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THE INFLUENCE OF SERIOUSNESS OF VIOLATIONS, RELIGIOSITY, LEADERSHIP STYLE, AND RETALIATION ON INTERNAL WHISTLEBLOWING INTENTIONS AT THE BPKP OF CENTRAL SULAWESI
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Abstract. This study aims to examine the relationship between variables such as the seriousness of the offense, religiosity, leadership style, and retaliation affecting the intention of employees of the Central Sulawesi Province BPKP Representative in whistle-blowing. Whistleblowing is an important mechanism in detecting and preventing fraud in organizations, especially in the public sector. A total of 72 employees of the BPKP Representative of Central Sulawesi Province, including auditors and administrative staff (enablers), were given an online questionnaire and designated as respondents. Multiple linear regression was used as a method of testing the relationship between variables in this quantitative research. The results of the analysis show that the seriousness of the offense positively influences the intention of internal whistleblowing as the dependent variable. Meanwhile, religiosity, leadership style, and retaliation do not have a significant effect on the dependent variable. This study contributes to the Theory of Planned Behavior (TPB) by highlighting how certain variables affect internal whistleblowing intentions. The results expand the understanding of the application of TPB in the context of the public sector, especially in government organizations.
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I. INTRODUCTION
	Fraud or fraud has long been a challenge for organizations. Every organization in various regions of the world faces the risk of fraud. With technological advances and changing times, fraud has become a global problem. Fraud is defined as an unlawful act committed by individuals, both inside and outside an organization, with the aim of obtaining personal or group benefits, which ultimately causes losses to other parties.
	Based on the findings of a fraud survey by the Association of Certified Fraud Exam-iner (ACFE) conducted in Indonesia in 2019, corruption accounted for 64.4% of total fraud cases, then misuse of corporate and government assets at 28.9%, and followed by financial statement fraud at 6.7%. The survey also revealed that the government is considered the entity most affected by fraud. This is because the government sector is involved in most fraud cases reported in the Indonesian media. (ACFE, 2020).
As the largest anti-fraud organization in the world, ACFE released RTTN (Report to The Nations). This report aims to assist organizations in recognizing and managing fraud risks that may occur. Based on the research, the government sector experienced the largest average total loss, recorded 296 fraud cases, with corruption as the most dominant type, reaching 56%. In addition, the most dominant fraud detection is using whistleblowing channels, at 44%. In the Asia-Pacific region, Indonesia is in third place out of 19 countries, with 25 fraud cases out of a total of 163 reported cases (ACFE, 2024). According to a survey conducted by ACFE (2024), whistle-blowing plays a crucial role in fraud detection. The survey showed that whistleblowing is the main method of uncovering fraud in government organizations, with a contribution of 44%, followed by internal audit at 18%, and management review which contributed 11%.
	In the government internal audit sector in Indonesia, the Financial and Development Supervisory Agency (BPKP) has the task "to carry out government affairs in the field of state/regional financial supervision and national development" (Peraturan Presi-den RI, 2023). In this case, BPKP's mandate includes internal supervision of accountability for financial management and national development, including cross-sectoral activities, activities assigned by the president, as well as special assignments on activities related to APIP capability and SPIP maturity. (Peraturan Presi-den RI, 2023).
Therefore, at BPKP "in order to achieve clean governance and proper public service delivery in accordance with the general principles of good governance, BPKP has issued BPKP Head Regulation No. 32 of 2013 concerning Complaint Management System within BPKP" (BPKP, 2013).
	In the context of internal whistleblow-ing, a person's intention can be explained through the Theory of Planned Behavior. This theory combines various concepts from social and behavioral science disciplines, enabling analysis and prediction of human behavior in certain situations. According to Ajzen (1991) in TPB "there are three main factors that influence behavior, namely attitudes towards behavior, subjective norms, and perceived behavioral control". Several variables closely related to the TPB that are likely to affect a person's intention to whistleblowing include the seriousness of the offense, religiosity, leadership style, and retaliation. Several previous studies have revealed the relationship between these four factors and inter-nal whistleblowing intentions. However, the results show inconsistent results.
	Research by Alwi & Helmayunita (2020) concluded that the seriousness of the offense does not affect a person's intention to carry out internal whis-tleblowing. Not in accordance with the research of Daud & Tumirin (2024), Kusumayanti et al. (2022), Saputra, Eliza, Sari (2021) and Primasari & Fidiana (2020) who concluded that the seriousness of the offense variable shows a positive influence on the intention of internal whistleblowing. Then, research by Hakim, Fikri, & Tantri (2022), Hartono (2021), and Harahap et al. (2020) suggest that religiosity does not affect internal whistle-blowing intentions. The results of research by Apriliani (2024) and Salsabilla & NR (2023) show different things, that religiosity has a positive influence on internal whistleblowing intentions. Furthermore, research by Soukotta & Utami (2019) states that leadership style does not affect internal whistleblowing intentions. Different results were presented by Dewi, Mahmudi, & Aini (2023) who stated that leadership style positively influences internal whistleblow-ing intentions. Then, in relation to retaliation with internal whistleblowing intentions, Assari & Dwita (2020) and Effendi & Nuraini (2019) through their research revealed that retaliation does not affect internal whistleblowing intentions. In contrast to these results, research by Suastini, Yuniasih, & Pratiwi (2023), Dewi, Mahmudi, & Aini (2023) and Hakim, Fikri, & Tantri (2022) revealed that retaliation has a negative influence on internal whistleblowing intentions.
	The inconsistencies in the various results that have been revealed, encourage researchers' interest in exploring more deeply the influence of the variables of seriousness of violations, leadership style and retaliation on internal intentions to whistleblowing. The research will be conducted at the BPKP Representative of Central Sulawesi Province. In addition, research that discusses the internal intention of whis-tleblowing in the government internal supervisory apparatus office may have been carried out, but the main objective is only auditors and there are still minimal studies involving other office elements, namely enablers (administration). In fact, enablers also play an important role in efforts to become one of the witnesses and potential reporters if indications of fraud are found in the office environment.

