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Whistleblowing behaviour at work: A quantitative study among non-executive 

public servants in Malaysia  

Siti Nur’ain binti Dalan  

Supervisor:  Dr Jugindar Singh 

Background 

Malaysia dropped two points in Transparency International's (TI) Corruption Perception 

Index (CPI) 2017.This means that Malaysia, which scored 47 points, went down seven places 

in the overall ranking of 180 countries to 62nd place (StarOnline, 2018). Malaysia has made 

amendments to their various laws including the introduction of the Whistle Blowing Act 2010 

to encourage and protect whistle-blowers (Rachagan & Kuppusamy, 2013).  Researchers 

agree that whistleblowing is an important medium to prevent and deter corporate wrongdoing 

(Bhal & Dadhich, 2011). However, it is apparent that empirical studies on whistleblowing 

behaviour are very limited in Malaysia (Ahmad, Smith, & Ismail, 2013). Currently, the 

studies are mainly being carried out in North American region (Miceli & Near, 2013). This 

study aims to investigate the relationship between attitudes, perceived norms and perceived 

control towards whistleblowing intention in the public sector in Malaysia.  

 

Method 

This research was based on positivism philosophy. This study is based on a deductive 

approach that is commonly used by researchers with traditional natural scientific views 

(Saunders et al., 2012). This is a quantitative study where quantitative analysis techniques 

that range from providing simple descriptive of the variables involved, to establishing 

statistical relationships among variables was used (Saunders et al., 2012). A research strategy 

using the survey method was designed to collect data from a sample size of 100 respondents. 

This is a cross sectional study where a “snapshot” of data was taken at a particular time 

seeking to explain how factors are related (Saunders et al., 2012). Collection of primary data 

was done using a self-administered questionnaire. The self-administered questionnaires were 

administered directly and delivered by hand and collected later (Saunders et al., 2012). Data 

analysis was based on descriptive and inferential statistics that were generated using SPSS 

Version 20.  

 

Results 

The results revealed that attitudes and perceived norms had significant relationship with 

whistleblowing intention among non-executive public servants in Malaysia. However, 

perceived control did not have a significant relationship with whistleblowing intention. The 

findings supported the results from some earlier studies and also bring out several new ideas 

such as the low impact of perceived Control.  

Conclusion 

Results of this study are consistent with ethical climate theory and the finding confirms those 

from previous studies, by suggesting that organisational members have different reactions to 

whistleblowing. In this study only attitudes and perceived norms had a significant 

relationship with whistleblowing intention.   
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Factors predicting IT employees’ intention to stay:  

A qualitative study in Klang Valley, Malaysia  
                                             Kuo Lee Ching  

Supervisor: Dr. Lim Li Chen 

Background 

An increase in the number of multinational companies operating in Malaysia has increased 

the number of workforce employed in the ICT industry. Even though the number of 

workforce in ICT industry is expected to increase continually, a recent report found that high 

levels of employee turnover were faced by the technology sector companies in Malaysia. This 

has become a critical phenomenon to the extent that the IT companies in Malaysia are taking 

measures in retaining their skilled employees. Therefore, it is very important for the IT 

companies in Malaysia to increase their current employees’ intention to stay. Past studies 

have explored the topic of intention to stay in different organisations. However, there are 

limited studies and journal articles depicting the topic of intention to stay among the IT 

employees. Hence the purpose of this study is to examine the effects of human resource 

management practices on intention to stay among the IT employees in Klang Valley, 

Malaysia. 

 

Method 

This study adopted a quantitative method using self-administered questionnaires to gather 

primary research data. The respondents were IT sector employees who were selected using 

random sampling technique. Hair et al. (2006) suggests that the minimum sample size is 100 

when considering models containing five or fewer constructs, each with more than three 

items; 150 when models contain seven or fewer constructs. For this study the sample size was 

100.  Only 123 questionnaires were usable.  

 

Results 

The results showed all the hypotheses of this research have been accepted. The career 

development opportunity has the strongest correlation with intention to stay, followed by 

compensation, and lastly, work life balance which has the weakest correlation with intention 

to stay among all three independent variables. Whilst for multiple regression analysis, only 

career development opportunity and compensation show significant relationship with 

intention to stay. Work life balance deviated from past studies and the relationship was not 

significant. 

