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1. Introduction: Corruption and Pakistan Police 
 

 

1.1. Introduction 

 

The concepts of good governance, corruption and integrity have attracted 

increasing attention in recent times. Yet there is no blueprint for achieving good 

governance, controlling corruption and enhancing integrity. In the opinion of many 

academics and researchers these concepts are interdependent and mutually 

embedded (Fijnaut and Huberts, 2002; Noor, 2009). Many scholars argue, and also 

try to establish by research, that good governance and integrity enhancement are 

beneficial for development at national and organisational levels, while corruption 

not only impedes such development but also pervades every aspect of economic, 

social, and political life with its negative impact (Klitgaard, 1991; Doig and Riley, 

1998; Rose-Ackerman, 1999; Quah, 1999; Singh, 2002). However, some 

researchers (Leff, 1989; Goudie and Stasavage, 1997) believe that corruption can 

also help in the development of many countries (although only in an early stage).  

 The growing amount of academic research demonstrates that corruption is 

often high in developing and low income countries; therefore its control has always 

remained a problem for many developing countries like Pakistan. Undoubtedly 

corruption in Pakistan has been systemic (Quah, 1988; Nasr, 1992), and rampant 

corruption has resulted in the failure of most of the institutions in the country (see 

Hussain, 2004; Wilder, 2009). Despite the government’s continuous struggle and 

the introduction of many public sector reforms, the problem of corruption still 

permeates in society. Furthermore, over a period of time acceptance of corruption 

has increased and there is less evidence that people feel guilty about their own role 

in corruption (Javaid, 2010).                                                                    

 National level perceptional studies (TI, 2006, 2009; 2010; Noor, 2009) show 

that the police is among the most corrupt institutions in Pakistan. For the police and 

policing, corruption is particularly severe and damaging in comparison with other 

public sector institutions. This occurs because police is the most visible and the 

only 24-hour representative of government that has the ability to deprive citizens of 

their liberties (Manning, 1997). In addition, police are generally responsible for 

regulating the law and following the rules and maintaining social and moral order 

(Chattha and Ivkovic, 2004). If police indulge in corrupt activities, the questions 

‘how to control the controllers’ (Punch, 2009), and ‘how to limit and control police 

corruption’ also arise. This research will try to answer questions of ‘how’ corrupt 

are the police force in Pakistan and what factors influence that. 

The police has remained an under-researched area in Pakistan. Little empirical 

evidence exists that could explain and relate police to corruption and integrity 

violation in the Pakistani context. Pakistan has peculiar socio-economic-political 

and cultural arrangements that have implications for the police. The term ‘socio-

economic’ covers a multidimensional phenomenon and is comprised of different 
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factors: for instance, how individuals satisfy their basic needs, the control of 

resources, the level of education and skills, health conditions, malnutrition, status 

of housing and access to water and sanitation, vulnerability to disaster, violence 

and crime, political freedom and having a voice in society (see Health Status 

Report, 2005).  

 Although the generally agreed perception of the police by the Pakistan 

public is that it is the most corrupt department in Pakistan, the concept of what 

corruption means to policemen in Pakistan has never been explored. Other specific 

questions can be raised, such as what kinds of police integrity violations and 

corruption occur, and to what extent do police accept this corruption. This research 

distinguishes between perception of integrity violations, the occurrence of these 

violations in their respective departments, and the extent to which the police find 

these acceptable. From a policy perspective this distinction is necessary for a clear 

understanding of corruption among policemen who have long been blamed for this 

in Pakistan. For instance, if police officers see a form of behaviour frequently but 

also find it acceptable, how should the government or higher officials react? 

Should they make it legal for the police, or do they need to provide more education 

or training? Lastly, what are the factors that seem important in eyes of policemen 

for controlling corruption or enhancing integrity?  

 These questions are in line with the purpose of this research to examine the 

relationship between integrity violations and the presence of factors that might 

influence these. In more specific terms, this research will explore the factors that 

might influence integrity violations (including corruption) in the Pakistani context, 

and what police officers in Pakistan perceive to be important for them and for their 

organisation in pursuance of controlling corruption.  

 

1.2. Problem definition 

 

This study began with the central research question of How corrupt are (traffic) 

police forces in Pakistan and what factors influence corruption within that police 

force?, and  

What lessons can be learned from that to improve police integrity? 

The individual components of this central research question are the degree of 

corruption in the police, the factors that are of influence on this and the lessons to 

be learned. Thus this research incorporates several organisational factors that might 

influence integrity violations and also assesses organisational integrity in terms of 

incidence and prevalence, of the view of moral acceptability and what is considered 

to be an integrity violation. These integrity violations are measured by the 

frequency of twenty five different items observed by the respondents. It assesses 

which behaviours the respondents perceive as integrity violations. In addition, it 

also examines the effects of existing factors (influential in controlling integrity 

violations) on prevalence and acceptability of integrity violations among the 

respondents. All these elements are further clarified and operationalised below. 
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 Answering the central research question requires detailed discussion of a 

number of theoretical and empirical questions. Specifically, on the basis of 

prevailing theory and empirical literature, the discussion will answer the following 

questions: 

1. How are ‘corruption’ and ‘police corruption,’ and ‘police integrity’ defined and 

interpreted in academic literature? 

2. According to academic literature on corruption, police corruption and police 

integrity, what factors are considered to be of influence in combating 

corruption and enhancing integrity? What do theories and theoretical 

approaches presuppose about the relationships between influential factors and 

prevalence and moral judgment of integrity violations, and what has been 

established empirically? 

 

Empirical sub-questions that are explored in this research on three traffic police 

force in Pakistan are: 

1. What behaviours do police officers (at different levels) in Pakistan consider to 

be corrupt and integrity violations? 

2. What is the perception of police officers in Pakistan with respect to the 

occurrence of corrupt behaviour and integrity violations in their department?  

3. How acceptable do Pakistan police officers find the occurrence of corrupt 

behaviour and integrity violations?  

4. Which conditions and factors that might influence corruption (control) are 

present in the police forces that are investigated?  

5. Which factors are important for corruption control in the perception of the 

police (officers)? 

6. What lessons can be learned to improve integrity among police in Pakistan? 

 

In order to answer these research questions this study will consider and compare 

three case studies of different traffic police forces in Pakistan, as presented in 

chapters 5-7. In each case study, integrity violations and factors that are of 

influence are scrutinised. With respect to integrity violations, three different 

questions are answered, concerning the perceptions of those in each case study in 

regard to the occurrences, moral acceptability and different behaviour as integrity 

violations. With respect to influential factors, different questions are asked on the 

salary and reward system, recruitment and selection process, organisational culture, 

training quality, supervision and control and leadership to assess the perception of 

the respondents in relation to integrity violations control. The proposed conceptual 

model for this research is shown schematically in Figure 1.1 and 1.2. 
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1.3. Corruption and integrity violations 

 

Corruption and integrity are often mentioned together, but have opposite meanings. 

A brief definition of corruption is the abuse of public office for private gain 

(Lasthuizen, Huberts and Kaptein, 2002). This definition is very similar to the 

definition adopted by the Pakistan National Anti-corruption strategy. According to 

that, corruption is “behaviour on the part of office holders in the public and private 

sectors, in which they improperly and unlawfully enrich themselves and/or those 

close to them, or induce those to do so, by misusing the position in which they are 

placed” (NACS, 2002: 5). Putting it simply, corruption is the misuse for private 

benefit of power entrusted to someone. In this research the definition by Lasthuizen 

et al. (2002) is adopted as it incorporates all violations of moral norms and values, 

and can be applied to both financial and non-financial gains received as a result of 

corrupt acts1.  

 The term integrity has many meanings (Huberts, 2005) and can be defined as 

“commitment in action to a morally justifiable set of principles and values, where 

the criteria for moral justification is reality- not merely the acceptance of values by 

an individual, group or society” (Becker, 1998: 157) or as ‘the quality of being 

honest and upright (Dean, Bell and Lauchs, 2010: 208). The moral nature of these 

values and norms is judged in terms of right, just or good conduct. Whereas values 

are principles that should have a certain weight in a choice of action (what is good 

and should be done or bad and should not), norms dictate which behaviour is 

morally correct in a given situation (Lasthuizen, 2008: 4). Integrity is associated 

with virtues such as purity, solidarity, involvement, intactness, sincerity and 

scrupulousness (Montefiore and Vines, 1999 in Kaptein and van Reenen, 2001). 

The concept of integrity often refers exclusively to a characteristic that only 

human beings can have. However, organisations can also have integrity (Kaptein 

and van Reenen, 2001). The term organisational integrity refers to the integrity of 

individuals working in the organisation both internally and externally (Klockars, 

1997). Integrity of law enforcement agencies has been defined by Fijnaut and 

Huberts (2002: 4) as “the quality of acting in accordance with the moral values, 

norms and rules accepted by the body politic and the public”. For the purposes of 

this research, organisational integrity is taken to be the quality of behaviours 

among the employees in accordance with norms, values and rules that have 

obligations within the organisation and the external environment. Integrity 

violations can simply be defined as deviations from these moral values, norms, 

rules and obligations. These will be discussed at length in the following chapter.  

In order to answer the research questions, this research employs the typology 

of integrity violations developed by Roebuck and Barker (1974), Huberts, Pijl and 

Steen (1999), and Lasthuizen, Huberts and Heres (2011). However, some 

modifications have been made to make it fit and to operationalise it for Pakistan, 

                                                 
1 For details on different definitions see section 2.2. 
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and particularly for traffic police in Pakistan. The integrity violations are 

corruption, bribery, fraud, theft, discrimination, corruption of authority, 

opportunistic theft, shakedowns, fixes, sexual harassment and other minor 

violations such as falsely reporting sick, misuse of resources etc. The types of 

integrity violations considered in this research are mentioned in the Appendix (A). 

This research measures empirically the perceptions of the policemen of these 

integrity violations; how often do they see such violations in their respective 

departments and to what extent do they perceive such behaviours as acceptable. 

This research also measured the employees’ moral judgment of these integrity 

violations. In addition, it recorded the perceptions of the policemen in regard to 

whether they consider such behaviours as integrity violations. This is very relevant 

and a point of concern for policy makers to know  whether a form of behaviour 

occurs quite often in their organisations and whether employees have neither 

knowledge nor information that this sort of behaviour is a violation of integrity 

with regard to both the  organisation and the general public. A perceptional survey 

has been designed for this research, incorporating the above mentioned integrity 

violations. In this research the terms corruption and integrity violations are 

sometime used side by side. The reason being that although integrity violation is a 

broader concept than corruption it is not comprehensible to the majority of 

respondents in Pakistan, rather the term ‘corruption’ is used more generally for all 

types of deviant behaviours.  

 

1.4. Corruption: Contributing factors 

 

Ivkovic (2005) rightly stated that corruption control is a complicated process, 

involving a number of heterogeneous functions from providing resources for 

corruption control to monitoring the propensity for corruption. The literature on 

corruption control shows much diversity with many studies suggesting different 

approaches. The selection of factors for corruption control and enhancement of 

integrity have been made on the basis of those recurring frequently in the literature. 

 Over the past three decades a large body of literature has been produced on 

the issues relating to police and policing worldwide. Decades of experience suggest 

that if you look for corruption in any police agency, you will find it. Therefore the 

connection between malpractices and misconduct and the police is evident in 

almost all parts of the world, either developed or developing. Much has been 

written on the control of police deviances: the existing literature shows that issues 

of corruption have been explored more theoretically than empirically (Goudie and 

Stasavage, 1997). The phenomenon of corruption is very complex and there is no 

single strategy for control (see Klitgaard, 1991; Newburn, 1999; Punch, 2000; 

Ivkovic, 2005), therefore this research presents an eclectic view of all the possible 

factors that might influence corruption and integrity violations among policemen. 

In addition, the most recurring factors are selected from the literature on police 

corruption control and integrity violations to examine the traffic police in Pakistan. 
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There are many researchers (Sherman, 1985; Newburn, 1999; Punch, 2000) 

who have theorised and investigated the reasons for police involvement in deviant 

behaviours. For instance, Sherman (1978) focused on causes of police corruption 

by narrowing it down to organisational influence, personal influences and external 

influence. According to Sherman, police are not immune to “pressure”, that is 

pressures with which police contend during the course of their duty. He identifies 

the following influential factors which might influence police corruption. These are 

discretion, low managerial ability, low public visibility, peer group secrecy, 

managerial secrecy, status problems, and association with criminals. Punch (2000) 

claims that with the support of senior officers, police are “initiated” into deviant 

behaviours by providing justification and rationalisation for their conduct. Punch 

(2000) identifies the negative police culture as a cause of promoting corruption. 

Crank (1998) also confirms the culture of police as a factor that influences 

corruption and deviant behaviours. According to him, this culture fosters solidarity, 

secrecy and cynicism among policemen and by which an esprit de corps is 

established. 

There are number of other factors within the police organisation as well as in 

the environment that can be identified as possibly contributing to police corruption. 

Some of these are organisational in nature while others are related to police work 

itself (Loree, 2009). These factors are identified as culture; organisational 

structure and process, leadership, personal related factors and political 

environment. The culture is often cited as a common factor in police corruption and 

integrity violations (Chan, 1996; Crank, 1998; Punch, 2000; Klockars et al., 2000; 

Skolnick, 2002; Asad, 2009). Culture encompasses a ‘code of silence’ and ‘sub-

culture’ in which employees cover up or protect the interest of colleagues who 

violate the law. Organisation structure and process are related to sub-cultures in 

police organisations. Moran (2002: 142 in Loree, 2009: 11) describe it as “being a 

part of a specific team,” which can lead to pressure to conform to the team culture 

with the possibility of pressure to engage in corrupt behaviour (Crank, 1998). 

Leadership is an important factor for controlling police integrity violation, 

influencing either directly or indirectly. Leaders are role models and they steer the 

employees toward their goal, which is the enhancement of integrity of individuals 

and organisations (Schein, 1995, 2010; Punch, 2000; Trevino and Brown, 2005; 

Kayes, Stirling, Nielsen, 2007; Lasthuizen, 2008). Personal factors contribute to 

integrity violation when accompanied by weakened screening procedures, 

recruiting marginally qualified individuals and perceived career limitations. The 

political environment influences police work and integrity because they function 

within society. Serious problems arise when the police is aligned with the political 

and economic elites in a given country in order to supplement their meagre income 

(William, 2002) and when considerable pressure is exerted on all ranks (especially 

senior ranks), and when it becomes difficult to resist by individual police officers 

and the organisation as a whole (Heywood, 1997; Noor, 2009). 

While examining the institutional and cultural factors that account for police 

corruption and integrity violations, William (2002; cf. Newham, 2002) identifies 
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four major areas where deficiencies lead to deviant behaviours - recruitment, 

training and promotion, resources, such as pay and equipment, systems and 

accountability within departments, courts and the law and cultural traditions that 

inhibit development of professional police standards. Klockars, Ivkovic and 

Haberfield (2005) also confirm that recruitment, selection and training are the key 

components shaping the environment of integrity within police agency. In the eyes 

of Klockars et al. (2004) it is imperative to address these factors to change police 

culture and enhance integrity among policemen. Rauch and Evan (2000) also 

analysed empirically the Weberian hypothesis and concluded that meritocratic 

recruitment reduced the level of corruption in some countries. They defined 

meritocratic recruitment as the existence of competitive formal examination and 

possession of university degrees. 

