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___________________________________________________________________________ 
 

Abstract: Every employee needs to improve their work performance in line with their job goals 

and objectives. However, there are many factors that influence work performance among 

employees, including among RMP members. Therefore, the main objective of this study is to 

identify the level of job stress and work commitment among RMP members in IPK Kedah. This 

study uses a quantitative method in which 100 respondents from IPK Kedah members have 

been the study sample. The results of the study show that job stress among RMP members in 

IPK Kedah is high. Similarly, the aspect of work commitment among RMP members in IPK 

Kedah is also high. The results of this study have provided an overview of the work performance 

shown by RMP members in IPK Kedah today. Therefore, these findings are important for RMP 

top management in assessing the job stress factors that exist in the organisation and also the 

scope of RMP members' duties. Indirectly, efforts like this can encourage the implementation 

of more comprehensive RMP policies and policies to help RMP members manage job work 

stress factors and work commitment better. 
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Introduction  

In life in this world, every human being will certainly not escape from facing problems or stress, 

both personally and at work. According to Nur Izzaty et al. (2015), stress usually involves two 

(2) categories, namely positive and negative. Positive stress means that it gives constructive 

pressure to an individual. While negative stress refers to the physiological aspects of an 

individual which are more related to physical and psychological health (mental health aspects). 

When we talk about stress, various trials that every person has to experience in daily life come 

to mind, both in terms of disputes between partners, financial problems, family, friends and also 

the work environment. In terms of stress in the work environment, situations that often occur 

related to excessive workload are the cause of most individuals being stressed. This is because 

the information related to the tasks given is not clear to the point of role conflict. In addition, 

according to Haryati (2023), in addition to excessive workload, aspects of relationships and 

organisations, work characteristics, organisational environment, work management and others 

are also causes of stress in the work environment. 

 

According to Kubendran (2019), many studies conducted previously have shown that work 

stress has a negative impact on a person's mental health in addition to inviting risks to the 

organisation in addition to reducing a person's productivity and work commitment if not 

addressed immediately. 

 

One organisation that always puts pressure on individuals in their jobs is the security field, such 

as policing. According to Irwan Hardy (2014), the routine conditions of the work environment 

among the police that are uncertain both in terms of skill guidance, knowledge and time cause 

most police officers to face higher work stress compared to other jobs such as doctors, nurses, 

teachers, firefighters and others. This is in line with a study conducted by Nursyazlin Yatie and 

Noraini (2017) showing that the job in Malaysia that experiences the most stress is police 

officers. The study findings show that police jobs are in the top position compared to other 

organisations such as firefighters (47.3%), teachers (45.8%), nurses (42.3%) and doctors 

(40.7%). 

 

Policing is a public service that requires a lot of contact with the community and always 

involves emotions (Ayub, 2008). Published reports show that in a three-year period, an average 

of 450 suicides were detected among law enforcement officers in the United States, and this is 

two to three times greater than the number of deaths in the line of duty. Failure to control work 

stress has been identified as a factor in the increase in suicide attempts, depression and drug 

and alcohol abuse among police officers (Jamil et. al., 2021). 

 

Previous studies conducted by Kubendran (2019), Lisa (2014), Noorhafeza and Ferlis (2010), 

Nor Liyana and Mansor (2010), Bano (2011), Faudziah and Nor Ba’yah (2011), Irwan Hardy 

(2014), Kaur et. al. (2013), Vijayan (2016), Harvard (2016) and Noor Atiqah (2016) have 

shown that there are various factors that cause police officers to be stressed to the point of 

affecting their work productivity performance. According to Yozgat et al. (2013), among the 

factors that contribute to work stress among police officers are the work environment, 

workload, challenging working hours and increasing living standards. All of these factors have 

interfered with improving work performance and commitment among members. 

 

The same thing is also with PDRM, which is now facing increasing psychological problems 

among its officers, where there are cases of murder, injuring people, suicide and mental 

problems in the country which have been reported by the mass media involving police officers 
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who have failed to control their emotions due to stress within themselves and the work 

environment (Azizah, 2017). 