II. LITERATURE REVIEW 
A. Theory of Planned Behavior
	TPB explains that people often act in ways they believe are appropriate. Understanding how moti- vations influence behavior, including one's own intentions and the intentions of others towards oneself, is the goal of this theory. While attitudes towards behavior play an important role in influencing action, subjective norms and perceived behavioral control should also be considered. A person's intention to act will be stronger if they have a positive view, get encouragement from the surrounding environment, and feel there is ease in carrying out the action (Ajzen, 1991). Three elements that influence a person to show certain behaviors according to TPB include:
1. Attitude toward behavior, which is an individual's view in evaluating or assessing whether the action to be taken will bring benefits or harm. In this study, the concept of attitude towards behavior from TPB is represented by variables X1 (Seriousness of Violation) and X2 (Religiosity). 
2. Subjective norm is the social pressure received by individuals to adopt or refrain from performing certain behaviors. Subjective norms are measured in this study using variable X3 (Leadership Style). 
3. Perceived behavioral control refers to a person's assessment of how simple or complicated an action is to perform. Past experiences and obstacles faced are factors that influence this perception. Perceived behavioral control in this study is represented by variable X4 (Retaliation).

B. Fraud
	Fraud Is an unlawful act that can be committed by both individuals and organizations with the aim of providing benefits to the perpetrator while harming others (Arifin, 2020). According to Singlenton & Singlenton (2010: 40), fraud involves actions that are cunning, dishonest, and use unethical or unreasonable means to deceive for personal gain, thus harming other parties. The impact of these acts of fraud can be in the form of damage to the organization's reputation, financial losses, decreased employee morale, and various other negative impacts. 
	According to ACFE (2020), fraud is defined as an error or fraudulent act committed by a person or group of people with the knowledge that these actions can result in losses and damaging effects for people, groups, companies, or other parties. The ACFE also describes fraud through a "fraud tree" scheme, which explains the various forms of fraud and their relationships and processes. (ACFE, 2024).