 

Conclusion 

The results from this study were consistent with the findings of past studies. This study 

concluded that all human resources management (HRM) practices (career development 

opportunity, work life balance and compensation) have a positive and significant relationship 

with the intention to stay among IT employees in Klang Valley, Malaysia. In addition, career 

development opportunity was found to be the best predictor of employees’ intention to stay. 

Therefore, the companies in Klang Valley, Malaysia may improve their retention of 

employees by providing career development opportunities. The results of this study will add 

to the current body of knowledge as well as assist in creating foundational solutions to 

motivate whistleblowing behaviour.   
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Factors that influence job satisfaction among RBAF Officer  

Graduates from Officer Cadet School in Brunei Darussalam  
Muhammad Hanis Bin Haji Daud 

Supervisor: Subaashnii Suppramaniam  

Background 

Officer Cadet School in Brunei was established and officiated on 28th August 2008. As the 

Officer of Royal Brunei Armed Force, it is designed for them to lead the Royal Armed Force 

whereas these graduates from the Officer Cadets School are instilled with leadership and 

assigned to each section of the RBAF which is the Army, Air Force and Navy. As the Officer 

in the RBAF is considered one of the highest ranking in the RBAF, therefore their job 

satisfaction is what drives their performance to be a leader that controls their respective 

battalion. Therefore, it is very essential for the Ministry of Defence to determine the factors 

that influence the job satisfaction of the Graduated Officers from Officer Cadet School in 

order to motivate these officers to maintain their high performance in performing every task. 

In this research it will outline the determinant of the RBAF Officers job satisfaction with 

certain relevant theories that will be used to outline each of the factors influencing the job 

satisfaction among the RBAF Officer that graduated from the Officer Cadet School in Brunei. 

 

Method 

This study adopted a quantitative method using questionnaires to gather primary research 

data. Participants were selected randomly amongst officers in the RBAF that include officers 

attached to the Army, Air Force or Navy. The sample size defined was 100. Hair et al. (2006) 

suggests that the minimum sample size is 100 when considering models containing five or 

fewer constructs, each with more than three items. Convenience sampling was used and 

questionnaires were distributed to 130 respondents. A total of 90 questionnaires were usable 

and the rest were incomplete or inappropriate.  

 

Results 

In the case of RBAF Officer, it is shown in this study that the officers are satisfied with their 

job in the RBAF as an Officer, and therefore this will affect the overall performance of the 

RBAF Officer in which if RBAF runs their company as it is, the satisfaction level of the 

RBAF officer will keep on increasing. All four variables tested in this study (salary and 

incentives, supervision, promotional opportunity and professional development) have positive 

relationship towards the RBAF Officer’s job satisfaction level.  

 

Conclusion 

The study revealed positive relationship between salary and incentives, supervision, 

promotion opportunity, and professional development to Job Satisfaction. It revealed that all 

independent variables are predictors of job satisfaction among RBAF Officers. It was 

revealed that salary and incentives had the highest influence on job satisfaction. Promotion 

opportunity, supervision and professional development also had a positive and significant 

influence on job satisfaction. The findings will provide theoretical and practical implications 

for the management of Brunei Air Force and other policymakers to facilitate and support job 

satisfaction.  
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Effects of motivational factors towards quality of work life among  

Generation Y employees in Klang Valley, Malaysia   
Chek Wai Yian; 

Supervisor: Dr. Lim Li Chen 

 

Background 

Today, the turnover rate among the Generation Y (hereinafter Gen-Y) workforce remains as 

one of the major concerns of human resource managers within the Asia Pacific region. A 

large proportion of the Gen-Y workforce is needed to replace as the Baby Boomer 

workforces are gradually moving into retirement. Unfortunately, Gen-Y was found to have 

lower loyalty and low commitment towards work and are often job hopping. In Malaysia, the 

rise in turnover rate has become alarming and this subsequently affects the organisations’ 

performance due to shortage of talents. The purpose of this study was to examine the effects 

of job involvement, job satisfaction, and job stress on the quality of work life (QWL) among 

Gen-Y employees. This research specifically aims to focus on three motivational factors that 

will determine Gen-Y’s quality of work life. 