To make police more accountable and effective the United States Agency for 

International Development (2007) presented a toolkit. This toolkit takes into 

account many factors at national and organisational level, being laws and 

standards, transparency, external supervision, internal accountability, pay and 

conditions of service. The pay and conditions of services encompass reliable 

salary, meritocratic recruitment, proper training, and proper rotation mechanisms. 

The most comprehensive framework has been presented by Klitgaard (1991: 94-

95). The factors he identifies are the selection of honest persons, salary increases 

and rewards for honest acts, penalisation of corrupt behaviours, an environment for 

the detection of deviant behaviour and support for whistleblower(s), the reduction 

of discretionary authorities, the rotation of staff, provision of training and changing 

organisational culture. Therefore this research examines the possible influential 

factors to explore empirically the influence of these factors in corruption control 

and enhancement of integrity among policemen in Pakistan. However, it is not 

possible to address all possible factors of influence, only the most prominent and 

recurring at organisational level (see Table 1.1 and Figure 1.1).  

 

Table 1.1 Conditions and factors influencing corruption (Control) (Micro, 

Meso and Macro Level) 

 
Work-related 

Financial remunerations (salary) 

Reward system (efficiency, honesty) 

Type of work: amount of discretion, type of task  

Organisational 

Structure: recruitment/selection: merit based; control/supervision and accountability 

(checks and balances); rules on integrity/corruption; investigation (proactive? sanctions?) 

Culture: informal relations incl. code of silence; organisational values and norms; (pre) 

job training (on competences, ethics) 

Leadership: operational, strategic 

Environmental/external 

Political will and intervention (institutions) 

Social environment: community attitudes (expectations); social-economic conditions  
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These factors are salary and reward, merit recruitment and selection, supervision 

and control, organisational culture, training quality, socio-economic and political 

conditions and leadership. In addition, the relationship of these factors with the 

frequency and moral acceptability judgment of integrity violations within the 

organizational context is explored, and whether satisfaction with these factors lead 

to the perception of policy effectiveness against integrity violations is investigated.  

 

Figure 1.1 Conceptual Model 

 

 

 

 

1.5. Research population: The traffic police in Pakistan 

 

Undoubtedly, police corruption is detrimental for society as whole (Goldstein, 

1975; Ivkovic, 2005; Alexander, 2009; Mathenge, 2014). It is crucial as policemen 

are entrusted with the tasks of regulating the law, following the rules and 

maintaining social and moral order (Chattha and Ivkovic, 2004); and the police is 

also considered as round the clock representative of the government (Manning, 

1997). Therefore controlling corruption in the police and the enhancement of 

integrity is imperative, and a necessary condition for credibility and legitimacy of 

the police force (Punch, 1985; Huberts, 1998; Newburn, 1999). 

 Unfortunately the police in Pakistan is an under-researched area. In recent 

years few attempts have been made to explore this institution in the context of the 

growing law and order situation in the country. However, rare attempts have been 

made to meaningfully explore the police organisation empirically and in which 

factors for success or failure have been explored from the perspective of the 

policemen themselves. Therefore it is the objective of this research project to 

contribute to the little that is known about the phenomenon in the Pakistani context. 

Organizational factors 

 

Corruption /integrity 

violations 

External environment 

 

Individual factors 
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It is important to recognise what works for police agency for promoting 

integrity in the Pakistani context. For this purpose one must look for success 

models and study the strategic policy choices available and attainable. Thus in this 

research two case studies have been selected from the police organisation that has 

earned appreciation from general public in Pakistan, which is not always the case. 

A third case study is selected for comparison purpose, and where no reforms or 

restructuring has occurred. The focus has been limited to traffic police in Pakistan, 

where after some restructuring, an island of integrity has been created, which will 

be explored here, along with the extent to which policemen (from restructured and 

non-restructured) are satisfied with the existence of factors in their respective 

organisations, and how these factors have influenced the perception of the 

policemen in the observance and moral acceptability judgment of integrity 

violations.  

 

1.6. Structure and outline of the book 

 
This thesis (book) is divided into four parts, the first comprising of introduction to 

research problems, different concepts used and case selections. Part II consists of 

three chapters that make up the theoretical, methodological and contextual 

framework. Chapter 2 provides an overview of the literature on the central 

concepts of corruption, integrity violations and control mechanism as suggested 

theoretically and empirically. Chapter 3 gives an introduction to Pakistan to 

understand the social, political and administrative setup in the country, and 

provides a brief description of police organisations and problems of corruption, and 

anti-corruption measures. Chapter 4 describes the research design and 

methodology. Part III presents the findings and consists of three empirical chapters 

(5-7) on different traffic police forces. The order of case studies and chapters are 

Islamabad traffic police, Rawalpindi City traffic police and Attock traffic police. 

Each chapter starts by introducing the case study, purpose of selection, profile of 

the city, profile of the police force and then the findings on the perceptions of 

integrity violations (occurrences, acceptability and perception) and factors that 

influence integrity violations. Part IV consists of two chapters - Chapter 8 (cross-

case comparison) in which the findings are compared, with some quantitative 

analyses and Chapter 9, which consists of conclusions and discussion, answering 

the central research question, and closes with discussion of the results and the 

implications of the research findings. 
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2. Theories on Police Corruption 
 

 

2.1.  Introduction 

 

The concept of corruption is regarded as complex, complicated and difficult to 

grasp, particularly as there are different ideas of what constitutes corruption 

(Huberts, 2010). However, without deep insight into the concept it is not possible 

to develop effective anti-corruption strategies. Bearing in mind different facets of 

corruption, including moral, social, political and economic, many different 

interpretations have been posited by researchers and practitioners (see 

Heidenheimer and Johnson, 1989). Nevertheless these are considered as working 

definitions because they vary according to the purpose for which they are used 

(Mills, 2012). Corruption can occur in different forms, in different types of 

organisations, and at different levels within the organisations, therefore different 

causes and preventive measures can be suggested. Comprehending the causal 

factors is important to understand the success or failure of anti-corruption 

initiatives in a given country or organisation (Huberts, 2010).  

This chapter reviews the relevant literature on corruption and police 

corruption control, beginning by clarifying those concepts (and integrity violations) 

as used in this study (see section 2.2). Section 2.3 addresses briefly various 

typologies of police corruption. Section 2.4 gives a short description of causes and 

conditions leading to corruption and police corruption, along with different 

theoretical approaches to the causes of corruption. In section 2.5 different causal 

factors are grouped together and explain the adoption of a multi-approach to the 

cause of corruption. In the final section 2.6 we build a conceptual model for this 

study on the pertinent causes, conditions and factors of police corruption in 

Pakistan. 

 

2.2. Corruption and police corruption: The concept 

 

There is a lack of consensus with regard to which behaviours to include or exclude 

in the concepts of corruption and police corruption to get a clear understanding of 

them, what they entail and how they should be defined (see Heidenheimer and 

Johnston, 1989; Johnston, 1996; Tanzi, 1998; Noor, 2009; Sayed and Bruce, 2010). 

One scholar uses an interesting analogy2, according to which, [corruption is] “like 

an elephant, even though it may be difficult to describe, it is generally not difficult 

                                                 
2 Guy Peters (2010: 85), describes it in similar way. According to him, corruption, however, 

is often like Justice Potter Stewart’s idea of pornography---he could not define it but knew 

it when he saw it. Therefore, corruption covers a range of behaviours that are beyond the 

pale of what is now commonly accepted behaviour in the industrialised democracies. 
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to recognize when observed” (Tanzi, 1998: 8). Although, there are some agreement 

on the particular behaviours that connote corruption (see Tanzi, 1998; Peters, 

2010), no-one has ever devised a universally satisfying ‘one-line’ definition 

(Johnston, 1996). Due to this lack every article on these topics starts with an 

overview of numerous definitions (de Graaf, von Maravic, and Wagenaar, 2010).  

In the following pages, a succinct overview of debates on definitions will be given.  

The chapter will also delineate the basic characteristics, various types, different 

modes and related concepts of corruption and police corruption. It is pertinent to 

note that the aim of this research is not to contest the definitions or to give an 

overview of the whole body of literature on these concepts; rather the aim is just to 

understand what these concepts mean and to demonstrate this in the context of the 

police organisation. 

On the concept of corruption, Huberts (2010: 147) stated that “[it] is often 

considered as complex, complicated and difficult to grasp, and has resulted in the 

notion that defining it, is “mission impossible”. However, he adds that complexity 

is not a serious conceptual problem but arises mainly because of disagreements 

among practitioners and scholars on the subject. As numerous definitions from 

different perspectives have been presented by scholars, there are no true or false 

definitions. Robert William (1976: 41), also noted that “there are many definitions 

of corruption as there are species of tropical plants,” but he adds that no definition 

is true or false, but rather ‘like a proposal of marriage; it may be accepted or 

rejected but the proposal itself cannot, in any meaningful sense, be said to be true 

or false’. Therefore, this research will not select one definition and reject all others 

but select one that best serves our purposes.  

Linguistically, the term corruption refers to adulteration, contamination, 

perversion and destroying the wholesomeness of anything (Noor, 2009). This 

definition implies the change of a thing from pristine and “good” to rotten and 

“bad”, and in broader term it subsumes different kinds of wrongdoings. It is 

derived from a Latin word ‘corruptus’, to destroy or decay (Robbins, 2000: 425), or 

a Latin verb ‘rumper’ meaning to break, i.e. something (either moral behaviour, or 

legal system) is broken or violated by corruption (Khanifer, Saeedi, Aeen, and 

Zarei, 2012). Conventionally, corruption is understood to be, and referred to, as the 

private wealth-seeking behaviour of someone who represents the state or public 

authority. 

Corruption once had a much broader meaning than it does today, and was 

used to refer less to the actions of individuals than to the moral health of whole 

societies (Johnston, 1996: 322). For instance, in the Aristotelian view, men’s 

insatiable desire to have more is the basis of his corruption. Plato associates the 

corruption of human nature and the city with dominance of the avaricious part of 

the human soul. For Machiavelli, corruption is the decay of citizen’s virtue, and for 

Rousseau corruption is the natural corollary of the struggle for power (Dobel, 1978 

in Noor, 2009). However, with the passage of time, meanings of corruption have 

contracted and now refer to specific actions by specific individuals, holding public 

position and seeking to use this influence (Johnston, 1996). Building on this, 
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different scholars presented different definitions of corruption that focus on public 

office and the (ab)use of it. These definitions are described as classification of 

behaviours, as can be seen below. 

In the quest to define the term ‘corruption’ Heidenheimer and Johnston 

(1989; 2002: 7-9) distinguished three types of definitions used by social scientists 

representing divergent schools of thoughts. These are public office-centred, public-

interest centred and market-centred definitions. The definitions of scholars such as 

David Bayley (1966), Joseph Nye (1967), and Samuel Huntington (1968) 

definitions fall under the first type. The best-known and most cited definition of 

corruption is provided by Nye. According to him, [corruption is] “behavior which 

deviates from the formal duties of a public role because of private-regarding (close 

family, personal, private clique) pecuniary or status gains; or violates rules against 

the exercise of certain type of private-regarding influence” (Nye, 1967: 417). The 

second type is market-centred and the definitions of such as Jacob van Klaveren 

(1957) and John Leff (1964; 1989) belong to this type. According to van Klaveren, 

“a corrupt civil servant regards his public office as business, the income of which 

he will…seek to maximize. The office then becomes a ‘maximizing unit’. The size 

of his income depends…upon the market situation and his talents for finding the 

point of maximal gain on the public’s demand curve” (1957: 39 cited in Noor, 

2009: 111). The third type is public-interest-centred definitions, and those by 

scholars such as Carl Friedrich (1966), Arnold A. Rogow and H.D. Lasswell (1963) 

fall under this type. According to Friedrich, “the pattern of corruption can be said to 

exist whenever a power holder who is charged with doing certain things, i.e. who is 

responsible functionary or officeholder, is by monetary or other rewards not legally 

provided for, induced to take actions which favor whoever provides the rewards 

and thereby does manage of the public and its interests” (1966: 74 cited in 

Johnston, 1996: 324). 

This tripartite division of typology of definitions on corruption is the most 

cited in literature. To summarise, the first definition stresses the normal duties of 

public power holders; the second emphasises the maximisation of private interest; 

and the third is misuse of power that damages the public interest. By and large, all 

these definitions relate to public power holders who misuse their power for private 

interest. These attempts to classify behaviour allow us to identify patterns of 

corruption, take into consideration institutional and political reforms and analyse 

the consequences of various corrupt actions (Johnston, 1996: 324). 

Although frequently cited in literature, all these behaviour-focused 

definitions also raise problems and invite criticism. For instance, the first definition 

completely rules out any investigation of corruption in pre-bureaucratic systems3. 

                                                 
3 For instance Jacob van Klaveren (1957) in his historical evolution of corruption has 

remarked that by definition corruption could not exist under a monarchy and states 

functioning on constitutions built upon the idea of popular sovereignty. Moreover Bert F. 

Hoselitz (1959) in his historical study of performance levels and bureaucratic structures has 
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The second definition has been criticised for being more concerned with mechanics 

and circumstances of corruption than the actual definition of the phenomenon. The 

last definition has been criticised for ‘confusing the phenomenon with it 

consequences’ (for details see Heidenheimer and Johnston, 2002: 41-8; Noor, 2009: 

110-12). Furthermore, there is hardly any agreement on the meaning of ‘misuse or 

abuse’; it might also be far from clear what constitutes a public role or resources or 

private benefit. Therefore there are many large grey areas in this behaviour-

classifying definition of corruption (for details see Johnston, 1996). 

 A somewhat different approach is adopted by Klitgaard (1988) and draws on 

the framework of principal-agent-client (PAC)4. It is still linked to official 

behaviour, but it is grounded in the analysis of interactions, rather than classifying 

acts of corruption. According to Klitgaard, “this approach defines corruption in 

terms of the divergence between the principal’s or the public’s interest and those of 

the agent or civil servant: corruption occurs when an agent betrays the principal’s 

interest in pursuit of her own” (1988: 24). Klitgaard’s approach leaves room for a 

notion of the public interest in the form of the principal’s interest. However, a 

general problem is that it is well suited to the analysis of bureaucratic corruption, 

but might not fit for other forms5 of corruption (Johnston, 1996).  

Many definitions give corruption as the misuse of power for private interests. 