C. Internal Whistleblowing Intention
	Based on TPB, a person will have certain intentions if there are factors that encourage the formation of these intentions. Ajzen (2005) states that intention can be used to predict action because it is closely related to behavior. Chiu's (2002) research states that the intention to whistleblowing is influenced by the opportunity or possibility of individuals to engage in such actions.
	According to Bouville (2017), whistle-blowing is an employee action that informs internal management (internal whistleblowing) or external authorities (external whis-tleblowing) about behavior that is considered unlawful or unethical. Whistle-blowing according to Bhal & Dadhich (2011) is the act of disclosing unlawful activities carried out by people or groups within an organization. Kaptein (2011) adds that if the report is made to superiors in the organization, it is classified as internal whistleblowing. However, if the report is made to the public by an external party, it is called external whistleblowing.

D. Seriousness of Violation
	In practice, if the fraud situation is considered serious, people who work in the company or employees who observe the incident are more likely to do whistleblowing (Miceli & Near, 1985). This is because in contrast to fraud that is lower in the seriousness of the violation, the possibility of the organization suffering losses increases with the severity of the fraud that occurs (Winardi, 2013).

E. Religiosity
	Glock & Stark (1970), define religiosity as a person's behavior and activities that show his dedication to religion and beliefs that he adheres to. Religiosity is considered a complex human attribute and has a major impact because it helps people uphold moral principles and make moral decisions (Winchester, 2008).

F. Leadership Style
	In Sudaryono (2014: 312), Veithzal Rivai asserts that a leader's style is a reflection of his general pattern of actions, whether he can observe his subordinates or not. The philosophy, characteristics, attitudes, and abilities that underlie a leader's behavior are collectively referred to as his leadership style. Another opinion suggests that leadership style is defined as a way for leaders to influence the people they lead to work together according to direction and without pressure, in order to achieve a goal (Busro, 2018: 226).

G. Retaliation
After disclosing an incident or fraud in an organization, whistleblowers may face retaliation, which is a type of coercion or punishment intended to silence them (Magnus & Viswesvaran, 2005). Retaliation is one of the biggest threats faced by whistleblowers, where coworkers and management can take this action against members who disclose violations (Joy, 2014).
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Figure 1 Research Framework

I. Hypothesis Development
Relationship between Seriousness of Violation and Internal Whistleblowing Intention
	The extent to which a person views a behavior as good or bad refers to the concept of attitude towards behavior in TPB. The better a person's assessment of behavior, the more positive the likelihood of intending to perform a behavior. The seriousness of fraud is often an important factor in motivating individuals to report fraud (whistle-blowing). The greater the seriousness of the violation, the higher the potential loss received by the organization, which in turn also has an impact on the welfare of organizational members. On the other hand, if the seriousness of the offense is small, the potential loss is also relatively low. Research by Daud & Tumirin (2024), Kusumayanti et al. (2022), Saputra, Eliza, & Sari (2021) and Primasari & Fidiana (2020) concluded that the seriousness of the offense positively affects internal whistleblowing intentions. Based on this explanation, the formulation of the research hypothesis is:
H1: The seriousness of the offense positively affects the internal whistleblowing intention.

Religiosity's Relationship to Internal Whistleblowing Intentions
	The intellectual dimension of religiosity affects individual morality, which in turn affects their tendency to whistleblowing. Organizational members with high religiosity tend to show positive attitudes towards behavior, so the higher a person's religiosity, the greater the influence on whistle-blowing decisions. The link between whistleblowing and attitude towards behavior TPB lies in a person's personal beliefs and how these beliefs affect their view of certain behaviors to perform an action, in this case whistleblowing. The more certain certain actions are right or wrong according to religious values, the greater the intention to do whistleblowing. Research conducted by Apriliani (2024) and Salsabilla & NR (2023) suggests that religiosity positively affects internal whistleblowing intentions. From this description, the formulation of the research hypothesis is:
H2: Religiosity positively influences the intention of inter-nal whistleblowing.