 

Method 

This quantitative study applied cross-sectional research design. Through a survey method, 

self-administered questionnaires were used. Respondents of this study were comprised of 

Gen-Y employees born between the years 1977 to 1995 (Age: 22- 40 in year 2017) employed 

in various locations within Klang Valley, Malaysia. A total 172 valid questionnaires were 

used for further analysis which constituted 86% response rates. A pilot study was carried out 

before the actual data collection. 

 

Results 

This study showed that all three independent motivational factors have positive relationships 

with the QWL. When three motivational factors were present, job satisfaction had the 

strongest positive relationship with the QWL. Thus, job satisfaction was the best predictor of 

QWL in this study, and all three motivational factors explained approximately 22.5% of the 

variance of QWL based on the outcome of multiple regression analysis.  

 

Conclusion 

Understanding how Gen-Y perceived QWL will enable organisations to figure out the 

reasons behind the job-hopping trend; overcome Gen-Y talent acquisition and retention issue, 

and reduce the turnover rate. In addition, the level of QWL among Gen-Y employees tend to 

incur hiring costs to an organisation. Eventually, it reflects in a chain reaction when Gen-Y 

employees are not satisfied with the QWL; their behaviors will create a negative influence in 

the workplace. Thus it triggers poor performance of employees of organisations that will 

affect the financial health of the organisation in the long-run. This present study will be 

useful to help Malaysian organisations identify some reasons behind the low satisfaction rate 

of Gen-Y employees in organisations, which can minimize the consequences on the overall 

performances of the organisations’ mentioned above. 
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The extent and types of outsourcing in selected private institutes of  

higher learning in Klang Valley, Malaysia  

Alai Syafiqah binti Muhd Haafizh Shah 

Supervisor: Kantharow A/L Apparavu 

 

Background 

Outsourcing is widely practiced and the decision to outsource has become increasingly 

important. The ability to handle knowledge, information and communication is an important 

parameter for organisations to develop, succeed and survive in this era (Ilavsk  and Babiak, 

2007). Therefore, businesses go about making decisions to contract with a third party for a 

function within the organisation, rather than having it done by the organisation itself. By 

doing so, organisations will not only be able to increase its efficiency and effectiveness, but 

also reduce the overall operational and administrative costs and better focus on its core 

competencies. The education sector is no exception. A number of similar studies can be 

found around the world, especially in the North America, Middle East and African continent 

(Assaf et al., 2011; Quigley and Perreira, 2011). However, only limited research works are 

available on outsourcing in Malaysia (Siew-Chen and Vinayan, 2016), especially ones 

delving into the perspective of higher education institutions. This study aims to understand 

the concept of outsourcing amongst selected private institutions and to identify the benefits 

and challenges of outsourcing in higher learning institutions in Klang Valley, Malaysia. 

 

Method 

This study adopts a qualitative research approach, where the empirical data are based on 

interviews with operations manager and student affairs director. Approvals were obtained 

from the respondents via email and interview questions were sent to the respondents prior to 

the interview. An in-depth interview and observation methods were used at data collection 

stage. At data analysis stage, content analyses of recorded or written interviews as well as 

behavioural observations were used.  

 

Results 

The findings revealed that private institutes in Klang Valley, Malaysia generally outsource to 

reduce cost, to gain access to added expertise and knowledge, to improve the service quality 

performance and efficiency of the organisation and to better focus on the core competency. 

The findings are corresponding with previous studies, except for the conclusion that cost 

reduction was only up to a certain extent.  