For example, Transparency International and World Bank define corruption as “the 

misuse of public power for private gain” (Tanzi, 1998; Lasthuizen, Huberts and 

Kaptein, 2002; Transparency International, 2009). This definition emphasises the 

occurrence of corruption at the interface of public and private sectors, where a 

public official has discretionary power to, distribute or withhold resources to the 

private sector (Rose-Ackerman, 1999). In other words, this definition captures three 

elements of corruption. One, corruption occurs in both the public and private 

sectors. Two, it involves abusing power held in a state institution or private 

organisation6. Three, a bribe-taker as well as a bribe-giver benefit from this 

transaction. According to Huberts (2002: 4), this is a narrow definition that makes 

corruption a specific type of violation against the moral norms and values of 

political and administrative behaviour. In addition, corruption is not always about 

                                                                                                                            
also employed a market oriented definition of corruption. Both of these studies are to be 

found in Heidenheimer (1978) (Excerpt from Noor, 2009). 
4 Principal is that person or entity, for instance department head, charged with carrying out 

the public function. Agent is one who actually performs the operational functions of the 

agency. Client is private individual with whom the agent interacts (for full presentation of 

this framework see Klitgaard, 1988) 
5 Such as market corruption; patronage network; cronyism; nepotism etc (see Johnston, 

1996) 
6 Indeed instances of corruption can be seen in private sector too. Tanzi (1998) clarifies that 

it exists especially in large private enterprises, as for example in procurement or even in 

hiring. Putting differently, it most probably occurs when people misuse offices 

(organization position in a firm) for personal gains (see Shabir and Anwar, 2007). 



15 

 

 

 

personal gain or profit, as in this definition. As Huberts (2010: 147) asks, whether 

“misusing office for private profit is always corruption or it is conditional on 

whether there is third party involved?” If so, then all improper influence (active and 

passive) should be included.    

In this research corruption is defined as “behavior on the part of officials in 

the public sector, whether politicians or civil servants in which they improperly and 

unlawfully enrich themselves or those associated with them, by the misuse of the 

public power entrusted to them” (Fijnaut and Huberts, 2002: 4). This is the 

preferred definition because it is broader than the previous one, as it not only 

incorporates private profit for the officials but also of those associated with them. 

This definition also incorporates all violations of the moral norms and values7, and 

can be applied to both financial and non-financial gains received as a result of 

corrupt acts. In addition, it is similar to the one used in Pakistan National Anti-

Corruption Strategy (2002: 5),  

To comprehend corruption, the question arises how to identify and differentiate 

corrupt acts8 from non-corrupt acts? For that one needs to understand the nature9, 

characteristics and typology of corruption, as these further our understanding on the 

meaning of corruption. These are discussed in following sections. 

 

Nature of corruption 

 

On the nature of corruption, Luo (2005: 122-4 italics in the original), describes 

different natures of corruption. First, corruption is context-based, i.e. it depends on 

the individual, ideology, culture or other context, and also the term ‘corruption’ can 

mean different things to different people; second, corruption is norm-deviated, i.e. 

the person bribed must necessarily be acting as an agent for another individual or 

organisation  since the purpose of bribe is to induce him to place his own interests 

before of the objectives of the organisation for which he works; third, corruption is 

power-related (i.e. for a corrupt transaction the corruptor or bribed must be in 

position of power or has discretionary authority) for corruption depends on power; 

                                                 
7 These norms and values are elaborated below (in section 2.3.1). 
8  In order to understand these corrupt acts, one needs to understand different classifications. 

For instance, Transparency International differentiates ‘according to the rule’ corruption 

and ‘against the rule’ corruption. When a bribe is paid to receive preferential treatment for 

something that the bribe receiver is required to do by law, it is considered as according to 

rule corruption. On the other hand, when bribe is paid to obtain services the bribe receiver 

is prohibited from providing, it is considered as against the rule corruption (Lehtonen, 

2013: 12). This research considers both as corruption. 
9 There is difference between nature and characteristics: nature is a thing’s deeper, more 

innate character. This includes features that might not be so obvious to an observer. On the 

other hand characteristics are the ways that make something distinctive or ways an observer 

can identify it. 
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fourth, corruption is virtually covert, (i.e. it is hidden and it is informal); fifth, 

corruption is intentional (i.e. illegal misconduct might not necessarily be corruption 

if there is no personal gain); and lastly, corruption is perceptional, (i.e. it relates to 

individual behaviour as perceived by the public as well as political authorities, and 

can further be classified as ‘white’, ‘black’ or ‘grey’). White corruption is generally 

tolerated by mass opinion, as concluded by Luo (2005), whereas, grey and black 

are condemned. 

 

Characteristics of corruption 

 

The characteristics identified by Alatas (1968: 12-15), in his earlier social 

description of corruption, are summarised by Noor (2009: 116-17). These 

characteristics overlap at few points with the nature of corruption mentioned above, 

but these multiple characteristics holds good for most of the prevalent definitions of 

corruption. The first characteristic is the need for more than one party to turn any 

deal or transaction into a corrupt one. Second, the inherent quality of the 

phenomenon is stealth and secrecy. Third, there is an indissoluble association 

between mutual obligation and bilateral benefit, which need not always be 

monetary. Fourth, perpetrators of corrupt activities usually seek any lawful 

justification as a smokescreen for their activities. Fifth, persons involve in 

corruption need definite decisions and they can influence those decisions. Sixth, 

corruption demands deception of the public body or society as a whole. Seventh, 

betrayal of trust is an intrinsic part of corruption. Eighth, corruption involves a 

contradictory duplication of functions: this means the provision of a service that an 

individual offers, is at the same time an act on behalf of his office and an action for 

self-enrichment. Lastly, any corrupt transaction undermines the concept of duty and 

responsibility under the civic order within which it is taking place. This list of 

characteristics, Noor adds, might not be exhaustive, yet it contains a sufficient set 

of criteria to identify the phenomenon of corruption from the acts of criminal 

behaviour, maladministration, mismanagement or inefficiency (cf.: Huberts and 

Lasthuizen, 2014). It must be noted that all these characteristics do not belong or 

can be applied to each type of corruption (also compare Tanzi, 1998). Furthermore, 

corruption manifests itself in multiple forms and shades.  The varieties are 

abundant, but for analytical facilitation corruption is divided into three major 

categories10 (i.e. political, bureaucratic and judicial corruption) (Noor, 2009: 120).  

                                                 
10 There are also other common distinctions of corruption in literature. Firstly, corruption is 

divided into grand corruption and petty corruption. Grand corruption refers to misuse of 

public power by the heads of state, ministers and senior officials for private gain and 

includes the exchange of large sums of money and major decisions or contracts. Petty 

corruption involves low-level officials and refers to smaller sums of money extorted as 

bribes or embezzlement for carrying out – or not carrying out –their duties or alternatively 

the illegal use of public resources by these officials (Lehtonen, 2013: 12). 
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Building upon the above definitions, nature and characteristics, various illicit 

activities are identified and distinguished as corruption, such as kickbacks, bribery, 

nepotism and extortion. All these activities fall within the basic parameters of the 

definitions of corruption. Alatas (1968 in Noor, 2009: 118), an earlier scholar on 

the subject, divided corruption into three types - extortive, manipulative and 

nepotistic. According to Alatas, extortive corruption is a condition where one is 

forced to bribe, to defend or gain one’s right or need. Manipulative corruption 

refers to attempts to influence decisions in one’s favour in any area of life. 

Nepotism takes the form of “the appointment of relatives, friends or political 

associates to public offices regardless of their merits and the consequences on the 

public weal” (Alatas, 1999 in Napal, 2006: 5). However, the typology mentioned 

by Alatas, reflects the modes (methods) of corruption rather than types of 

corruption (Noor, 2009: 118; see also Tanzi, 1998; Napal, 2006). The types of 

corruption to which mostly scholars agree are described below. 

 

Typology of corruption 

 

The first type of corruption is a kickback, which refers to an illicit payment by a 

seller to a buyer for making a certain transaction possible. In other words, it is an 

official share of misappropriated funds from his or her organisation to an 

organisation involved in corrupt bidding (Huberts and Lasthuizen, 2014). The 

second type is bribery. This is most widely recognised manifestation of corruption 

and is widely perceived as synonymous with corruption (Johnston, 2000). This 

involves payment made personally to a government official in exchange for the 

(mis)use of his official power. Third type of corruption is known as extortion and 

refers to the illicit use of one’s official position to obtain funds, property or 

patronage from clients (Noor, 2009). The difference between bribery and extortion 

is in the former the demand is initiated by both the public official and client, while 

in the later, it can only originate from the public official, as the use of force of a 

public position (cf. Sherman, 1974). Sherman also sees extortion as border-line, 

because it involves the use of public office to obtain a bribe where there has been 

no ‘inducement’. Nevertheless concepts of bribery and extortion are intertwined as 

the conditions produce both the acceptance of and the demand for bribes. The 

fourth type of corruption is known as nepotism11 or cronyism, which refers to 

favouring of an official’s relative (nepotism) or personal friends (cronyism) that 

results in the form of illegitimate private gain. In other words, bestowing patronage 

or displaying favouritism to one friends, family or tribe without any regard to 

merit. 

                                                 
11 This term derive from French word ‘nepotisme’ or Latin work ‘nepos’ that mean 

‘grandson or nephew’ (Noor, 2009).  
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In addition to the above types of corruption, Huberts and Lasthuizen (2014) add 

influence peddling, embezzlement, patronage, and unholy alliance or collusion. 

According to them, influence peddling means selling one’s influence over a 

decision process involving a third party. Embezzlement refers to outright theft of 

entrusted funds, or a misappropriation of property. Patronage refers to favouring 

supporters based on loyalty rather than ability. Unholy alliance or collusion refers 

to a secret agreement for a fraudulent or deceitful purpose, especially to defeat the 

course of law (for details see Barker and Roebuck, 1974; Heidenheimer and 

Johnston, 2002; Noor, 2009; Huberts and Lasthuizen, 2014).   

This typology of corruption is not exhaustive. Moreover, whether all the 

types fit the definition of corruption—use of public power for illegitimate private 

gain—is questionable (cf.: Noor, 2009; Huberts and Lasthuizen, 2014). 

Nevertheless it provides an overview of the diversity of behaviours commonly 

thought of as (or related to) corruption, and interestingly, less disagreement can be 

found in the literature on these specific types of corruption (see Tanzi, 1998; 

Peters, 2010). 

 

Police corruption 

 

Like corruption, understanding and defining police corruption is much debated in 

the literature and is surrounded by conceptual confusion (see Sherman, 1974; Sayed 

and Bruce, 1998a; 1998b; Newburn, 1999; Punch, 2000). One cannot be sure if 

corruption refers to all crimes committed by the police, or just any behaviour seen 

to be inappropriate. Nevertheless many illicit practices found in police 

organisations are subsumed under the concept of ‘corruption’ although no 

satisfactory definitions of this concept exist (Johnston, 1996; Sayed and Bruce, 

1998). Before embarking on the issue of police corruption, related concepts, 

typology, causes and control etc., it is pertinent to note why the police12 holds such 

a pivotal position in the literature with reference to corruption.  

The word ‘police’ is derived from the Greek word ‘polis’ which means 

‘city’. It implies a civic organisation responsible not only for prevention and 

detection of crime but also for maintaining the rule of law (Imam, 2011). During 

the age of empires, the police was not only restricted to maintaining the rule of law, 

but also assisted the emperor to suppress rebellion, collect taxes, and ensure that the 

subjects not oppose the emperor. Therefore, police served as a private army for the 

ruling class and most scholars have discarded the presence of police as a state 

institution prior to the Industrial Revolution (Imam, 2011: 3). However, with the 

passage of time the role of police altered (i.e. now the emphasis is on public service 

                                                 
12 The word police is plural in English, while it is singular in Spanish (policia) Peral, 

Palomar, Ferrández, 1999). In this research, police is used as singular, rather than plural, 

since it refers to the police organisation/department in a given city or country. 
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rather than a tool of suppression). In addition to this altered role they are also given 

more responsibilities. 

In any society the police department is primarily responsible for providing 

security for the public against criminal activities. The police is responsible for 

controlling law and order and redressing the problems of society in related matters. 

It is also expected to deal with emergency situations like road accidents, natural 

disaster and acts of aggressions, and assist the sufferers and to cope with the crisis. 

To execute these duties, police are required to interact effectively with people to get 

information and resolve conflicts. Therefore the police in any country are fully 

responsible for maintaining harmony and the rights of the individual (Ahmed and 

Ahmed, 2012). As a result, it becomes even more crucial as police are assigned to 

tasks to regulate the law, follow the rules and maintain social and moral order 

(Fijnaut and Huberts, 2002; Chattha and Ivkovic, 2004). The police is also regarded 

as a state agency that controls the behaviours of other state officials. When the 

police deviates from these duties or indulge in corruption, for any reason, then 

societies suffer and there is no other obvious agency to which public can turn to 

uphold the law and maintain order (Kakar, 1998; Punch, 2000; Porter and 

Warrender, 2010). As Maurice Punch remarks, “policing is the state made flesh, its 

functioning reflects the health of civic and political life, deviance from the rule of 

law and from the norms of impartial, professional and accountable service 

undermines the legitimacy of the state” (2000: 322). What these deviations and 

corruption are, and how they can be defined are discussed in later sections. 

Generally the term ‘police corruption’ has been used to describe a multitude 

of sins. Brutality, fabrication of evidence, sleeping on duty, nepotism, racism, 

bribery and theft have all been described as corrupt police behaviour (Sherman, 

1974: 5; see also Newburn, 1999; Ivkovic, 2005), but as Sanja Kutnjak Ivkovic 

(2005: 15) asks, could these diverse violations fit under the umbrella of a single 

form of police misconduct (i.e. police corruption). Can corruption be differentiated 

from other forms of police misconduct? In this section, we will focus on the 

definitions of police corruption and the different types as described in the literature. 

The most probable causes of police corruption and its control are explained in later 

sections (2.4.3). 

There is no agreement among scholars on a definition of police corruption. 

As one scholar aptly observed that “no one has ever devised a universally satisfying 

‘one line’ definition of police corruption” (Johnston, 1996). In order to assess 

police corruption, it is important to establish what it entails and who it involves 

(Porter and Warrender, 2009), as corruption might vary from agency to agency 

(Ivkovic, 2005: 16). However, the disagreement on definitions among scholars has 

arisen because of different approaches toward the phenomenon. For instance, 

earlier scholars (McMullan, 1961; Sherman, 1974; Golstein, 1975) assumed that 

corruption is an individual aberration and that a “corrupt act by an officer serves a 

personal, and not an organizational, interest”. Klockars (1985) incorporates 

‘personal gain’ and ‘organisational gain’, which is also known as ‘noble cause 



20 

 
corruption’, in definitions. Later scholars (Punch and Gilmour, 2010: 10) extend it 

to organisation and opine that police corruption is an organisational deviance, 

where the organisation encourages or colludes in deviant behaviour, and there is no 

‘individual’ in an organisation.  Nevertheless, in all police corruption definitions, a 

common thread is that it involves an abuse of position, and what is corrupted is the 

‘special trust’ invested in the occupation (Newburn, 1999: 6).  