Relationship between Leadership Style and Internal Whistleblowing Intention
	The subjective norm component of the TPB is applied to the leadership style variable in this study. The social pressure that a person experiences to perform or refrain from performing a behavior is referred to as subjective norms. It involves an individual's view of what others expect of them. Sei-fert et al. (2014) asserted that employees' confidence in reporting is influenced by leadership. His research shows that employees who have a large level of trust in their leaders will be more likely to report violations. This result is supported by Dewi, Mahmudi, & Aini's research (2023) which shows that leadership style has a positive effect on internal whistleblowing intentions. Based on this explanation, the formulation of the research hypothesis is:
H3: Leadership style positively affects internal whistleblowing intentions.

Relationship of Retaliation to Internal Whistleblowing Intention
	The perceived behavioral control component of the TPB is applied to the retaliation variable in this study. A person's assessment of how easy or difficult a behavior is to perform is known as perceived behavioral control. The likelihood that a person has the intention and is able to perform the desired behavior increases as the perception of behavioral control increases. Potential whistleblowers will think about whether others will approve or disapprove of their actions before choosing to report indications of fraud. A person's decision to report indications of fraud or not can be influenced if there is a risk of retaliation.  Research by Suastini, Yuniasih, & Pratiwi (2023), Dewi, Mahmudi, & Aini (2023) and Hakim, Fikri, & Tantri (2022) revealed that retaliation has a negative effect on internal whistleblowing intentions. Based on this explanation, the research hypothesis formulation is:
H4: Retaliation negatively affects internal whistleblowing intentions.

III. RESEARCH METHODOLOGY
A. Type of Research
This research uses a quantitative approach, in which the data collected is numerical and analyzed to describe the relationship between variables in a particular phenomenon. The purpose of this approach is to test the relationship between variables objectively using data that can be measured statistically.
B. Research Object
	The object of this research is all employees at the BPKP Representative of Central Sulawesi Province. The selection of respondents was carried out using purposive sampling technique, namely the withdrawal of samples based on certain considerations and criteria set by the researcher. The sample criteria used are employees who have auditor status or enabler employees (administration) with a minimum work experience of 1 (one) year. Of the total population of 81 employees, the sample that met the criteria amounted to 72 employees.
C. Data Source and Collection Method 
[bookmark: _Hlk160379845]	The data used in this research is primary data, which is obtained directly from respondents through the distribution of questionnaires. The questionnaire was prepared in the form of a Google Form and distributed online. The data collection process was carried out during November 2024.
D. Data Analysis Method
	The collected data were analyzed using multiple linear regression methods. This analysis is used to determine the effect of several independent variables simultaneously on the dependent variable, as well as to measure how much contribution each independent variable makes to the dependent variable. The analysis stage includes checking classical assumptions such as normality, multicollinearity, and heteroscedasticity before regression testing is carried out, so that the analysis results can be interpreted accurately and validly.

IV. RESULT AND DISCUSSION
A. Normality Test

Table 1. Normality Test Results
	
	Unstandardized Residual

	Test Statistic
	.090

	Asymp. Sig. (2-tailed)
	.200


Source: Primary Data Processing (2024)

	The normality test results presented show that the Asymp. Sig. (2-tailed) is 0.200, exceeding the significance level of 0.05. Thus, the assumption of normality can be fulfilled by the re-sidual data in the study.

B. Multicollinearity Test

Table 2. Multicollinearity Test Results
	Independent Variable
	Tolerance
	VIF

	Seriousness of Violation (X1)
	.749
	1.334

	Religiosity (X2)
	.867
	1.154

	Leadership Style (X3)
	.815
	1.227

	Retaliation (X4)
	.941
	1.062


Source: Primary Data Processing (2024)

	Based on the test results table presented, the tolerance value ranges from 0.749 to 0.941 for each independent variable, while the VIF value ranges from 1.062 to 1.334. Tolerance > 0.10 and VIF < 10 are the criteria and have been met by the test results. This ensures that all independent variables in the regression model are free from multicollinearity problems and the model is reliable for further analysis.

