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ABSTRACT 
 

The main purpose of this study was to investigate the Human Resource Management 

practices (training and development, career development, salary and benefits and 

performance appraisal) and the perception towards corruption and bribery in the Royal 

Malaysian Police. Specifically, it was aim to investigate the mediating effect of affective 

commitment between Human Resource Management practices (training and 

development, career development, salary and benefits and performance appraisal) and 

perception towards corruption and bribery in the Royal Malaysian Police. The motivation 

for this study was driven by the inconsistent findings in literature concerning the 

relationships between the Human Resource Management practices (training and 

development, career development, salary and benefits and performance appraisal) and the 

perception towards corruption and bribery. Accordingly, this study has integrated the 

Herzberg’s Two Factor Theory to map and position the possible relationships between 

the variables in the research framework. The study utilises a survey questionnaire which 

was randomly distributed to 700 Royal Malaysian Police officers and staffs from 5,647 in 

Penang. Out of 412 returned questionnaires, 386 (55%) were found to be completed and 

was used in the analysis. Correlation and regression analysis was used to analyse the 

relationship between the related variables in the study. The results revealed that career 

development, salary and benefits and affective commitment are positive determinants of 

perception towards corruption and bribery while career development, salary and benefits 

and performance appraisal are positive determinants with affective commitment. 

Moreover, a partial mediating effect of affective commitment on the relationships 

between Human Resource Management practices and perception towards corruption and 

bribery was confirmed by the findings. Finally, contributions and limitations of the study 

as well as suggestions for future research were discussed. 

 

Keywords: Human Resource Management, affective commitment, corruption, bribery, 

Royal Malaysian Police 
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ABSTRAK 
 

Tujuan utama kajian ini dijalankan adalah untuk mengkaji amalan Pengurusan Sumber 

Manusia (latihan dan pembangunan, pembangunan kerjaya, gaji dan faedah serta 

penilaian prestasi) dan kesannya terhadap persepsi terhadap rasuah dan sogokan di 

kalangan Polis DiRaja Malaysia. Ia bertujuan untuk menyiasat kesan pengantara 

komitmen afektif dengan amalan Pengurusan Sumber Manusia (latihan dan 

pembangunan, pembangunan kerjaya, gaji dan faedah dan penilaian prestasi) dengan 

persepsi terhadap rasuah dan sogokan. Kajian ini dijalankan memandangkan tiada kajian 

yang jelas serta konsisten mengenai hubungan antara amalan Pengurusan Sumber 

Manusia (latihan dan pembangunan, pembangunan kerjaya, gaji dan faedah dan penilaian 

prestasi) dengan persepsi terhadap rasuah dan sogokan. Hubungan ini boleh dijelaskan 

dengan menggunakan Teori Motivasi untuk menghubungkan di antara pembolehubah di 

dalam rangka kerja kajian. Kajian ini menggunakan kaedah soal selidik yang telah 

diedarkan secara rawak kepada 700 polis dari 5,647 kakitangan Polis DiRaja Malaysia di 

Pulau Pinang. Daripada 412 soal selidik yang dikembalikan, 386 didapati lengkap dan 

sesuai untuk dianalisa. Korelasi dan analisis regresi digunakan untuk menganalisis 

hubungan antara pemboleh ubah yang berkaitan dalam kajian ini. Keputusan 

menunjukkan bahawa pembangunan kerjaya, gaji dan faedah dan komitmen afektif 

adalah penentu positif persepsi terhadap rasuah dan sogokan manakala pembangunan 

kerjaya, gaji dan faedah dan penilaian prestasi adalah penentu positif  terhadap komitmen 

afektif. Selain itu, terdapat kesan separa perantara komitmen afektif antara amalan 

Pengurusan Sumber Manusia dan persepsi terhadap rasuah dan sogokan telah disahkan 

mempunyai hubungan oleh penemuan tersebut. Akhir sekali, sumbangan dan limitasi 

kajian serta cadangan kajian masa depan turut dibincangkan. 

 

Kata kunci: Pengurusan Sumber Manusia, komitmen afektif, rasuah, sogokan, Polis 

DiRaja Malaysia  
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CHAPTER ONE 

INTRODUCTION 

1.0 Background of the Study 

Previous literature focussing on corruption and bribery reveals that the effects of 

corruption and bribery on a nation economic performance and in small level firms are 

inconclusive (Abed & Gupta, 2002; Duvanova, 2014). Popova and Podolyakina, (2014) 

stated that corruption and bribery has a bad influence on firms and suggest that corruption 

and bribery has a negative effect on firms as it is proven to be harmful towards the nation 

economic development. Another point of view suggested that corruption and bribery are 

the result of uncertainty in the business environment such as the under-provision of 

public goods which gave an opportunity for officials to seek bribe (Reinikka & Svensson, 

2005). The illegality of corruption results in market distortions. Firms who are convicted 

in giving out bribes will be punished and penalised and will slower the rate of a nation 

growth and development process. 

Bardhan (1997) stated that corruption and bribery is essential as it help business firms to 

avoid troublesome government regulation. However, this action will affect the level of 

competitiveness in the business environment negatively. This study reveals that both 

corruption and bribery can affect a nation growth positively and negatively. This 

suggested that the impact of corruption should remain as an important issue and should 

be researched more. 

Corruption and bribery in dealings between business firms, government officials and 

politicians is a complex problem that needs to be tackled from multiple angles. Most anti-
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