In quest of definitions, some scholars prefer a more precise and inclusive 

definition of the phenomenon (MacMullan, 1961; Goldstein, 1975; Wilson, 1978; 

Punch, 1985). For instance, McMullan’s (1961: 183-4) definition is considered 

sufficiently broad, and states that “a public official is corrupt if he accepts money 

or money’s worth for doing something he is under a duty to do anyway, that is 

under a duty not to do, or to exercise a legitimate discretion for improper reasons.” 

Some scholars include only money related deviant activities of the police into the 

definition (for instance, Wilson, 1963 in Newburn, 1999), while others define it 

very loosely in terms of ‘deviant, dishonest, improper, unethical or criminal 

behavior by a police officer’ (Barker and Roebuck 1974). Roebuck and Barker 

(1974: 8), proposed the definition of police corruption as “any type of proscribed 

behavior engaged in by a law enforcement officer who receives or expects to 

receive, by virtue of his official position, an actual or potential unauthorized 

material reward or gain.” Kleinig (1996: 166 in Porter and Warrender, 2009: 4) 

offers a similar description but incorporates an indication of why officers are 

corrupt, suggesting, “police officers act corruptly when, in exercising of failing to 

exercise their authority, they act with the primary intention of furthering private or 

departmental/divisional advantage.” All these definitions incorporate material gain. 

Many other authors (Goldstein, 1975; Lusher. 1981; Lynch, 1989) expanded their 

definitions to include varying forms of gain. For instance Lynch (1989: 166) said 

that “corruption occurs when a police officer acts in a manner which places his or 

her personal gain or benefit ahead of duty in the course of meeting responsibilities, 

resulting in violations of police procedure or violations of criminal law.” Similarly, 

Ivkovic (2005: 16) also limits herself to the achievement of personal gain, when 

defining police corruption. She says that, “police corruption is an action or 

omission, a promise of action or omission, or an attempt of action or omission, 

committed by a police officer or a group of police officers, characterized by the 

police officer’s misuse of the official position motivated in significant part with the 

achievement of personal gain”. In many definitions, personal gain (personal, close 

family, private clique) appears to be a crucial element in the context of police 

corruption. 

Some scholars (Price, 1972; Goldstein, 1975; Sayeed and Bruce, 1998) not 

only incorporate material or personal gain in their definitions but also add 

corruption of power, such as physical abuse or illegal searches and seizures. 

Goldstein (1975: 3) argues that, “corruption and physical abuse are sometimes 

inseparable. Police have, for example, been known to use force or threat of force to 

obtain payoffs. But most of the complaints alleging improper use of force do not 

include charges of corruption for personal gain.” Barbara Price (1972: 162) 
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describes both police brutality and corruption as forms of police deviant behaviours 

and distinguishes it by saying that police brutality is “typically triggered by 

emotional responses to frustration, anger, hate, and the like has as it goal 

satisfaction through release of tension.” On the other hand, “corruption is typified 

by behavior directed toward the goal of financial advantages (and sometime 

tangentially enhanced status).” On the same lines, Sayed and Bruce (1998) add 

occupational power to their definition. This element is important because the police 

receive the authority by virtue of their being an employee, rather than for the duties 

of policing (Barker and Carter, 1994). Sayed and Bruce (1998: 12) define police 

corruption as “any illegal conduct or misconduct involving the use of occupational 

power for personal, group or organizational gain.” 

Maurice Punch (2010: 11) expands it further and incorporates both the 

‘abuses of authority’ and ‘betrayal of trust’ in his definition. He emphasizes that, 

“corruption is fundamentally betrayal—betraying the office, the trust, the 

organization, the public and also one’s fellow officers.” He states that police 

corruption, “occur[s] when an official receives or is promised significant advantage 

or reward (personal, group or organizational) for doing something that he is under 

duty to do anyway, that he is under duty not to do, for exercising a legitimate 

discretion for improper reasons, and for employing illegal means to achieve 

approved goals” (Punch, 1985: 14). 

The common thread that ties together most of these definitions is that police 

corruption is an illegal behaviour of the officer in seeking some sort of gain either 

for himself, an organisation, family or friends. However, no single definition of 

police corruption is universally applicable or appropriate in every situation 

(Ivkovic, 2003). Since we have to adopt a definition to be able to deal with police 

corruption, it should be neither too broad nor constricting. We adopt Maurice 

Punch’s (2009: 18) definition of police corruption which refers to, “an officer 

knowingly doing or not doing something that is against his or her duty for some 

form of financial or material gain or promise of such gain.” However, for this 

thesis, we do not intend to concentrate only upon the more serious forms of police 

deviance (titled ‘corruption’) but also incorporate less serious behaviours (titled 

‘misconduct13’) (cf. Ede, 2009). In other words, this research also focuses on 

‘integrity violations’, which is more broader concept than corruption (see Fijnaut 

and Huberts, 2002). The choice of moving from corruption to integrity violations is 

explained in the following sections, but first we examine existing typologies of 

police corruption. 

 

 

                                                 
13 Misconduct is any violation of departmental rules or regulation that does not involve the 

receipt or promise of a material reward or gain for the police officer (Ede, 2009: 26) 
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2.3. Typologies of police corruption  

 

2.3.1. From corruption to integrity violations 

 

Like corruption, integrity is also a difficult concept whose content is much debated 

(Huberts, 2007; Lasthuizen, 2008). Integrity is defined as a characteristic or quality 

that refers to accordance with the relevant moral values and norms (Huberts et al., 

2007). Integrity is a quality of individuals (Klockars, 1997) as well as of 

organisations (Kaptein and Wempe, 2002). Whereas, ‘value’ is a belief or quality 

that contributes to judgments about what is good, right, beautiful or admirable and 

thus has weight in the choice of action of individuals and collectives. Norms show 

whether something is good or bad, right or wrong, beautiful or ugly. In other 

words, values and norms show “what is the right thing to do” (see Huberts et al., 

2007). When corruption is compared with integrity in terms of deviation from 

moral norms and values, it is considered as wrong or bad, as it is always deviates 

from right moral conduct. Once someone is labelled as corrupt, (s)he is morally 

judged in a negative way. This means that corruption is a morally loaded term and 

has a negative label, in contrast to integrity that has a morally positive label (see de 

Graaf, 2007: 44).  

When looking at the literature, a difference of opinion concerning norms can 

be seen 14 in discussions on corruption and integrity violations. A few scholars (de 

Graaf, Wagenaar, and Hoenderboom, 2010; Huberts, 2010) view corruption and 

integrity violations as violation of moral norms, while others see it as violation or 

deviation from legal norms (see for instance Khan, 1996). However, de Graaf 

                                                 
14 In addition, there are some researchers who see and analyse similarities between legal 

and moral norms, but in many cases difference do exist between these norms. According to 

Maria Ossowska (quoting Petrazycki, 1960: 251), “moral norms are norms which command 

without authorizing anybody to claim the deed commanded, while legal norms are not just 

unilaterally binding but give to others a right to claim the fulfilment of the norm”. In other 

words, the former are only imperative, while the latter have imperative-attributive 

character. She further, concludes that “this distinction is psychological one, and it is 

impossible to class a norm either as legal or moral, without knowing the state of mind of 

the person who makes use of it, the norm being legal when connected with a bilateral 

‘impulsion’ and moral when the impulsion is only unilateral. In other words, moral norms 

formulate criteria for the legitimacy of subjects' actions. By contrast, legal norms 

demonstrate a markedly higher level of institutionalization. Legal norms relate more to 

outward behaviour and less to the subjectivity of the self; they name criteria for legality that 

may have a compulsory character. Taken together, moral and legal norms thus determine 

whether a subject's actions are in accord with a society's accepted values.”  

(Excerpt from the link below on 29-05-2013). 

http://www.mpicc.de/ww/en/pub/forschung/forschungsarbeit/kriminologie/law_norm_crimi

nalization/philosophy.htm 
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(2010: 767) notes that “integrity violations can be, but not necessarily, legal 

violations” and also refer to integrity violations as ‘violations of integrity and or the 

law’. Thus, he incorporates both norms in his discussion on the subject.  On the 

other hand, Khan (1996) also clarifies legal norms by stating that “the legal norm 

based definitions involves deviation that are objectively observable, without 

questioning the morality or legitimacy of the legal norms themselves” (Khan, 1996: 

2). He emphasises objective observation, but he adds that identification can 

nevertheless be a problem, as legal norms change over time and vary across 

countries. Therefore, we also refer to integrity violations as violation of integrity 

and or the law, incorporating both moral and legal norms. 

Thus it can be inferred that norms change over time and space, and concepts 

like integrity violations and corruption are always considered morally wrong. It is 

also important to note that all norms are not shared by everyone at certain places 

and at certain times. This is evident from the fact that different officials are judged 

differently even when involved in the same kind of violation or receive the same 

illicit amount as a bribe. A comparison of research on public attitudes towards 

corruption concludes that, “over and over, the research found that respondents 

judged elected officials more severally than they judged appointed officials; judges 

more severely than police officers; bribery and extortion more harshly than conflict 

of interest; campaign contribution and patronage, harmful behavior more harshly 

than petty behavior” (Malec, 1993: 16 in de Graaf, Maravic and Wagenaar, 2010: 

170).    

From the above discussion we conclude that when corruption is more 

narrowly defined as “the abuse of public office for private gain”, then it infers that 

it is a specific type of violation against moral norms and values in political and 

administrative behaviours. However when broadly interpreted it becomes 

synonymous with all violations of moral norms and values, and becomes identical 

to the concept of “integrity” (cf.: Huberts, 1998; Fijnaut and Huberts, 2002; de 

Graaf, Maravic, and Wagenaar, 2010). In much research both the concepts of 

integrity violations and corruption are used side by side, as they supplement each 

other in interpretations. Fijnaut and Huberts (2002) also noted from the literature 

that “….both the conceptions are present in international discussion: corruption as 

the umbrella concept, covering all or most types of integrity violation or unethical 

behavior and corruption as a type of integrity”. This infers that integrity violation is 

something more than just corruption. Our choice for moving from corruption to 

integrity violations is based on a few reasons that have been adopted and modified 

from the study of Huberts and Lasthuizen (2014) and Lasthuizen, Huberts, and 

Heres (2011).   

Firstly, corruption offers a worthwhile but limited view on unethical conduct, 

especially within an organisation, so we need a more extended conceptual 

framework to understand the ethical and unethical empirical realities of government 

and governance (see Lasthuizen et al., 2011). It is certainly important to know 

about some specific types of corruption (which are also widely accepted) such as 
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bribery and extortion, but it is also important to discover more about other 

violations such as waste and abuse of public resources, discrimination, improper 

use of authority etc. Thus it seems advantageous to distinguish and use integrity 

violations rather than a few types15 of ‘corruption’. Secondly, the reason for 

adopting a broader and more complex framework is related to the diversity of 

phenomenon under study. Huberts and Lasthuizen (2014: 12) have rightly come to 

the conclusion that “umbrella concepts limit the possibilities for expanding our 

knowledge about unethical behavior (content, causes, effects, solution)”. In other 

words, when causes and consequences of corruption are investigated for the 

formulation of effective anti-corruption policies, a problem arises when dealing 

with different types of corruption. For instance, are patronage and favouritism 

caused by the same factors as bribery? Do they have the same effects? (Lasthuizen 

et al., 2011). The answer is ‘no’, because as Peterson (2002: 47) notes that “the 

causes for deviant behaviors might depend on the specific type of deviant behavior” 

and by differentiating between types and effects will enable more effective integrity 

policies. Furthermore, limiting ourselves to the content, causes or effects of few 

(deviant) types, will certainly compromise comprehension of the study on the 

subject. The third reason is related to the country and department with which this 

research deals. In Pakistan, in general, bribery16 is considered as corruption, and the 

police17 is considered as the most corrupt institution, largely because of demanding 

money (petty amounts) from the public (Chattha and Ivkovic, 2004; Transparency 

International, 2006, 2009). Other forms of deviance have been hardly touched on or 

discussed in the context of Pakistan. The broadening and integrating other 

misbehaviours will make the research less sensitive18 and safer for the respondents 

to reflect on this sensitive issue. 

 

2.3.2. Towards a typology of police integrity violations 

  

Many organisational researchers have developed typologies for employee’s ‘wrong 

behaviour’, which primarily covers a wide range of actions from withholding effort 

to disobeying orders to drug abuse in work place. They have been classified as 

                                                 
15 For details see Klitgaard (1988); Caiden (1988; 1991); Newburn (1999); Heidenheimer 

and Johnston (2002); de Graaf, Von Maravic and Wagenaar (2010). 
16 To the best of my knowledge, in Pakistan in general, only bribery is considered as 

corruption. This is also apparent from national anti-corruption agency prosecution cases; 

mostly those people have been targeted who are living beyond their means (implying 

money acquired through bribery).  
17  Although, every type of corruption that Roebuck and Barker (1974) identify can be 

found in Pakistani Police, this is analysed by Chattha and Ivkovic (2004) in “The contours 

of Police Integrity”, Sage Publications. However, they only show the presence of diverse 

types of corruption, rather than investigating these types among policemen themselves. 

They quote different sources that relate to different types of police corruption in Pakistan. 
18 Also to deal with ‘socially desirability biases’ 
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interpersonal and organisational according to whether they are directed towards 

individuals or the organisation (see Wilks, 2011: 9-22). These are classified 

according to the degree of gravity ranging from minor (showing favouritism) to 

serious (stealing, verbal abuse). Diverse terms are used to encompass such 

behaviours, such as, ‘deviant behaviour’ (Robinson and Bennett, 1995), 

‘organisational misbehaviour’ (Vardi and Wiener, 1966), ‘work place deviance’ 

(Robinson and Greenberg, 1998), ‘non-complaint behaviour’ (Puffer, 1987), 

(un)ethical workplace behaviour or (im)moral behaviours (Jones, 1991) etc to name 

a few. The matter becomes complicated when a deviant behaviour is lumped under 

the same heading as unethical behaviour. For instance, from an organisational 

perspective, a particular employee behaviour might be deviant but not unethical19 or 

vice versa (Trevino, 1986; Robinson and Bennett, 1995; Peterson, 2002; Wilks, 

2011; Lasthuizen and Huberts, 2014). 

The first typology that focuses specifically on police integrity is presented by 

Huberts (1998), drawn from the more general literature on corruption 

(Heidenheimer et al., 1989, Alatas, 1990; Anechiarico and Jacob, 1996; Caiden, 

1998) and more specific literature on police ethics and police integrity (Roebuck 

and Barker, 1973; Sherman, 1974; Punch, 1985; Kleinig, 1996). The resulting 

typology of integrity violations as described by Huberts (1998: 28-30 in Lasthuizen 

et al., 2011: 388) consists of nine types: 

 

 Police corruption (illegal use of organisational power for personal   gain, cf. 