 

In addition, the increase in various criminal activities has now increased the workload among 

RMP members, leading to stress and disrupting work commitment. This scenario has increased 

the job challenges for RMP members, including RMP members at the Kedah Police Contingent 

Headquarters (IPK), which is also seen by many of its members facing this problem. 

 

Therefore, it can be seen that there are many social and environmental factors that cause work 

performance among PDRM members, especially those related to the stressful work faced by 

RMP members, thus affecting their commitment to their duties. Indirectly, this is one of the 

factors that causes many RMP members to experience unsatisfactory work until their 

commitment performance is declining. Therefore, this article was done to see the extent of the 

level of work stress and work commitment among staff at IPK, Kedah. 

 

Literature Review  

 

Job Stress 

Job stress is stress that arises from or involves work. Negative stress, whether mental, physical 

or emotional, is an important factor that can affect the harmony of an employee's quality of life 

(Cyrill et. al., 2020). 

 

There are many studies related to the work stress faced and given by a person affecting various 

aspects of their life. Fakhira et al. (2023) in their study stated that stress is any disturbance that 

can affect a person's daily life, whether positive or negative, which will be determined by the 

individual's reaction. The same situation is also encountered among RMP members who are 

faced with various stress factors at work, such as safety risks, work commitments during the 

day and night and so on. Houdmont (2020) also said that stress is a physiological and 

psychological response to unpleasant and threatening stimuli or events in the environment. 

Cyril et. al. (2020) also stated that stress is any form of response that exists to the source of 

stress, stimuli or factors that affect the emotional and physiological state of an individual. 

 

Waiphot (2020), in a study conducted on police officers, found that the work stress faced by 

police officers is high. This is due to the risky jobs that must be faced, such as the need to 

maintain the security of the community and the country, threats from criminal activities against 

oneself and family, complaints from the community about the credibility of the police 

organisation to combat crime and so on. Muhammad and Nurul Hidayana (2021) said that 

workplace environmental factors and also employee achievement are among the factors that 

contribute to the work stress faced by employees. When employees feel that their importance 

in the organisation is decreasing, employees' negative self-perceptions and negative colleagues' 

perceptions of employees are among the situations in the organisation that can increase 

employee work stress. 

 

Work Commitment 

Work commitment is the level of dedication of an employee towards the responsibilities 

assigned to him/her at work (Khatijah et. al., 2019). It is the sense of duty that a person has 

towards the objectives, mission, and vision of the organisation they are affiliated with. High 

levels of employee engagement and work dedication are associated with high levels of 

employee satisfaction in an organisation. Superior business performance leads to higher profits, 
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productivity, employee retention, and an overall improvement in the work environment for 

employees. 

 

Chong and Daisy (2021) stated that police officers who have high integrity values will always 

show satisfactory work commitment. They will also always focus on their work and strive to 

improve work performance. 

 

According to Jamil et. al. (2021), they have studied the factors that contribute to the decline in 

work commitment among police officers. The study findings show that low work commitment 

among police officers is not only influenced by sources of danger and risk in the job. On the 

other hand, it is also influenced by the personal qualities possessed by police personnel, such 

as work motivation, love of work, the goal of protecting the community and the country from 

the threat of crime, a high level of professionalism and also honesty in service. All of these 

moral values are key elements that have increased work commitment among police officers. 

 

Methodology 

This study employed a quantitative research design, specifically a survey method, conducted 

through the distribution of structured questionnaires to personnel of the Royal Malaysia Police 

(RMP) at the Kedah Contingent Police Headquarters (IPK Kedah). A total of 100 respondents 

were selected as the study sample using simple random sampling from a population of 550 staff 

members. The research instrument was adapted and modified based on established instruments 

from previous studies to ensure its suitability for the current research context. The questionnaire 

items were derived from three main sources: the Job Stress Scale developed by Parker and 

DeCotiis (1983), the Organizational Commitment Scale by Meyer and Allen (1997), and the 

Individual Work Performance Questionnaire (IWPQ) by Koopmans et al. (2014). All constructs 

were measured using a five-point Likert scale, ranging from 1 = Strongly Disagree to 5 = 

Strongly Agree. A pilot test was conducted involving 30 respondents to examine the reliability 

of the instrument. The Cronbach’s Alpha values obtained for each construct were as follows 

Job Stress: α = 0.83, Work Commitment: α = 0.87 and Job Performance: α = 0.85. These values 

indicate a high level of internal consistency, confirming the reliability of the instrument for use 

in the actual study. The data collected were analysed using descriptive statistics through SPSS 

software version 24.0, which provided a summary of respondent characteristics and the 

distribution of responses for each construct. 

