. (2018), researchers have redesigned the questionnaire used by selecting the right 

construct to represent the whistleblower variable. Where statements are used, such as - I will be able to resolve a 

difficult ethical dilemma as above if they arise in practice, if I am forced to "blow a whistle" I am sure that the 

current labor law will protect me, if I forced to report concerns to external authorities, my career prospects will not 

suffer, if I am forced to report concerns to external authorities, my career prospects will not suffer, if I report 

internal problems in my organization using a formal reporting structure, career prospects I will not be disturbed. If I 

find a serious mistake, I will pursue this problem until it is completely corrected regardless of whether or not 

specific legislative protections are deemed to represent the measurement of the whistleblower variable on the 

auditor's performance. 
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