Sherman, 1974) 

 Police fraud and theft 

 Dubious promises and gifts 

 Questionable sideline activities and jobs (‘moonlighting’) 

 Misuse of (access to) information 

 Discrimination and intimidation (of colleagues, citizens) 

 Misuse of power(s) (including misuse of legitimate purposes: noble cause 

corruption) 

 Waste and abuse of resources 

 Police crime (in private time) 

 

This first typology by Huberts (1998) was later validated empirically by Lasthuizen 

(2008) for standardised surveys in the field of ethics and integrity and for 

organisational (mis)behaviour research. Later it (of Huberts et al., 1999) was 

                                                 
19 For instance, behaviours motivated by loyalty to the organisation, such as engaging in 

deceitful advertising practices or dumping toxic waste in a river, may be considered 

unethical but not deviant. Conversely, disobeying such orders or blowing the whistle on 

them may be deemed ethical but deviant, depending on the point of view (social or 

organizational) (Wilks, 2011: 10). 
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extended and improved to make it useful for both the police and other local 

government organisations (see Table 2.1). Many different types of deviance from 

other research fields20 are compared in which researchers21 use such diverse terms 

as organisational, workplace, professional, or employee deviances, to describe 

different integrity violations. 

 

Which types of behaviour are parts of the broad category of integrity violations? 

Lasthuizen et al. (2011: 387-8) adopt a broader perspective, as does this research 

that includes: 

 

 All types of behaviour relevant to the organisation, behaviour within the 

organization, the interaction with external actors (citizens) and private time 

behaviour as far as it is considered relevant for the organisation. 

 All types of relevant moral norms and values in laws and rules, in internal 

codes and procedures, and the unwritten informal norms and values. 

 Behaviour contrary to the organisation’s interest but also behaviour 

favouring the organisation but contravening relevant social norms and 

values. 

 

This broader perspective can be seen in the typology developed by Lasthuizen et 

al., (2011), and is adopted and modified in this research for particular reasons (for 

details see chapter 4). 

 

Table 2.1 Typology of integrity violations 

 
N

o. 

Type Dimensions 

1 Corruption: bribery Misuse of public power for private gain, asking, 

offering, or accepting bribes 

2 Corruption: favouritism 

(nepotism, cronyism, 

patronage) 

Misuse of public authority to favour friends 

(cronyism), family (nepotism), or party (patronage) 

3 Fraud and theft of 

resources 

Improper private gain acquired from the organisation 

(with no involvement of an external actor) 

4 Conflict of (private and 

public) interest through 

gifts 

The interference (or potential interference) of 

personal interest with the public/organisational 

interest because of gifts, services, assets taken or 

promised  

                                                 
20 These include Organizational Sciences, Theories of Ethics in Business and Public 

Administration, and Police research (see Lasthuizen et al., 2011).  
21 Those include, Punch, 1985, 1996; Puffer, 1987; Giacalone and Greenberg, 1997; 

Robinson and Greenberg, 1998; Griffen et al., 1998; Vardi and Weitz, 2004; Kidwell and 

Martin, 2005; Lamboo et al., 2008.  
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5 Conflict of (private and 

public) interest through 

sideline activities 

The interference (or potential interference) of 

personal interest with the public/organisational 

interest because of the jobs or activities practiced 

outside the organisation 

6 Improper use of authority 

(for noble causes) 

Use of illegal or improper methods to achieve 

organisational goals (e.g., illegal methods of 

investigation or disproportionate violence by police) 

7 Misuse and manipulation 

of information 

The intended or unintended abuse of (access to) 

information, such as cheating, violation of secrecy 

rules, breaching confidentiality of information, 

8 Discrimination and sexual 

harassment 

Misbehaviour toward colleagues or citizens and 

clients 

9 Waste and abuse of 

resources 

Failure to comply with organisational standards, 

improper performance, incorrect or dysfunctional 

internal behaviour 

10 Private time misconduct Conduct in an employee’s private time that harms the 

public’s trust in administration or government 

Source: Lasthuizen et al., 2011 

 

2.4. Causes and conditions leading to corruption22  

 

Introduction 

 

The focus of this section is to reflect on the complicated question of what causes 

and conditions lead to corruption. Understanding and explaining causes of 

corruption has a two-pronged significance in any corruption related study: first, 

they reveal the reasons for the presence of this malfeasance in society; and second, 

they provide a significant insight for combating corruption by removing those 

causes (Noor, 2009). Understanding the causes leads to identifying how and where 

to intervene in order to optimise ways to reduce it. However, to provide an answer 

is far from simple. Caiden, Dwivedi and Jabbra (2001: 21) have pointed out that 

“just as there are many varieties of corrupt behavior, so there are multitudinous 

factors contributing to corruption…So many explanations are offered that is 

difficult to classify them in any systemic manner.” Yet, factors that contribute to 

                                                 
22 From the above discussion, it is concluded that integrity violation is broader that 

corruption and it reflects a broader “dark side” than simply corruption. Then why move 

back to the concept of corruption? The reason is that the current status of theory and 

research on integrity violations is not only limited but there is also a lack of knowledge on 

the causes of other types of unethical/immoral behaviours. For instance, sexual 

intimidation, or discrimination, as these might be related to other characteristics of 

personality and work or organisation and society than ‘corruption’. In addition, the analysis 

(on the causes) that follows is of limited significance for integrity violations in the broader 

sense. Therefore, this section is limited to corruption (cf. Huberts and de Graaf, 2013). 
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corruption of course are not the same as causes of corruption. Caiden et al., (2001: 

21-26) list the following ‘sources’ of corruption - psychological, ideological, 

external, economic, political, socio-cultural and technological. However, for the 

investigation of causal factors from a single source is beyond comprehension. For 

instance, from a political perspective, Heywood (1997: 426) adds that “the 

complexity of the phenomenon makes it impossible to provide a comprehensive 

account of the causes of political corruption.” In summation, corruption can be 

attributed to almost anything, as the opportunity exists everywhere and the degree 

of corruption varies widely among individuals, organisations, and state levels 

(Caiden et al., 2001). Building on this, a few researchers conclude that a 

conglomerate of social, economic, political, organisational and individual causal 

factors is important to explain cases of public corruption (Fijnaut and Huberts, 

2002). 

To explain and understand the causes of corruption, from all perspectives, 

dimensions and levels is a major exercise and beyond the scope of this research. 

Rather, as our research question indicates, the aim is to discern and review a 

number of studies on the causes and conditions of corruption and link these with 

different theoretical approaches that deal specifically with causes and conditions 

(cf.: Huberts and de Graaf, 2014). Thus in this section we first elaborate briefly on 

a few concepts of ‘causes and conditions’ or causality of corruption. Then we 

sketch in different theoretical approaches (first corruption in general and then 

specifically police corruption) to causes and conditions of corruption. Lastly, we 

review the conceptual framework adopted in this research. 

 

2.4.1. Causes and conditions of corruption 

 

Corruption and causation are among the most contested concepts in social sciences, 

and their combination offers an intriguing as well as a seemingly insoluble puzzle. 

However, causation is more complex and disputed concept than corruption 

(Huberts, 2010), but as in understanding corruption, understanding causation is also 

essential for addressing the problem. What exactly is a ‘cause’ in social theory? 

What are the characteristics of a relationship that enables us to conclude that it is 

causal one?   

According to Mackie (1965: 245), cause “is an event which precedes the 

event of which it is the cause, and both necessary and sufficient for the latter’s 

occurrence.” In other words, ‘cause’ is the coinciding of phenomena when the 

‘cause’ always precedes the ‘consequence’ or ‘effect’, (de Graaf, 2007). When we 

relate it to the phenomenon of corruption, then it means that if there is corruption, 

then by definition, there are sufficient and necessary conditions present that cause 

corruption. However, this is not the case. Because causes identified in corruption 

research are never assumed always to lead to corruption, and there is rarely 

consensus among researchers on the determinants of corruption (The so called 

‘necessity’ criterion, often named in causation—in which if A is the cause of B, B 

must occur when A occurs—is such strong one that it is not used in the corruption 
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theories), (for details see de Graaf, 2007: 62; Shabbir and Anwar, 2007; Huberts, 

and De Graaf, 2013). The problem arises how to explain this phenomenon of 

‘causality’ in the context of corruption if there is fundamental disagreement in 

social scientific theory on what exactly constitutes ‘cause’ and how to explain the 

cause and effect relationship. Most often the effect or result seems to stem from a 

combination of different conditions and circumstances, and sometimes effects are 

explained in probabilistic terms, i.e., when research establishes that certain 

conditions seem to make corruption more ‘probable’, or certain conditions are more 

frequently associated with corruption.   

This probabilistic interpretation is more apparent in quantitative research on 

corruption. For instance, poor countries are more corrupt than rich countries and 

“thus” poverty might cause corruption. Yet Huberts (2010) notes that correlation of 

course is not causation, and co-variation as such is only a starting point for attempts 

to draw conclusions about cause and effect relations. For instance, corruption also 

aggravates poverty. Huberts and de Graaf (2014) argue that one possible alternative 

between strict and probabilistic interpretation is Mackie’s (1965: 245) INUS-

conditions23 approach, which emphasises a multiplicity of causal factors. The single 

factor is an insufficient but redundant part of an unnecessary but sufficient 

condition for the effect. This implies that the more we try to discover about causes 

of corruption, the more it will lead us toward a conglomerate of conditions that 

actually led to cases of corruption. In the following section, we will disentangle the 

conglomerate to determine which conditions seem most prominent (or necessary). 

  

2.4.2. Studies on the causes of corruption 

 

This section distinguished and summarises number of studies on the causes of 

corruption, concentrating on different theoretical perspectives and levels of analysis 

such as macro, meso and micro level studies. The studies attempt to review studies 

that explicitly address the factors that seem important in explaining or 

understanding the causes of corruption at different levels and from different 

perspectives. 

While analysing literature on corruption, de Graaf (2007), notes a clear 

difference between studies that put forward propositions about causes of corruption 

and those that establish it empirically. The propositional (theorising) sorts of 

studies have outnumbered the empirical studies. Initially, he identified six kind of 

causes of corruption from the literature—public choice, bad apple, organisational 

culture, clashing moral values, public administration ethos and correlation theories 

(de Graaf, 2007)—later, together with von Maravic and Wagenaar (2010), he 

delineated to some extent eight different general theoretical perspective on the 

                                                 
23  This means, a cause that is an ‘Insufficient’ but ‘Necessary’ part of an ‘Unnecessary’ but 

‘Sufficient’ condition for the effect. 
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causes of corruption. Combining these two sets of theoretical approaches generates 

the nine models and perspectives on causes of corruption, as summarised in table 

2.2 below (cf. Huberts and de Graaf, 2014).  

 

Table 2.2 Theoretical approaches 

 
 Theory Causal chain Level of causal 

analysis 

1 Theories on personality 

and character (“bad 

apple” theories) 

Bad character leads to corrupt acts Micro 

2 Public choice 

theory/institutional 

economics 

(Bounded) rational decision-making by an 

official (cost-benefits, risks) leads to corruption 

Micro and Macro 

3 Criminological theory Corruption is crime caused by motive, 

opportunity and lack of control 

Micro and Meso 

4 (Neo)institutional 

theories of politics and 

bureaucracy 

Characteristics of politics and bureaucracy lead 

to corruption (traditional neo-patrimonialism, 

failure in political system) 

Meso and Macro 

5 Organizational culture Culture of organization/group leads to mental 

state(s), which lead to corrupt behaviour 

Meso  

6 Ethos of public 

administration theories 

Pressure to perform and lack of attention to 

integrity lead to an official’s focus on 

effectiveness, making him or her corrupt 

Meso and Macro 

7 Theories on moral 

values (construction and 

clashes) 

Values and norms of society influence 

individual values and norms, which make 

official (seem) corrupt 

Meso and Macro 

8 Functionalist theory on 

society and state 

Dysfunctionality of the state stimulates 

corruption to enable social functions, and/or 

intermingling of social spheres leads to 

corruption 

Macro 

9 Ecological/multi-

approach 

A diversity of factors cause corruption 

(characteristics of the individual, work 

organisation, and context); eclectic model 

All levels 

Source: Huberts and de Graaf (2014) 

 

The first perspective analyses the causes of corruption at the individual level. These 

studies seek the causes of corruption in the existence of low moral values and faulty 

character in people, usually called ‘bad apples’ or ‘rotten apples’. The causal chain 

of these people in slipping from bad character to corrupt acts is found in the 

defective human character and weaknesses such as greed. From these studies it can 

be inferred that wrong values and morality of individuals determine their 

behaviour. The assumptions of bad apples can be found implicitly and explicitly in 

the literature, but there is less evidence from empirical studies (de Graaf, 2007: 50). 

In more recent times Punch (2009) did not support this theory, and has extended the 

causal chain of corruption to “rotten barrels” and “rotten orchards”. The influential 

factors identified by this perspective include primarily remuneration, training and 

control mechanisms (see Newburn, 1999; Ede, 2000; Newham, 2002).  
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From a rational choice perspective, an individual is making a rational 

decision for a predetermined outcome. The central part of this theory is that a 

corrupt official is trying to maximise his or her utility, and expected advantages 

outweigh expected disadvantages (probability or possibility of being caught and 

punished). This group of causal theories is made popular by Rose-Ackerman (1978) 

and Klitgaard (1988) who argue that a public official is corrupt for a simple reason: 

he perceives that potential benefits of corruption exceed the potential costs, thus the 

he has a greater inclination to engage in corruption (Banfield, 1985; Ivkovic, 2005: 

66; de Graaf, 2007). The influential factors emphasised by this perspective are 

discretion, opportunities and accountability. 

Criminological theory assumes that the interplay of motivation, opportunities 

and control at the individual, organisational and environmental level matter. This 

dynamic and mutually reinforcing relationship can have a down-spiralling effect, 

amplifying deviance and increasing the likelihood of corruption. Criminologist also 

assume that corruption is a causal factor as well as a side-effect of categories of 

crime, such as organised crime, corporate crime and state crime (see Nieuwenboer 

and Kaptein, 2008; Huisman and Vande Walle, 2010). 

The neo-institutional theories of politics and bureaucracy focus on an 

important perspective in analysing causes of corruption at meso and macro levels. 

These theorists assume that corruption derives from traditional, charismatic and 

legal-rational types of domination. Under traditional rule, power is inherited within 

a clan structure and all members know their position and what is expected of them. 

Charismatic societies rely on one great leader, and people obey him because of firm 

belief in the leader’s magical power or are drawn to their exceptional personal 

attributes, but dependence on a single person makes it a fragile type of rule. In 

contrast (bureaucratic) power in legal-rational rule is exerted on the basis of clear 

rules whereby ends justify the means of execution (see Rubinstein and von 

Maravic, 2010: 29). Thus, neo-patrimonialism encompassing patronage, nepotism 

and cronyism, surface as causes of corruption. 