 

Conclusion 

Results of this study are consistent with Transaction Cost Economics theory and the findings 

confirm those from previous studies, by indicating that organisations outsource for cost 

reduction purposes, improvements of the services provided and effective management. Over 

time, outsourcing may increase the cost rather than reducing it because of the hidden costs 

that arise from the activity. 
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The factors influencing on competitive advantage in automation industry: 

 A comparative study between Uzbekistan and Malaysia    
Durdonakhon Yusupova 

Supervisor: Dr. Benjamin Chan Yin Fah  

Background 
Uzbekistan is the largest automobile producer amongst countries in the Commonwealth of 

Independence States market but the sale of the cars in the market is not remarkable. Thus, 

Uzbekistan automobiles manufacturers are losing the competitive advantage over rivals in the 

CIS market. Similarly, Malaysia is the second largest of automobile producer among some 

South East Asia countries but the total sale is not that promising. Thus, there is a concern of 

tool to create and gain competitive advantage. What are tools to create and retain competitive 

advantage of Uzbekistan and Malaysian manufacturers? The purpose of the current study was 

to study the factors that contribute towards competitive advantage in Automobiles Industry. 

 

Method 
The questionnaires were developed using Google Forms and the link of the questionnaires 

was sent to the Human Resource Department of the companies listed in Malaysian 

Automation Association (MAA, 2017) and listed in UzAvto (2015) for Uzbekistan 

Automation Industry. One-month period for data collection was set to obtain the responses. 

There were 104 responses from Malaysian Automation Companies and 109 responses from 

Uzbekistan Automation Companies during the month. The instruments for the independent 

variables such as cost leadership, differentiation and supply chain management of the study 

adopted from Vinayan, Jayashree and Marthandan (2012). The instruments of dependable 

variable adopted from the study of Ahmad (2015) as sustainable competitive advantage. 

There were five items for each variable and all were measured using five points ordinal scale.  

Results 
The finding showed three independent variables (cost leadership, differentiation and SCM) 

have significant positive correlation with the dependent variable (competitive advantage). 

Cost leadership found to have stronger influence on competitive advantage (r=0.704; 

p≤0.000), when compared to differentiation (r=0.599, p≤0.000) and supply chain 

management (r=0.482; p≤0.000) in Uzbekistan Automation Industry. In Malaysian 

Automation Industry, differentiation was found to be the stronger influential predictor 

variable of competitive advantage (r=0.450; p≤0.000) in contrast with supply chain 

management (r=0.434; p≤0.000) and cost leadership (r=0.304; p≤0.002). For MLR in 

Uzbekistan Automation Industry, the all three independent variables are found to be the 

predictors for the competitive advantage but the cost leadership was considered to be the 

strongest predictor variable with coefficient of 0.508 (R square = 0.583; F = 49.006). 

Differentiation was found to be the strongest predictor variable with coefficient of 0.218 (R 

square = 0.293; F = 13.790) for competitive advantage in Malaysian Automation Industry. 

 

Conclusion 
This study confirmed the findings of Vinayan, Jayashree and Marthandan (2012). The 

investigation of competitive advantage in Uzbekistan Automation Industry has shown that the 

supply chain management does not have the strong correlation with competitive advantage. 

Cost leadership strategy found to be the strongest predictor variable for the competitive 

advantage in Uzbekistan.  For the Malaysian Automation Industry, the strongest predictor 

was differentiation. Cost leadership also had a lower but positive relationship. Thus, these 

findings can be interpreted that the cost leadership is the tool for competitive advantage in 

Uzbekistan Automation Industry due to the price-conscious customers while Malaysian 

customers are concerned about the uniqueness of the vehicles and value-added services.   
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Influence of attitude, subjective norms and perceived behavioral control towards 

online grocery shopping in Malaysia   
Lim Liy Jiun 

Supervisor: Dr.Benjamin Chan Yin Fah 

 

Background 
Malaysia's Internet penetration had, last year, risen to 85.7 per cent from just 70.0 per cent in 

2015 (NST, 2018). In 2016, households across Malaysia with computer and mobile phone 

access rose to 74.1 per cent and 98.1 per cent respectively, compared with 67.6 per cent and 

97.9 per cent in 2015. Smartphone usage for internet access also increased to 97.7 per cent 

compared to 97.5 per cent in 2015 (NST, 2018).  According to report by NST (2018), 

activities carried out by internet users are internet banking (37.6 per cent) and purchase or 

order goods or services (e-commerce) (23.2 per cent). According to PwC in its Total Retail 