C. Heteroscedasticity Test

Table 3. Heteroscedasticity Test Results
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig

	Regression
	.224
	4
	.056
	2.019
	.102

	Residual
	1.860
	67
	.028
	
	

	Total
	2.084
	71
	
	
	


Source: Primary Data Processing (2024)

	Testing is done using the Glejser Test with the dependent variable in the form of squared residuals (sqr_res). Based on the heteroscedasticity test results presented, the F value is 2.019 with a significance value (p-value) of 0.102. Since the significance value > 0.05, it can be stated that there is no heteroscedasticity problem in this research model.

D. Multiple Linear Regression Analysis

Table 4. Multiple Linear Regression Analysis
	Model
	Unstandardized Coefficients Beta
	t
	Sig

	Constant
	.465
	.696
	.489

	 X1
	.533
	4.566
	.000

	 X2
	.184
	1.953
	.055

	 X3
	.145
	1.400
	.166

	 X4
	-.026
	-.327
	.744


Source: Primary Data Processing (2024)

Based on these results, the linear regression equation obtained is as follows:
Y = a + b1X1 + b2X2 + b3X3 + b4X4 + e
Y = 0.465 + 0.533X1 + 0.184X2 + 0.145X3 - 0.026X4

E. Test Coefficient of Determination (R2)

Table 5. Test Results of the Coefficient of Determination
	R
	R Square
	Adjusted R Square
	Durbin-Watson

	.658
	.433
	.399
	2.303


Source: Primary Data Processing (2024)

	Based on these results, the value of R2 = 0.433 indicates that 43.3% of the variation in the dependent variable of internal whistle-blowing intention (Y) can be explained by the independent variables of seriousness of offense (X1), religiosity (X2), leadership style (X3), and retaliation (X4) simultaneously. The remaining 56.7% is explained by other factors that are not included in the model. Then, there is no autocorrelation problem in the residual model as indicated by the Durbin-Watson value of 2.303 which is close to the ideal value of 2.
F. F Test

Table 6. F Test Results
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig

	Regression
	7.596
	4
	1.899
	12.784
	.000

	Residual
	9.953
	67
	.149
	
	

	Total
	17.549
	71
	
	
	


Source: Primary Data Processing (2024)

	From these results, the calculated F value is 12.784 with a significance value (p-value) of 0.000. The regression model built is statistically significant because the significance value is less than the 5% significance level (α=0.050). Thus, the relationship of the dependent variables, namely the seriousness of the offense (X1), religiosity (X2), leadership style (X3), and retaliation (X4), collectively has a significant influence on the dependent variable of internal whistleblowing intention (Y), so that it can be used to explain the relationship between the dependent variable and the dependent variable.

G. T test

Table 5. Cross Loading Results
	Independent Variable
	Sig. t
	Ket.

	Seriousness of Violation (X1)
	.000
	Significant

	Religiosity (X2)
	.055
	Not Significant

	Leadership Style (X3)
	.166
	Not Significant

	Retaliation (X4)
	.744
	Not Significant


Source: Primary Data Processing (2024)

	Analysis of the results of hypothesis testing of each independent variable based on the T test results, that the seriousness of the offense variable produces a significance of 0.000 (p <0.05). Thus, it is concluded that the seriousness of the offense (X1) significantly affects the internal whistleblow-ing intention (Y) positively and the first hypothesis is accepted. The religiosity variable produces a significance of 0.055 (p> 0.05). Thus, it is concluded that religiosity (X2) does not significantly affect internal whistleblowing intentions (Y) and the second hypothesis is rejected. The leadership style variable produces a significance of 0.166 (p> 0.05). Thus, it is concluded that leadership style (X3) does not significantly affect the intention of internal whistleblowing (Y) and the third hypothesis is rejected. The retaliation variable produces a significance of 0.744 (p> 0.05). Thus, it is concluded that retaliation (X4) does not significantly affect internal whistleblowing intentions (Y) and the fourth hypothesis is rejected.