The organisational cultural theorists explain causes of corruption from an 

organisational perspective, and are interested in the culture and structure of where 

the agent is working (see Meek, 1988; de Graaf, 2007). The underlying assumption 

is that corruption originates from a certain culture, or group culture within the 

organisation. This culture leads to a certain mental state that later leads to corrupt 

behaviour (see de Graaf, 2007). This has been aptly described by Punch (2000: 

304) in connection with corruption within the police organisations world-wide: “if 

we scan these activities then it is plain that we are no longer dealing with 

individuals seeking solely personal gain but with group behavior rooted in 

established arrangements and or extreme practices that have to be located within 

the structures and culture of police work and the police organization.” He further 

concludes that, “the implication is that in tackling corruption and other forms of 

police deviance, it is vital to focus on group dynamics, the escalation from minor to 

serious deviance, and on the negative elements in the police culture” (Punch, 2000: 
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317). In this sense, these theories fail to explain the causes of corruption, but rather 

explain the facilitating factors that strengthen the causal chain (Reuss-Ianni and J-

Ianni, 1983; Chan, 1997, 2004; Crank, 2003; Armacost, 2004; de Graaf, 2007). The 

influential factors these theorists emphasise  are e.g., changing organisational 

leadership (Schein, 2010), selection criteria (Chan, 1996), provision of ethic 

lessons during training (Chan, 1996), supervision and control (Alvesson and 

Sveningsson, 2007) etc. 

In ethos of public administration theories the causal chain for corruption is 

seen from both societal and organisational level. These theories are closely related 

to the organisational cultural theories, but the influences come from macro factors 

(i.e. societal pressure to perform). In addition, the emphasis is put on the 

importance of effectiveness, efficiency and lack of attention to integrity. However, 

the empirical research in this group seems non-existent, because the causal link is 

so indirect that the claim cannot be established (see Heywood, 1997; Doig and 

Wilson, 1997; de Graaf, 2007). 

The clashing moral values theories are based on certain values and norms of 

society that directly influence the values and norms of individuals. These values 

and norms influence the behaviour of individual officials and make them corrupt 

(Rose-Ackerman, 1999; de Graaf, 2007). This implies that understanding of 

corruption requires the reconstruction of the narratives and arguments underlying 

the subjective perspective of reality. In addition, these theorist emphasise the role 

of codes of conduct and their enforcement, along with ‘ethical training’ (Kaptein 

and Wemp, 2002), rather than rules, threats, surveillance or coercion (see de Graaf, 

2007). 

From a much broader macro-oriented perspective, functionalist theorists 

assume that corruption is a natural corollary of the transition from tradition to 

modern (Huntington, 1968), and it to be a phase which occurs naturally in the 

maturity cycle of every nation. These theorists also consider corruption as a means 

to cut red tape and improve administrative efficiency, reduce political friction, 

substitute for reforms, avoid revolutions, lubricate the rusty wheels of the economy 

(Noor, 2009). In other words, corruption is seen as enabling social functions when 

the state is dysfunctional. Corruption also serves to tone down unduly harsh laws or 

provide protection and influence for social groups with material wealth but little or 

no political power (Huberts and de Graaf, 2014). 

The final perspective (i.e. ecological or ‘multi-approach’) is the least 

coherent from a theoretical perspective, and does not start from an implicit or 

explicit theoretical explanation model. It builds on Hoetjes (1982) framework that 

concerns distinguishing the environment that furthers corruption. This framework 

of multi-approach seeks to incorporate empirical research that plausibly identifies 

which individual, work, organisation and context characteristics are important in 

explaining causes of corruption. The following set of causes can be derived from 

his work (Huberts, 2010: 150-51): 
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 Individual and personal factors - personal experience, feeling of insecurity, 

personal identity, moral ambivalence 

 Informal group factors within the organisation - group or clique propensity to 

corrupt, informal group leadership, relationships with colleagues 

 Formal organisation - unclear tasks and responsibilities, lack of central 

authority, semi-public, demoralising working conditions 

 Society as a whole - social inequality, norms and values, apathy and ignorance, 

distrust 

 Economy - poverty and inequality, inflation, sudden influx of external 

resources, state monopolies, etc 

 Politics - increasing (party) political influence and de-bureaucratization, lack of 

democracy, lack of openness and public debate (also via media) 

 
The above mentioned theoretical approaches on the causes of corruption are 

applicable to many disciplines, organisations and to different levels (i.e. micro-

meso-macro), but since the focus of this research is on police corruption and it 

causes and control the specific causes attached to police organisation and 

corruption warrant attention .  

 

2.4.3. Theories on causes of police corruption 

 

A ‘state of the art’ response to police corruption draws upon many theories in the 

development of anti-corruption strategies, but the question arises, why not a single 

theory? Of course, development and application of a single theory is more 

profound, but in reality it is not sufficient, and one needs to have many ‘arrows’ in 

the ‘bow’ when combating police corruption (see Ede, 2000). Andrew Ede (2000) 

gathers these theories into four main kinds, which also have some overlap with the 

above mentioned theories and each other. These theories try to explain cause and 

control of police corruption in terms of the individual, the police organisation and 

culture, the nature of police work and the environment in which officers work, and 

the political context and influence. The theoretical perspectives are individual or 

rotten apple theories, cultural or socialisation theories, task environment and 

political context theories. 

The first perspective is a classic theory of police corruption that seeks causes 

of corruption in individuals seeking selfish ends (Goldstein, 1970, 1977). These 

theories see the problem in personal moral weaknesses, personality defects, or non-

merited recruitment into police organisations (Ede, 2000). Later this theory was 

contested by the Knapp commission (1972) and Lusher Inquiry (1981), and more 

recently by Punch (2009). Punch is of the view that police deviance is not an 

individual affair; the individual needs accomplices and sometimes organisational 

support to undertake such activities. 
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The second perspective emphasises the group or organisation rather than the 

individual. The concepts of police culture and subculture24 also originate from 

these theories, which opine that deviance among police is institutionalised and 

accepted to some degree within all police departments (Reiss, 1970; Barker and 

Roebuck, 1974; Chan, 1996). Empirical research also supports the claim that 

culture fosters police corruption (Williams, 2002; Klockars and Ivkovic, 2003; Al-

Muhairi, 2008). In this culture police hold negative attitudes toward the general 

public, which results in corrupt activities (Reuss-Ianni and J-Ianni, 1983; Paoline, 

2004). The study by William (2002) suggests that police corruption arises primarily 

from deficiencies in four major areas that are related to police organisation and 

culture, including recruitment, training and promotion, resources, such as pay and 

equipment, systems of accountability with departments, courts and the law and 

cultural traditions that inhibit the development of professional police standards. 

The third perspective focuses on police work that is rife with corruption 

hazards. Davis (1991) states that, “police work itself seems to have a strong 

tendency to corruption. Police see much more of the underside of life than the rest 

of us do, not only the worst people but even good people at their worst.” That is the 

reason that “police are far more likely to be offered a substantial bribe.” The causes 

are seen in the police’s broad discretion in dealing with different types of criminals 

on one hand, and its operations conducted under limited visibility (and availability 

of temptations) on the other hand (Ede, 2000). Beside temptations, the nature and 

stresses of the job are seen as possible causes of police deviance (Carter, 1984).  

The final perspective focuses on the nature and style of law enforcement 

operation, which primarily depends upon the political system and decision-making 

process in the country25 (Wilson, 1978; Sherman, 1978). According to these 

theorists, police corruption emanates as a result of improper political interferences 

in police affairs such as promotions (to senior ranks), recruitment (in junior ranks), 

desired postings and protection, (Price, 1972; Bayley, 1983; Murphy, 1995; Islam, 

2004; Asad, 2009). An important aspect of this perspective is political will that is 

required to bring a change in police structure and policies to control corruption. 

 

                                                 
24 An important characteristic of the (sub)culture is the police ‘code’ (Wilson, 1968). This 

‘code’ is also known as ‘code of silence’ or ‘blue curtain’ in which police never speak out 

against a colleague if he has committed any deviant act(s) or indulge in misconduct. This 

‘code’ emphasises toughness, and provides a sense of solidarity among policemen against 

common enemy (see Klockars et al., 2000; Paoline, 2004). In other words, the bond of 

solidarity between officers offers it members reassurance that the other officers will ‘pull 

their weight’ in police work, and they will defend, back up and assist their colleagues when 

confronted by external threats, and that they will maintain secrecy in the face of external 

investigation (Goldsmith, 1990). 
25 These are largely visible and relevant for (under)developing countries. When police are 

asked for undue favours by politicians, in response the politicians also offer undue rewards 

to police in many guises, which makes police more corrupt. 
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2.5. Diversity, building bridges and multi-approach 

 

The causes of corruption are many and are intertwined26 in a proverbial Gordian 

knot. Therefore, for its reduction and control simultaneous attention to the multiple 

causes is necessary (Getz, 2006). The literature reveals that besides being 

numerous, the concept of “causes” varies profoundly (Huberts, 2010). The reason 

for that is that corruption is not just a state but a process (Ashforth, Gioia, 

Robinson, and Trevino, 2008). It produces a mixture of situations, attitudes and 

processes that might be better understood as ‘enabling factors’, ‘indicators’, 

‘contributing factors’, ‘enhancing circumstances’, ‘risk factors’ or ‘conditions’ that 

allow or facilitate corruption (cf.: Mills, 2012; Huberts and de Graaf, 2014). 

The last perspective on the causal models (in Table 2.3) reveals that different 

factors, at different levels, from different theories can be grouped together in a 

heuristic manner. Numerous factors (“plausible” causes) can be identified 

(explicitly) from empirical research on the characteristics of individuals, work, 

organisation and context that have proved to be important in explaining and 

contributing to corruption. The selection from these plausible factors or causes to 

explain corruption in our specific context is explained in the conceptual 

framework. It is important to note that the factors of corruption in developing 

countries have rarely been empirically investigated. This research intends to fill 

this gap. 

 Gorta (1998) has collated factors that have been identified as possible 

corruption risk (see table 2.4) from a wide range of literature, and labels it as 

“potential risk factors”. She further divides these into two categories, i.e. those 

which enable or optimise the occurrence of corruption and those which aid in the 

perpetuation of corruption. These risk factors provide possible focus points for 

corruption minimisation strategies.  

 

 

 

 

 

 

 

 

 

 

                                                 
26 Ashforth et al., (2008: 678) explains that causality is bidirectional and interactive, but the 

causal models (micro-meso-macro) tend to see it as unidirectional and atomised. For 

instance, the micro view assumes that bad apples make bad barrels (Felps, Mitchell and 

Byington, 2006), whereas, the macro view assumes that bad barrels make bad apples 

(Punch, 2003). 
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Table 2.3 Corruption risk factors 

 

Factors which enable/optimize 

occurrence of corruption 

Factors which aid in the 

perpetuation of corruption 

Nature of the work performed 

-Discretion exercised by position 

-Position in organisation 

 -Service associated with delays 

Working conditions 

-The disputed role of salary and its 

relationship to need 

-Lack of benefits for remaining with 

employer 

-Employee dissatisfaction 

-Work pressures 

Individual  histories and dependencies 

-Ethical decision making history 

-Dependence on employer 

-Dependence on alcohol, drugs and 

gambling 

Organisational culture 

-Unclear messages about what is 

  acceptable 

-Attitudes of colleagues 

-Example set by management 

-Lack of reinforcement of ethical 

behaviour 

-Other workplace practices 

reports of corruption 

 Other factors  which affect 

taking action about 

corruption 

-Individual beliefs 

-Features of the wrongdoing 

Failure to identify  the behaviour  as 

wrong 

Organisational factors which 

affect taking action about 

corruption 

-Reporting mechanisms 

-Employee responsibility 

-Organisation history in dealing with 

corruption. 

Source: Gorta, 1998   

 

Mills (2012) further confirms the Gorta (1998) categorisation, and mentions that 

these risk factors can be used in preventive measures, providing an opportunity to 

intervene to prevent a corrupt act. She adds that it is pertinent to look for the causes 

and conditions of corruption and how these are labelled depends on the point of 

view. For instance, economists seek the causes of corruption in ‘rent seeking’ and 

availability of opportunities, while public administrators focus more on the failure 

of accountability. Each perspective employs a different diagnostic toolkit and is 
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likely to recommend a different kind of response (cf.: Larmour, 2006: 10; de Graaf, 

2007).  

Earlier Klitgaard (1988: 93-4) also provided a framework for policy makers 

to fight corruption. He does not call it causal factors, rather measures to control 

corruption, but it demonstrates that these could be trigger points for an individual, 

organisation or nation, if ignored, and then corruption would start surfacing. Yet he 

realises that in most real situations policy makers will have all these tools at their 

disposal. However it might be useful for a particular problem in a particular context 

to consider all possible policies in a systematic way. 

More specifically on the causes of corruption, Huberts (2010: 163) 

summarises (see Table 2.4 below) the important, organisational and system factors 

that he deems, without exception, are on the agenda of the research community 

dealing with causes of corruption. 

 

Table 2.4 Framework on multi-type corruption causes 

 
Individual 

Character/personality, private economic circumstances, personal values (moral 

judgment), emotions, discontent 

Individual and work related 

Type of work, colleagues, relationships and (trust) network, discretion, operational 

leader(ship) 

Organisational 

 Structure - lacking control/supervision, separation of responsibilities, discretion  

 Culture -goals/mission, values and norms (informal and formal) on corruption, 

ethics 

 Policies -integrity policy, reward system 

 Failing leadership - operational, strategic 

Environmental 

Economic (high-low income; openness and trade) 

Political-administrative (state-business, politics-bureaucracy) 

Judicial (the system, rule of law) 

Societal (norms and values, feelings of injustice, human quality, crime) 

Source: Huberts, 2010: 163  

 

When a comparison is made on the cause of corruption between Gorta (1998) and 

Huberts (2010), it shows that in both frameworks all relevant factors have been 

selected from empirical research. In the Gorta (1998) framework macro variables, 

which influence the decision making at micro and meso levels are missing. Huberts 

and de Graaf (2014) also note these lacunae and state that “unfortunately, research 

on the corruptness of countries often ignores such ‘macro’ characteristics…. [and] 

ignore the ‘real’ context of actual corruption (cases)…. [even] too often, when 

micro-meso researchers picture the causes of a specific corruption case, they ignore 

the broader macro context”. Thus by incorporating this variable, the Huberts 
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(2010) approach becomes more explicit and broader, than others in identifying the 

different levels of causes of corruption. 

Later Huberts and de Graaf (2014) sketched and incorporated more 

variables—cultural and values, economy and financial interests, politics and 

administration, integrity policies, feeling of (in)justice and (dis)content and other 

factors—that influence at micro, meso and macro levels. The causes of corruption 

are more complex and on different levels due to interconnectedness and 

interrelatedness. The selection of factor types obviously depends on the specific 

research question: [i.e.] explaining an individual case of corruption requires a 

different set of factors than explaining the amount of corruption in a country (for 

details see Huberts, de Graaf, 2013). Nevertheless, what the multi-approach adds is 

the need for more sensitivity about multilevel and multifactor character of causal 

relationships. 

 

2.5.1. Conceptual framework 

 

The above discussion on theoretical approaches of the causes reveals that the 

characteristics or factors identified are numerous, and of course the lists are not 

exhaustive.  Yet, it provides interesting insights into the background of corruption. 