Survey (2016), about 93% of all South-East Asia (SEA) consumers surveyed have made 

online purchases.  Based on the survey by PWC (2016), nearly three-fifths of respondents in 

Malaysia reported buying online only within the last three years. However, online shopping 

for groceries is a category that has been struggling to take off for retailers around the globe 

(PWC, 2016). Based on the results of the survey by StarOnline (2017), 85% of the 

respondents expressed interest in seeking out e-commerce services. Therefore, the future of e-

commerce in Malaysia seems to be very bright.  

 

Method 
This study adopted a quantitative method using questionnaires sent through a survey to gather 

primary research data. The number of respondents was selected using random sampling 

technique. Data was collected using self-administrated online questionnaires. Multiple 

regression analysis was performed in order to investigate the relations between the dependent 

and independent variables. Two hundred questionnaires were distributed and 139 valid 

questionnaires were retrieved.  

 

Results 
Based on the multiple regression analysis, the findings revealed that only attitude have a 

significant impact towards intention to do online grocery shopping. However, the results 

show no significant relationship exist between subjective norms and perceived behavioural 

control towards intention to do online grocery shopping.  

Conclusion 
This study empirically tested the relationship between consumers’ attitude, subjective norms, 

and perceived behavioural control towards intentions to purchase groceries online. This study 

was based on the theory of planned behaviour (Ajzen, 1991) that provides a reliable base for 

studying consumers’ behaviour in online shopping. The findings suggested that attitude is the 

strongest predictor of intention of customers towards online grocery shopping. For Malaysian 

shoppers, subjective norms and perceived behavioural control are not significant predictors. 

The findings of the study add to the evidence of previous literature.  The findings of the study 

can also be used as advice for online marketers in order to improve their current marketing 

strategy.   
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Determinants influencing career decision making: A study among 

undergraduate millennials in Malaysia    

Kenneth Chia Yee Hern 

Supervisor: Dr. Navaz Naghavi/Ms Margaret S. 

 

Background 

Prior studies have acknowledged that both undergraduate and working millennials often face 

difficulties when deciding on their career choices. Currently, the number of millennials in 

Malaysia accounts for 40% of the population in Malaysia and they will dominate the entire 

workforce in 10 to 20 years. This poses a challenge to managers in transforming the 

organisation based on the nature, expectations and requirements of this new generation.  

Based on previous studies, salary and benefits, career development, employer branding, 

working environment and job security are the main determinants of career choice. This 

current study aims to examine the determinants influencing career decision making among 

millennials in Malaysia. 

 

Method  

To conduct this study, questionnaires were distributed to the millennials within the 18-37 age 

range in Malaysia through online distribution. For online distribution, questionnaires were 

created using Google Forms and distributed to the respondents via Facebook and email 

invitation. The Pearson’s Product Moment Correlation Coefficient Analysis was used to 

examine the relationship between the variables. Then, the Multiple Linear Regression 

Analysis was used to identify which of the variables tend to influence career decision making 

the most.  

 

Results 

The findings of present study revealed that although there is a significant correlation between 

all independent variables (salary and benefits, career development, employer branding, 

working environment and job security) and the dependent variable (career decision making), 

but only salary and benefits, employer branding and working environment are found to have 

a significant relationship with career decision making. In contrast, the other factors were 

found to have no significant relationship with career decision making.  

 

Conclusion 

The findings identified several factors that were perceived to influence the career decision 

making by millennials in Malaysia. The study highlighted the important implications of 

salary and benefits, employer branding and working environment that Malaysian students 

identified as factors as influencing their career decision-making.  Results of the research are 

useful for policymakers and organizations to understand career decision making by 

millennials in Malaysia. The results of this study will add to the current body of knowledge. 