H. Hypothesis Testing
The Effect of Seriousness of Violations on Internal Whistleblowing Intentions of BPKP Employees of Central Sulawesi Province
	Based on the research data, it is concluded that the seriousness of the offense significantly influences the intention of internal whistleblowing positively and H1 is accepted. 
	The seriousness of the violation is the main factor that encourages employees of the BPKP Representative of Central Sulawesi Province to report actions that violate the rules in the organization. In the context of a government internal auditor office such as BPKP, the perception of the huge impact of serious violations, both on state finances, institutional reputation, and the sustainability of organizational operations, contributes to the growth of a sense of moral responsibility among employees. This sense of responsibility motivates individuals to take the necessary steps to report misconduct. This confirms the importance of institutional efforts in creating an environment that supports employees' courage to disclose violations that could harm the organization and the public as a whole. Therefore, the seriousness of the offense is not only a statistically relevant variable, but also has practical implications in encouraging the implementation of effective whistleblow-ing policies.
	The results of this study are consistent with the results of research by Daud & Tumirin (2024), Kusumayanti et al. (2022), Saputra, Eliza, & Sari (2021) and Primasari & Fidiana (2020) who concluded that the seriousness of the offense positively affects internal whistleblowing intentions. 
	The results of this study are in line with the theory raised in the study, namely TPB, where individual attitudes towards a behavior are influenced by positive or negative evaluations of the behavior. In this case, the more serious the violation observed, the more positive the auditor's attitude towards reporting, because it is considered an ethically and professionally correct action.

The Effect of Religiosity on Internal Whistleblowing Intention in BPKP Employees of Central Sulawesi Province
	Based on the research data, it is concluded that religiosity does not have a significant positive effect on internal whistleblowing intentions and H2 is rejected. 
	Religiosity, as one of the dimensions of individual attitudes in TPB, does not show a significant influence on the decision of BPKP Representative employees of Central Sulawesi Province to whistleblowing. This finding is quite interesting, considering that theoretically religiosity is considered to have a role in building moral commitment and encouraging ethical behavior in the work environment. In theory, religiosity is expected to provide a foundation of values and principles for individuals to act in accordance with ethical standards, including the courage to report violations.
	In relation to the TPB, religiosity may not show a significant effect because in this context, internal whistleblowing intentions are driven more by specific situations such as the seriousness of the offense rather than direct moral or religious values. This indicates that although moral beliefs and religiosity may serve as a foundation or support for ethical behavior, they are not the main drivers that motivate individuals to report violations. 
	In addition, religiosity is a subjective and multi-dimensional concept, so its understanding and application can differ greatly from one individual to another. As a result, the impact of religiosity on decision making to do whistleblowing is not strong enough or uniform. This is in accordance with the research of Hakim, Fikri, & Tantri (2022) where the religiosity factor is understood by a conservative attitude by looking for clear evidence before reporting someone in internal whistle-blowing so as not to become slander, while being understood as a factor of moral encouragement on God's orders to immediately report indications of fraud that occur.
	The results of this study are consistent with the research of Hakim, Fikri, & Tantri (2022), Hartono, (2021), and Harahap & Misra (2020) which suggest that religiosity does not significantly affect the intention of internal whistleblowing, on the other hand, this result is not in line with the research of Apriliani (2024) and Salsabilla & NR (2023) which suggest that religiosity significantly affects the intention of inter-nal whistleblowing positively.