 

Result 

Based on the descriptive analysis in Table 1, it shows that the mean for work stress is 4.39. 

Meanwhile, the mean for commitment is 4.19. This means that both of these variables have a 

high level of tendency. 

 

Table 1: Mean Level of Job Stress and Commitment 

Variable   Mean Level 

Job Stress 4.39 High 

Commitment  4.19 High 

 

Based on the breakdown of items found in work stress in Table 2, it shows that all 10 aspects 

of work stress have high mean values. For example, the mean for high workload contributing 

to the respondent's work stress is 4.63; the mean for safety risks and threats faced by the 

respondent while on duty also increases work stress to 4.72; the mean for safety threats to family 
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members also affects the increase in the respondent's work stress, which is 4.22; and also the 

mean for leadership practices in the organisation that are less than satisfactory also affects the 

increase in the respondent's work stress, which is 4.34. 

 

In the meantime, the descriptive analysis displayed in Table 2 also shows that the mean for the 

respondent's social relationships in the organization which also affects the increase in the 

respondent's work stress is 4.22, the mean for the effectiveness of communication with top 

leadership can affect the respondent's work stress is 4.32, the mean for the effectiveness of 

communication with colleagues also has an effect on the respondent's work stress is 4.33, the 

mean for the less conducive organizational environment also increases the respondent's work 

stress is 4.65 and also the mean for grievances and complaints from the public which give the 

respondent's work stress is 4.62. The findings of this study show that respondents have various 

sources of work stress in their jobs that can affect their work performance. Meanwhile, the mean 

average for work stress has a high level of tendency of 4.39. 

 

Therefore, it can be concluded that work stress factors also have the potential to influence work 

performance among study respondents. 

 

Table 2: Mean Levels of Items in Job Stress 

Job Stress Item Mean Level 

The heavy workload contributes to respondent work stress 4.63 High 

The security risks and threats respondent face while on duty 

also increase work pressure 

4.72 High 

Security threats against family members also affect the increase 

in respondent work pressure 

4.22 High 

Leadership practices in organizations that are less than 

satisfactory also affect the increase in respondent work pressure 

4.34 High 

Policy goals and policies of respondent department that are 

difficult to achieve 

3.87 High 

My social relationships in the organization also affect the 

increase in respondent work pressure 

4.22 High 

The effectiveness of communication with top management can 

affect respondent work pressure 

4.32 High 

The effectiveness of communication with colleagues also has 

an impact on respondent work pressure 

4.33 High 

The less conducive organizational environment also increased 

respondent work pressure 

4.65 High 

Grievances and complaints from the public give respondent 

work pressure 

4.62 High 

 

Based on the findings of the descriptive analysis for the commitment items in Table 3, it shows 

that work commitment among the study respondents also influences their work performance. 

The results of the study obtained show that the mean for commitment to essential tasks at work 

is high, namely 4.32; the mean for attitude towards important tasks and responsibilities is 4.13; 

the mean for low focus on work is 4.59; the mean for low commitment to carry out instructions 

excellently is 4.33; and also the mean for commitment to ensure effective communication in 
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the workplace is 4.28. 

 

Meanwhile, the mean for low commitment to convey information effectively is 4.18, the mean 

for commitment to teamwork is 4.46, the mean for commitment to improve personal integrity 

and accountability also puts pressure on me because I need to achieve the set KPI, which is 

4.11, the mean for commitment to improve departmental integrity and accountability also 

influences work commitment, which is 4.11, and the mean for commitment in helping the 

community is 3.25. Based on the findings of this descriptive analysis, it can be seen that the 

nine aspects of work commitment have a high level of tendency, which gives the impression 

that the respondents' work commitment is also influenced by all nine elements and also 

influences their work performance. 