What is needed is a selection of factors that are more plausible ‘causes’ of 

corruption; but much of the empirical research on this subject is not firmly 

grounded on theoretical foundations and is survey-based with conclusions about 

correlations between variables. For contextually based research on corruption we 

thus need a conceptual model (cf. de Graaf, 2007).  

The conceptual framework in this research is adopted and modified from 

Huberts (2010) to make it fit and workable in the Pakistani context as well as for 

traffic police in Pakistan. This conceptual framework combines the previously 

mentioned theories and dimensions on corruption and police corruption control. 

From previous discussion it has been learned that anti-(police)-corruption 

measures requires a holistic approach, as explaining corruption cannot rely solely 

on a single dimension or theory. Based on these theories, in this research the 

factors that might influence police corruption and its control have been mapped 

into different clusters. This framework focuses at the important and promising 

options for police corruption control at organisational level, with additional 

attention being paid to a number of environmental factors (in particular factors 

related to the political and social context: Islam, 2004). Furthermore, an effort has 

been made to incorporate all the relevant micro and meso level causal factors, from 

petty to middle level corruption, in an organisation. The reason is ordinary men 

encounter and confront that corruption more often, or even on daily basis, in 

government offices in Pakistan. On the macro level, this framework limits itself to 

political will to intervene and prevailing socio-economic conditions that reflect the 

attitudes of the society and expectations of the attainment of government services. 

 



39 

 

 

 

Table 2.5 Conditions and Factors Influencing Corruption (Control) (Micro, 

Meso and Macro Level) 

 
Work-related 

Financial remunerations (salary) 

Reward system (efficiency, honesty) 

Type of work: amount of discretion, type of task  

Organisational 

Structure: recruitment/selection: merit based; control/supervision and 

accountability (checks and balances); rules on integrity/corruption; 

investigation (proactive? sanctions?) 

Culture: informal relations incl. code of silence; organisational values and 

norms; (pre) job training (on competences, ethics) 

Leadership: operational, strategic 

Environmental/external 

Political will and intervention (institutions) 

Social environment: community attitudes (expectations); social-economic 

conditions  

 

The conceptual framework focuses on a few dimensions that might cause or 

prevent corrupt acts. For instance, for individuals factors are selected first that are 

related to his work, which give the impression of the work. In many developing 

countries financial needs27 are foremost. This factor is seconded by a reward system 

for efficiency and honesty, which keep officers motivated in their organisation and 

jobs. Two other important factors are added - the type of task or work and the 

amount of discretion officers have in the organisation. If the assigned tasks are 

manageable in reasonable time, then the employees will be less stressed. It is 

assumed that if they are given less discretion and authority to handle the situation, 

the elements of corruption are less likely to occur. 

At meso level, this research focuses on organisational structure, culture and 

leadership as pivotal factors in influencing corruption. In organisational structure, it 

incorporates merit based recruitment, existence of control mechanism i.e. check 

and balances, accountability and rules on accountability. For organisation culture, it 

focuses on existence of peer support in deviant behaviours, and training in 

competences and ethics. The role of leadership is seen at two levels; one is the 

immediate superior and one is organisational head. This framework focuses on 

                                                 
27 From the personal observation of this researcher, the non-corrupt officials in Pakistan, 

always try to get postings in those organizations and departments, where they think that 

salaries will be good, and they would not be forced by their (genuine) needs, which 

otherwise, are fulfilled by different means (for instance taking loans from government, or 

relatives or commercial banks etc). Yet, few researches, and perceptional survey do not 

support this assumption (see Noor, 2009). 
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whether these leaders set an example either through their own personal character or 

attention to employees who do or might indulge in integrity violations.  

Lastly, at macro level this framework focuses on political will and 

interventions in setting and making police a public service institution rather than 

using it as tool of terror in oppressing the public. It also incorporates the prevailing 

socio-economic conditions as factors that influence police operations. These socio-

economic conditions have an implication for police. For instance, in a society in 

which people have a relatively high income, education and social status this might 

lead to less crime, which consequently makes police less hostile toward society 

(Weatherburn, 2006). In addition, this research focuses on the influence of societal 

expectations of the police. 

The above description presents different perspectives on causes of corruption 

and police corruption, and reveals that these are not country specific. Rather 

corruption and its causes vary from country to country (Shah and Schacter, 2004; 

Langseth, 1999). However, it is possible to identify some of its key drives in its 

own specific contexts28 that are based on in-depth national studies (Khan et al., 

2012). Since the subject matter of this research is Pakistan and police in Pakistan 

specific causes of corruption and police in the context of Pakistan is warranted. 

While addressing these specific causes of corruption, it becomes easy to identify 

the factors that might help its control. The next chapter on Pakistan describes all 

these causes and important factors, besides giving an overview of the whole 

political and administrative setup. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                 
28 As the policies developed in advance countries might not be applicable in 

(under)developing countries. The reason could be (but not limited to) availability of 

resources (human/physical/natural), lack of fully developed and mature institutions 

(political, legal, economic, administrative) to design and implement policies, etc. In 

addition different cultures have varying degrees of tolerance for corruption. 
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3. Pakistan 
 

 
3.1. Introduction 

 

Pakistan, officially known as the Islamic Republic of Pakistan, was founded on 

14th August, 1947, after gaining independence from British rule. It has four 

neighbours, Afghanistan in the northwest, Iran in the west, India in the east and 

China in the north. The history has been characterised by continuous military 

interventions in the democratic governance process, and many regional conflicts 

and disparities in the country led to a civil war in 1971 that resulted in the 

secession of country’s majority wing—East Pakistan (now called Bangladesh).  

In her brief history Pakistan has fought four wars with neighbouring India 

and has been continuously inundated with problems. Lieven notes that “Pakistan is 

divided, disorganized, economically-backward, corrupt, violent, unjust, and often 

savagely oppressive towards the poor and women, and home to extremely 

dangerous forms of extremism and terrorism” (2011: 2). In some writers’ opinion it 

is a failed state (see Sastry, 2007), while in the opinion of others Pakistan is “a hard 

country”, meaning that in many ways it is surprisingly tough and resilient as a state 

and a society (Lieven, 2011; see also Lodhi, 2011).  

This shows how Pakistan is swamped with complexities and problems. 

Among these is the crucial problem of corruption and maladministration. Since the 

focus of this study is the issue of corruption, and particularly corruption in the 

police, it is essential to give a brief description of Pakistan and how it is structured 

and governed. This chapter presents basic information on the context of Pakistan, 

drawing a sketch of the country. Section 3.2 gives demographic information and a 

brief history. Section 3.3 elaborates on the prevailing political and administrative 

system in the country. Then section 3.4 focuses on law enforcement agencies, 

primarily on their structure, organisation and policy of recruitment. The contours of 

corruption in Pakistan are briefly drawn in section 3.5. Next section 3.6 describes 

police corruption in Pakistan, along with policies and possible solutions. Finally, 

section 3.7 describes various anti-corruption initiatives and the introduction of 

police reforms and their effectiveness. 

 

3.2. Pakistan: Country, population and history 

 

The timeline of Pakistan (land/area) goes back to 2,000,000 BC, as this land was 

part of Indus Valley civilization29. However, the history of modern Pakistan starts 

in 1947 when the British India partition occurred and resulted in the birth of two 

separate states - Pakistan and India. Pakistan was the demand of a political party 

                                                 
29 http://en.wikipedia.org/wiki/Timeline_of_Pakistani_history accessed on 15-07-2013 
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called All India Muslim League led by a charismatic leader, Muhammad Ali 

Jinnah. Since the late 1930s the Muslim League had taken a different stance on the 

common problem of British India when it started asserting that Hindus and Muslim 

communities were actually two distinct nations and therefore deserved separate 

sovereign states. This led to political contestation that culminated in the partition of 

India in 1947. At the time of independence a united Pakistan had two wings30 West 

Pakistan and East Pakistan. After 24 years of independence the state of East 

Pakistan separated—after a fierce civil war followed by war with India—and 

became the independent state of Bangladesh in 1971. Figure 3.1 shows the current 

map of Pakistan. 
 

Figure 3.1 Map of Pakistan 

 

 

The total area of Pakistan is 796,096 square kilometres, and located at the 

crossroads of the strategically important regions of South Asia, Central Asia and 

Western Asia. Pakistan is divided into three major geographic areas: the northern 

highlands, the Indus River plain and the Baluchistan Plateau. It is the home of the 

                                                 
30 These were separated from each other by about 1,000 miles. 
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world’s highest peaks including the second highest mountain (K-2/Godwin Austin) 

in the world, and large deserts. The climate of Pakistan varies from tropical to 

temperate, with arid conditions in the coastal south.  

The population of Pakistan is around 180 million, and in addition over 7 

million Pakistanis live outside Pakistan (Abbasi, 2010). The annual growth rate of 

the population is 1.9%; with this rate it is expected that population will reach 

around 295 million in the year 2050 (Tariq and Tariq, 2011). The majority of the 

population, 95-97%, are Muslims, while the rest 3-5% comprises of Hindus, 

Christians, Sikhs and others. The population consists of several ethnic groups as 

can be seen in table (3.1) below, and total number of spoken languages is 7231. 

However, the plight of human development in Pakistan is neither encouraging nor 

laudable. William Easterly (2001) showed that Pakistan is characterised a paradox 

of growth without development, because of its failure to achieve the level of 

development commensurate with the benchmarks of other countries with a similar 

level of per capita GNP. Kabeer, Mumtaz and Sayeed (2010: 3), summarise the 

human development indicators of Pakistan by Easterly (2001), by saying that, 

“Pakistan has 11 percent more babies born with lower birth weight; 27 percent 

more infant deaths; 19 percent more child deaths; 66 percent higher death rates 

among girls than boys in the 1-4 age group; 24 percent more illiterates (32 percent 

more females and 16 percent more males); 20 percent lower gross enrolment ratios 

(40 percent less for females and 2 percent less for males); 0.6 more childbirths per 

women and 21 percent lower contraceptive prevalence.” 

 

Table 3.1 Pakistan population and demographic information  

 
 Population (millions) 

 176.2 

Ethnicity  

Punjabi 78.7 (45%) 

Pashtun 27.2 (15%) 

Sindhi 24.8 (14%) 

Sariaki 14.8 (8.4%) 

Muhajirs 13.3 (7.6%) 

Baloch 6.3 (3.5%) 

Others 11.1 (6.3%) 

Age Structure  

0-14 Years 65.6 (37%) 

15-64 Years 103.2 (59%) 

64+ Years 7.4 (4%) 

Median Age 20.8 Years 

                                                 
31 http://www.ethnologue.com/country/PK/languages accessed on 15-07-2013 
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Gender  

Male 90.0 (51%) 

Female 86.2 (49%) 
 Source: Ian. S. L and Michael O’ H (2011)32 

 

3.3. Political and administrative structure and system 

 

Pakistan inherited political, legal and administrative systems from the British who 

introduced a vice-regal33 system of governance, central to which were the military 

and civilian bureaucracy. The colonial power used the bureaucracy and military as 

state institutions to maintain their control over the Indian sub-continent, rather than 

empowering and strengthening a democratic process among the people. In Pakistan 

this pattern persisted in the years after independence, bureaucracy and military 

establishment emerging as two influential institutions and parliament generally 
marginalised (Hussain and Kokab, 2013). The earlier leadership believed that the 

plethora of problems faced by Pakistan could only be dealt with the time tested 

vice-regal system. Therefore they retained a strong military and bureaucracy at the 

cost of political institutions that remained weak and under-developed. This trend in 

governance continued for years. Pakistan continues to face the dilemma of 

balancing power between various institutions within its organisational structure, 

most importantly between military and political institutions.  In addition, Pakistan 

has remained under de facto and de jure authoritarian rule for most of its existence 

(Taimur-ul-Hassan, 2009).  

 

Political structure 

 

Pakistan is a federal republic with parliament, prime minister and president. The 

Parliament is bicameral, consisting of the Senate and National Assembly. Each 

province has its own representative body known as the provincial assembly. There 

is an allocation of reserved seats for religious minorities and women in Parliament. 

In 2013, the Pakistan Muslim League (Nawaz Group) won general elections and is 

in power. In her 66 years the country has seen various political experiments34, such 

a Presidential, Parliamentary, Federation and One Unit etc. (for details see Ahmed, 

Saleem and Iftikhar, 2012). Pakistan has a poor record of democracy as it had no 

                                                 
32 For details see (http://www.brookings.edu/about/programs/foreign-policy/pakistan-

index). 
33 The vice-regal is composed of two words, i.e., vice means “in the place of", and regal 

means "royalty". Therefore, vice-regal is a system run by royal officials or viceroys 

“representatives of the Monarchy.” 
34 Pakistan has seen twenty-five governments in the past sixty six years, including fifteen 

elected, or appointed prime ministers, five interim governments and thirty three years of 

military rule under four different leaders (for details see Taha, 2012) 
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constitution for the first eight years and for about 30 years was ruled by military 

regimes. The remaining 36 years had periods of civilian rule but behind the scenes 

the military-bureaucratic35 establishment controlled the system (Muhammad, 

2010).  

Pakistan inherited a very weak political representative system from the 

British.  The most noticeable aspect of this system is the centralisation of power. 

During democratic regimes power is generally held by the Prime Minister at the 

centre (National Assembly) and by Chief Ministers at provincial levels. The true 

essence of democracy can be seen in devolving power to grass-roots level, but in 

Pakistan the democratic governments are reluctant to do so. In the non-democratic 

regimes the first step towards legitimising their rule is the introduction of elections 

for local bodies on non-party basis. However, ‘…local governments have been 

enacted by non-representative regimes to legitimize their control over the state’ 

(Cheema et al., 2004: 407). Moreover, the non-representative regimes sought 

legitimacy by creating a localised patronage structure that produced a class of 

‘collaborative politicians’ who act as a conduit between local level constituencies 

and the non-representative centre (Cheema et al., 2004). 

The Pakistan electoral system is frequently abused or manipulated, and 

voting is heavily influenced by Biraderi and families ties (National anti-corruption 

strategy, 2002: 16). This element of the system prevails in the larger part36 of 

Pakistan, and is known as the politics (or system) of Biradari (brotherhood, clan 

and tribe) and Castes (zat); it is one of the causes of corruption. These systems are 

the amalgam of many cultures—Dravadians, Aryans, Greeks, Mongols, Arabs and 

Turks and British —but the Aryan37 culture seems more dominant in the sub-

continent. It is further affirmed by Ahmed and Naseem (2011) that “caste system is 

part of our political culture” and plays an important role during general elections, 

because Biraderi is a stronger determinant of voting behaviour than party 

allegiance (see Wilder, 1999; Behuria, 2009; Javid, 2012). Putting it differently, 

                                                 
35 By militro-bureaucratic establishment, the author (Muhammad, 2010) means direct role 

of Military Intelligence (MI), Inter-Services-Intelligence (ISI), Intelligence Bureau (IB), 

Police agencies, and other subsidiary agencies of establishment.  
36 By larger part we mean the province of Punjab, which consists of about 60 percent of the 

total population in Pakistan. For most of the history in Pakistan, Punjab has been the ruling 

province, and accordingly has greater share in bureaucracy and military in the country. The 

recent elections are the manifestation that Nawaz Sharif obtained a majority in Punjab 

province and he became Prime Minister. Other political parties had the majority in other 

provinces but were not able to form a government because of the limited proportion of seats 

in the National Assembly. 
37 Aryans migrated to the north of India around 1600 B.C. Aryans were divided into four 

castes, Brahmana (the priests and teachers), Khashtriya (administrators and military men), 

Vaishya (traders, merchants, businessmen, and farmers), and Shudras (the local people and 

labourers). See also Kabeer, Mumtaz and Sayeed (2010); Ahmed (2008). 
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these social systems influence the political system, and gain more significance 

during military regimes (Ahmed and Naseem, 2011). So far in Pakistan the 

elections for local bodies have been held officially without Biraderi and party 

basis, but unofficially these elections have such a base. During the election the 

people in the countryside think in terms of Biraderi (tribes and clans), while in 

urban areas, people stick to sectarian and ethnic identities (Islam, 1981; Ahmed and 

Naseem, 2001). Thus loyalties to a particular group, family, caste or ethnic, 

religious or linguistic community invite corruption in the form of nepotism.  