For future studies, a more in-depth research on factors that affect career decision making by 

Gen-Z can be undertaken.    
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A study on work-life balance, mentoring support, and networking towards 

women’s career advancement in Malaysia  

Siew Kitt Yeang 

Supervisor: Dr. Mazuwin bt Haja Maideen   

Background 

In today’s environment, significant gender inequality persists in the workforce and women 

are not only underrepresented top leadership positions in organizations but also rate of 

progress for women has been slow (Duke, 2017).  Although women are closing the gap in 

some critical areas such as health but the the representation of women is far lower, with 

women holding fewer than 20% of leadership positions (World Economic Forum, 2017). In 

2016, men held 79% of the top jobs and 67% of line manager roles in Asia and there was no 

real improvement in female representation in leadership roles (The StarOnline, 2017). Based 

on a survey by Hays, women face barriers to career success due to gender (The StarOnline, 

2017). There are only 15.2% women on the board of Bursa Malaysia’s top 100 companies 

(The StarOnline, 2016). Therefore, this study aims to investigate that factors influencing 

women’s career advancement in Malaysia. 

 

Method 

The data was collected through a survey method and the study population were female 

employees in Kuala Lumpur. Convenient sampling was used to collect primary data. Self-

administered questionnaires were distributed and only 110 questionnaires were usable and the 

rest were incomplete or inappropriate. Correlation and regression test were used to analyse to 

identify the relationship between the variables.  

 

Results 
Regression analysis indicated that all three predictor variables of work-life balance, 

mentoring support, and networking significantly influenced women managers’ career 

progression in Malaysia. It was revealed that mentoring support is the most important 

predictor of women’s career advancement in Malaysia. 

. 

  

Conclusion 

The purpose of the study was to determine the influence of work-life balance, mentoring 

support, and networking on women managers’ career progression in Malaysia. This study 

found that women put work-life balance, mentoring support, and networking as priority. 

Thus, the policymakers and organizations need to entice them in order to lure them to work in 

their career advancement by supporting work-life balance, providing mentoring and 

improving networking. There are other variables that could be used as predictors that have 

not been included in the study. Future research should look at other predictors with samples 

drawn from different sectors.  
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Influence of authentic leadership, servant leadership and destructive leadership 

on employee engagement among employees in hospitality industry  

in Klang Valley, Malaysia   
Gurpreet Kaur  

Supervisor: Dr. Anusuiya Subramaniam 

 

Background 

Employees are the pillar of every organisation. Every employer needs the manpower of the 

employees in order for them to transmute the resources of the organisation into revenue. In 

the era of globalisation, employee engagement is becoming a more significant area for the 

academic researchers as well as business entrepreneurs especially in this contemporary 

business milieu as well as service-oriented industry. Fundamentally, leadership styles act as a 

benchmark that will determine the employees’ engagement in the workplace. For example, 

authentic leadership, servant leadership and destructive leadership was identified as chief 

determinants of the employee engagement in the workplace, nevertheless very limited 

research on this arena. Therefore, the purpose of this study is to examine the influence of 

authentic leadership, servant leadership and destructive leadership on employee engagement 

among employees in hospitality industry in Klang Valley, Malaysia. 

 

Method  

The questionnaires were disseminated to 100 personnel who are working in the hotel industry 

in Klang Valley, Malaysia. Snow ball sampling was utilized.  

 

Results 

The results of this study indicated that authentic leadership, servant leadership and 

destructive leadership significantly influence employee engagement among employees in 

hospitality industry in Klang Valley, Malaysia. Specifically, it was identified that: (1) 

organisations that practice authentic leadership within their organisation, the employee 

engagement tends to boost up portentously, (2) when the employees are led by the servant 

leaders, this positively influences on employee engagement and (3) under destructive leaders, 

employees are less engaged in the workplace. 

 

Conclusion 

The core strength of any organisation comes from its employees. It takes strong executive 

leadership to bring about positive patterns of employment relationships. Only employees who 

are highly engaged will endeavor to work hard for their organization. Specifically, the top 

management of the hotel industry is encouraged to practice authentic leadership as well as 

servant leadership within their organisation since both of these leadership styles are effective 

in boosting up the level of employee engagement among employees in the hotel industry. 

This is because it is fundamental for every organisation to have highly engaged employees in 

order for the organisation to achieve their competitiveness. 