 

While the mean average for work commitment is also high, namely 4.19, as shown in table 

4.12. This also means that the respondents' work commitment factor among the study 

respondents has an influence on their work performance at work, namely at Kedah IPK. 

 

Table 3: Mean Levels of Items in Commitment 

 

Commitment Item 

 

Mean  

 

Level  

Commitment to the real task at work also affects the increase 

respondent work commitment 

4.32 High 

The attitude towards duty and real responsibility also has a 

direct impact respondent work commitment 

4.13 High 

Low focus in work causes respondent to easily influence work 

commitment 

4.59 High 

The low commitment to execute the instructions excellently 

also increases respondent work commitment 

4.43 High 

The commitment to ensure effective communication at work 

also influences respondent work commitment 

3.28 High 

Low commitment to convey information effectively also 

affects respondent work commitment 

4.18 High 

Commitment to teamwork also has a direct impact on work 

commitment in the workplace 

4.46 High 

The commitment to improve integrity and self-accountability 

also puts pressure on respondent to achieve the set KPI 

4.11 High 

The commitment to improve the department's integrity and 

accountability also affects work commitment 

4.11 High 

Commitment to helping the community also increases 

respondent work pressure 

3.25 Moderate  

 

Discussion and Conclusion 

Based on the findings of the study, it is shown that the level of work stress among Kedah GPA 

members is high. Several factors contribute to work stress among PDRM members in Kedah 

IPK such as workload, concerns about personal and family safety, social practices in the 

workplace, communication practices and several other factors. This supports the opinion of 

Muhammad Zulhelmi and Nurul Hidayana (2021), stating that the work environment has a high 
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influence on the work stress faced by RMP members. For example, RMP members who 

shoulder high responsibilities and workloads have the potential to have higher levels of work 

stress. This is due to the wider scope of work and demand commitment from RMP members to 

be more committed and complete each responsibility with excellence. In contrast to lower-

ranking members who have a lower scope of work which does not expose them to high 

workloads and thus less affects their work performance. Similarly, according to Houdmont 

(2020), workload and concerns for safety risks as police officers are among the factors that 

contribute to increased work stress among police officers. Increased work pressure like this can 

cause police officers to not focus and concentrate on their work. As a result, their work 

performance can deteriorate and be affected, as also obtained in this study, where the high 

workload faced by PDRM members in IPK Kedah also directly affects their work performance. 

 

In terms of commitment, the results of the study show that the mean average for work 

commitment is at a high level. This means that RMP members are always committed to their 

duties and responsibilities as RMP members. However, their work commitment is also high, 

which can affect their health levels and subsequently affect the work performance of RMP 

members. The results of this study have supported the scholar Waiphot et. al. (2022), who stated 

that work commitment will influence work performance among employees such as police 

officers. The higher the commitment to work, the higher the potential to improve work 

performance. On the other hand, the lower the commitment to work, the lower the work 

performance that employees will achieve. The same thing was also stated by Norsyamimi and 

Mohammad Mujaheed (2019); high work commitment is important to ensure that employees 

can focus on their responsibilities in the organisation. The higher the commitment shown to the 

job, the higher the potential to improve work performance. Therefore, work commitment is 

important to be one of the motivations for employees to continue to excel in their service. The 

same goes for RMP members at IPK Kedah, who always show high commitment to their work, 

as described in the study findings section. 

 

Therefore, it can be concluded that RMP members at the IPK Kedah workplace performance 

are influenced by work stress factors and work commitment. The higher the work stress faced, 

the higher the potential for RMP members to experience a decline in work performance. 

Similarly, high work commitment can improve the work performance of RMP members at IPK 

Kedah, as discussed in this study. Therefore, every leader in an organisation, including RMP 

organisations, needs to identify work stress factors and work commitment of RMP members so 

that they do not affect their work performance. This is important so that RMP members always 

focus on their roles and responsibilities as police officers, especially in maintaining and 

preserving the safety and well-being of the community and the country. 
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