The Effect of Leadership Style on Internal Whistleblowing Intentions of BPKP Employees in Central Sulawesi Province
	Based on the research data, it is concluded that the leadership style variable does not significantly affect the intention of internal whistleblowing and H3 is rejected. 
	In TPB, leadership style is linked to subjective norms, which are social pressures that a person receives to adopt or refrain from performing certain behaviors. This subjective norm reflects the influence that comes from leaders or social groups on individual decisions. However, the results showed that subjective norms in the form of leadership style did not provide a significant impetus for individual decisions to carry out internal whistleblowing intentions.
	The possible reason behind this research result is that employees at the BPKP Representative of Central Sulawesi Province tend to be more attached to formal systems, regulations, and institutional policies than to directives or direct influence from leaders. In hierarchical and bureaucratic government organizational structures, decision-making processes are often influenced more by formally established procedures than by interpersonal influences, such as leadership style. This may reduce the relevance of subjective norms in the form of leadership style on employee behavior, including the intention to report violations internally.
	In addition, the possibility of implementing a good whistleblowing system in the organization can replace the influence of leadership style on internal whisleblowing intentions. The system can create a supportive environment for whistleblowing through whistleblower protection policies, easily accessible reporting mechanisms, and confidentiality guarantees. With a system like this in place, employees are more likely to rely on organizational structures and formal policies rather than the influence of their leaders in making decisions regarding whistleblowing.
	The results of this study are in accordance with Soukotta & Utami's (2019) research which suggests that leadership style does not affect internal whistle-blowing intentions. Leadership style affects employees' motivation to work, not internal whistleblowing intentions. On the other hand, this result does not support the results of Dewi, Mahmudi, & Aini (2023) who concluded that leadership style significantly influences internal whistleblowing intentions positively.

The Effect of Retaliation on Internal Whistleblowing Intention in BPKP Employees of Central Sulawesi Province
	Based on the research data, it is concluded that the retaliation variable does not significantly affect the intention of internal whistle-blowing and H4 is rejected. 
	Retaliation, which in the TPB is categorized as perceived behavioral control, was initially expected to be one of the external factors that influence individuals' decisions to report violations. However, the results showed that retaliation had no significant effect in the context of decision-making by employees at the BPKP Representative of Central Sulawesi Province.
	One possible reason behind this finding is that the perceived risk of retaliation tends to be low among employees. Employees may feel that the impact or threat of retaliation, such as social pressure, ostracism or negative career impact, is not strong enough to influence their decisions. In these situations, employees focus more on their professional responsibility to report misconduct than on potential negative personal consequences.
	Another possibility is the strong trust and confidence of employees in the BPKP Representative Office of Central Sulawesi Province in the policy and security of the reporting system in the office, that their reports will be managed safely and confidentially, so that the risk of retaliation does not affect their decision to continue reporting indications of fraud found through the available reporting system.
Furthermore, the results reflect that internal factors, such as personal belief in the urgency of the violation, a sense of moral responsibility, and a sense of security in reporting may have a more dominant role than external factors such as retaliation. This reinforces the opinion that the decision to do whistleblowing is more determined by individual attitudes towards the value and impact of violations rather than fear of the consequences that retaliation may cause.
	The results of this study are consistent with the research of Assari & Dwita (2020) and Ef-fendi & Nuraini (2019) which reveal that retaliation does not affect internal whistleblowing intentions. On the opposite side, this result is not in line with the research of Suastini, Yuniasih, & Pratiwi (2023), Dewi, Mahmudi, & Aini (2023) and Hakim, Fikri, & Tantri (2022) which reveal that retaliation significantly affects internal whistleblow-ing intentions negatively.

V. CONCLUSION
	The purpose of this study was to determine the effect of seriousness of violations, religiosity, leadership style, and retaliation on internal whistleblowing intentions. This quantitative research was conducted using a questionnaire distributed through a google form link to employees of the Central Sulawesi Province BPKP Representative office. Through distributing the questionnaire, 72 respondents were obtained. Based on the results of data collection, analysis, and interpretation of the research results, it can be concluded that the seriousness of the violation variable is proven to have a significant positive effect on internal whistleblowing intentions. Meanwhile, other variables in this study, including religiosity variables, leadership style variables and retaliation variables did not show a significant influence on internal whistleblowing intentions.
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