In the political arena the culture of nepotism was promoted in the colonial 

system of administration by awarding lands, titles and jobs to groups supporting 

government objectives and to prolong colonial rule in India (Khan, Khan, Ahmed, 

and Mehmood, 2012; Ahmed and Naseem, 2011). Since then, these landlords, 

feudal lords, hold the reins of state in one form or another in Pakistan, and serve 

personal interests. Taha (2012: 57) noted that “narrowly based elite and personality 

and family-owned political parties advanced their parochial interests in Pakistan. 

Parliamentarians by chance, in general aimed to multiply their wealth under state 

patronage.” It resulted in a notion that for decades Pakistan has been under a 

plutocracy38 (Ahmed and Basit, 2012), and state institutions have never been 

stronger than personalities (see Hussain and Kokab, 2013), meaning that elites or 

those with influence are treated as above the law.39  In addition, these influential 

families or personalities are important in Pakistani politics and if opportunism 

requires it, they shift their loyalties. In Pakistani politics a word Lota40 or 

Lotacracy is used for such practices (for details see Muhammad, 2010). 

The elites in Pakistan have been eloquently described by La Porte (1975). 

According to him (1975), the privileged in Pakistan comprises of political, 

economic and social elites (Ashrafiya), with an emphasis on the first two. In 

combination they form an elite group; within and beyond are “influentials41,” who 

are more transitory than the elite group, as membership is predicated on utility to 

                                                 
38 Plutocracy means rule by the few wealthy people in the country. During the 1958-77, 

there were 22 families that dominated Pakistan, in 1977-88, the number reached to few 

hundred or a thousand (Zaidi, 2005). This is also called state patronage in Pakistan (see 

Dynastic politics: Newspaper report 

http://beta.dawn.com/news/736761/dynastic-politics-2 accessed on 19th June, 2013). 
39 http://www.imtiazgul.com/Feb_02_2012.html accessed on 20-07-2013, see also Islam 

(2004). 
40 English word for Lota is ewer. In 1997, a bill was passed in which switching sides by 

politicians were banned, but after a military coup in 1999 the dictator used these 

opportunistic politicians to legitimize his rule. In reward these politicians got exoneration 

from corruption cases against them (see Muhammad, 2010). 
41 Hamza Alvi (1986), uses a word ‘salariat’ for such influentials. According to him the 

Salariat class “was a product of the colonial transformation of Indian social system in the 

nineteenth century and it consists of those who have received an education that equips them 

for employment in the state apparatus at various levels.”  
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decision-makers. In La Porte’s estimation, political elites in Pakistan include, in 

rank order, top-level military officers, central (elite) administrative officers, 

members of large landowning families who choose to be outside the military or 

civilian bureaucracies. The tie that binds these groups together is that they all come 

from the same “social base… traditional wealth and power-land in the Punjab and 

Sind and tribal leadership (and land) in Baluchistan and Northwest Frontier42.” The 

economic elite is the “industrialist class,” newly wealthy, newly influential, 

composed of about forty immigrant families, invited by the founder of Pakistan at 

the time of partition for their business acumen. The “influential” consists of the 

emerging professional middle class, in Pakistan practicing law, medicine, 

education and engineering etc. These ruling elites represent only 2% of the entire 

population and own 95% of national resources.43  

The role and impact of these influentials and elites in the country’s political 

arena have been investigated by many researchers. For instance Kalia (2013) notes 

that the failure of governance in Pakistan is because of consistent domination of 

political power and state apparatus by these narrowly based elites who seek to 

advance their private and family interests to the exclusion of interests of the 

majority of the population. However, the role of the military in state affairs is seen 

as the specific root cause of denial of democracy and of administrative 

mismanagement (Ziring, 1971), but interestingly and ironically Pakistan military 

has projected itself as a saviour of democracy (Ali, 2013). Intermittent interference 

by the military has resulted in political instability, which is manifested in 

Pakistan’s failed efforts to establish a functioning constitution or hold regular 

elections. In 66 years Pakistan has had three constitutions created in 1956, 1962 

and 1973 (Taha, 2012). This political instability has left a deep impact on the 

economy in the form of inconsistencies in economic policies and planning (Kalia, 

2013). Even when policies are formulated, the interest of the elites (be it political, 

bureaucratic or military) are taken into consideration. This is noted by Ahmed and 

Basit (2012: 129) with reference to agriculture policies: “…the feudal [lords] 

continued to manipulate the system successfully by ensuring that there is no 

agriculture reform placed in the system so that they continue to benefit from their 

corrupt agendas”. In addition, they note that these feudal lords want to ensure that 

there is no arousing of the poor in terms of their rights by not providing basic 

necessities such as education, food and shelter. Consequently, this has led to 

having a rural and urban divide in the electoral system, as well as ensuring that 

only a few parties will continue to rule. Pakistani economist Ishrat Husain (1999) 

puts forward a persuasive formulation of the effects of elite dominance: “The 

ruling elites found it convenient to perpetuate low literacy rates. The lower the 

                                                 
42 The name of the Province has recently been changed to Khyber- Pakhtunkhwa. 
43 http://alaiwah.wordpress.com/2012/06/09/pakistan-is-controlled-and-ruled-by-the-elites/ 

accessed on 15-07-2013, see also Hussain (1999) and Rabbani (2013). 
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proportion of literate people, the lower the probability that the ruling elite could be 

displaced” (Easterly, 2001: 21; also Wilder, 2009). 

Administrative setup 

Pakistan is divided administratively into four provinces - Sindh, Punjab, 

Baluchistan and Khyber Pakhtunkhwa (KP). In addition, there are two federally 

administrated areas, Islamabad Capital Territory (ICT) and Federally 

Administrated Tribal Areas (FATA) on the Afghanistan border. A third federally 

administered territory of Northern Areas (FANA) was been given the status of 

autonomy through a Presidential Order in 2009. There is another administrative 

division called Provincial Administrated Tribal Areas (PATA)44. These 

administrative unites are head by Chief Ministers in each province. Governors are 

designated by the Prime Minister and it is normally regarded a ceremonial post. 

However, throughout the history of Pakistan, the powers of the provincial 

governors were vastly increased when the provincial assemblies were dissolved 

and the administrative role came under direct control of the governors. 

Pakistan inherited the public administrative system from the colonial rule 

that remained intact until 1973. The system consisted of three crucial elements, an 

elitist public service structure, the secretariat and the district administration. The 

public service structure was based on rank classification, grouping all government 

positions into four broad classes, resembling the fourfold the Hindu caste system. 

In 1973, the caste-like classes were abolished and all positions were grouped into 

22 Basic Pay Scales (BPS 1-22). The central superior services (denoted as CSS or 

Bureaucracy) is an elite permanent bureaucratic authority. Civil services have 

become the drive wheels on which the entire engine of state functions. The leaders 

of these services are selected by competitive examination. The officers appointed 

are entrusted with great responsibilities and are scheduled to hold the highest 

offices of the country45. The secretariat and district management officials are drawn 

from this elite service groups. The secretariat is primarily responsible for policy 

                                                 
44 These tribal areas are comprised of seven of the twenty four districts in Khyber 

Pakhtunkhwa province and five territories within the Baluchistan province. A number of 

these districts were princely states incorporated into Pakistan from the early 1970s and now 

administrated by provincial authorities (for details see Markey, 2008). 
45 For details see www.css.com.pk retrieved on 19th June, 2013. The total occupational 

groups are twelve, in which direct induction are made through a competitive examination. 

These groups are Police Services of Pakistan (PSP); District Management Group (DMG); 

Foreign Services of Pakistan (FSP), Office Management Group (OMG or Secretariat 

Group); Inland Revenue Service; Pakistan Customs Service; Postal Services; Railways 

Group, Information Group, Accounts Group; Commerce and Trade Group; Military lands 

and Cantonments Group. 
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making in the country, whereas districts are managed and administered46 by the 

successor of the colonial Indian Civil Services (ICS), District Management Group 

(DMG)47 officers. Most of the senior positions in the country are dominated by 

DMG officers (Islam, 2004). The administrative bureaucracy comprises of DMG 

and Police Service of Pakistan (PSP) (Chengappa, 1999). In total, federal 

government employs over 0.5 million civil servants.48 Of these, 90 percent are 

between Grades 1-15, while 10 percent are in Grade 16-22, of whom CSS officers 

comprise around 5 percent (Shafqat, 1999: 999). In this chapter bureaucracy refers 

these (5 percent) powerful privileged and prestigious elites. 

The bureaucracy became the de facto ruler in Pakistan soon after the death of 

the prime minister in 1951. Because of its competence—as successor to the Indian 

Civil Service, known as the steel frame of the British Raj—Pakistan was not 

doomed to a weak state status (Khan, 2007). Kennedy (1987: 12) asserts that the 

administrative competence of the Pakistan civil service was “far in excess of other 

political institutions in the state”. Even during the martial law regimes the 

bureaucracy was powerful enough to keep the military at bay, and served as senior 

partner in the military-bureaucratic oligarchy that ruled Pakistan (Alavi, 2011: 97). 

After decades of bureaucratic rule with farcical political leadership, the 

bureaucracy became a corrupt entity49. The level of corruption led to the 

intervention of the military in politics.  Chengappa argues that initially the civil 

service used the political leadership as an agent to legitimise its rule, but with the 

advent of military rule, the bureaucracy switched this role to the armed forces. This 

resulted in a nexus between bureaucracy and military, and avoided sharing power 

with political parties (1999: 303; see also Hassan, 2011).  It is noted by Siddiqa 

(2007: 68), that sometimes one institution has been stronger, dictating to the other. 

However, the ultimate arbiter role can only be played by the stronger civil-military 

                                                 
46 The district has been the focus or hub of the territorial management —maintaining law 

and order, dispensing justice, collecting revenues and coordinating the development 

programs of the functional department. 
47 The DMG officer heading the district was called the DC (District Commissioner, now 

called District Coordinator). The office of DC has been romanticised in the administrative 

folklore of the Indo-Pak subcontinent, telling tales about the legendary young men from 

Cambridge and Oxford who formed the steel frame of the Raj in India. They spent 14 days 

a month on horseback touring their districts. They learned the local languages and became 

amateur anthropologists (Islam, 2004: 316). The early title of this position was ‘CSP’ an 

elite and powerful group within the bureaucracy. It was abolished in 1973 (for details see 

Kennedy, 1987). 
48 In another report (2007), that is available on www.ncgr.gov.pk/.../ 

WHO%20IS%20A%20FEDERAL%20CIVIL%20SERVANT.doc presents a different view 

on the total number of civil servants. According to this report, total federal employees are 

951,383 whereas provincial employees are 1,827,868. If autonomous bodies’ employees are 

subtracted then Federal Civil services are 92,000. 
49  For being less accountable to public representatives.  
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bureaucracy and not by democratic institutions. On the contrary, some scholars 

argue that over the years the civil bureaucracy has lost its clout and political power 

to the executive and legislature (Sayeed, 2010: 35-6), and has been buffeted by 

less-institutionalised political and military interventions (Hull, 2003)50. The vital 

role bureaucracy plays in running the system of government is undeniable (Hussain 

and Kokab, 2013). More recently civil society, media and judiciary have also 

emerged as powerful state institutions against/among the traditional civil-military 

bureaucracy. The elites (especially the bureaucracy, military and giant corporations 

or business elites) in Pakistan also use the power of media to create public opinion 

in their favour and to serve their interests51.  

 

To sum up, the colonial heritage of Pakistan has been a potent force in influencing 

political culture and bureaucratic and political institutions of the country. Pakistan 

inherited strong bureaucratic and military institutions and weak representative 

institutions (Shafqat, 2011)52. The power structure in Pakistan revolves around 

political, economic and social elites. This limited number of elites holds the state 

resources and are seen as serving their own interests—parochial, political and 

personal—and failing in fulfilling the aspirations of the public (Cohen, 2002). 

Rabbani (2013) notes that politics, bureaucracy and business in particular have 

been the most favoured positions of these elites, and by which they have continued 

to control and rule the country since independence. The brief history of Pakistan 

has evinced that these constituents have not been displaced by any ruler, including 

military dictators who took political power, and thus could hold onto the state 

apparatus. As noted by Javid (2012), to extend their rule the military establishment 

needs legitimation and this cannot be attained unless they take landed elites, 

bureaucracy, judiciary and legislatures’ support on board. When policy is 

formulated in Pakistan the interests of these elites are specifically taken into 

account53. Bureaucracy and military are deemed influential institutions in the 

country, and at times their nexus has not allowed democratic institutions to 

                                                 
50 Hull (2003: 289) clarifies that “succeeding civilian governments have sought to purge the 

bureaucracy through the transfer, early retirement, or dismissal of officers and staff tied to 

the former ruling party. Similarly, on a more local scale, personnel changes within the 

senior ranks of the government divisions menace functionaries with transfer to 

unfavourable posts or outright dismissal. Investigations of official activities, such as those 

of the Federal Investigative Agency, the Ehtesab (Accountability) Commission in 1997–

1998, and most recently the National Accountability Bureau (known by its frank acronym, 

NAB), are almost always underway.” 
51http://www.pakistanherald.com/Articles/The-Role-of-Power-Elite-in-Pakistan-3070 

accessed on 04-02-2014. 
52http://www.civiceducation.org/wp-content/uploads/2011/08/Civil-service-reforms-and-

the-18th-Amendment.pdf  accessed on 16-07-2013 
53 http://alaiwah.wordpress.com/2012/06/09/pakistan-is-controlled-and-ruled-by-the-elites/ 

accessed on 15-07-2013 
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function smoothly (Siddiqa, 2007). The bureaucratic-military elites entered the 

political arena not by intent but by default (Ziring, 1980). In any democratic system 

people are connected with government through political parties. The first political 

party—Pakistan Muslim League—failed to establish contact with the general 

public through annual conventions, sessions and meetings. This provided an 

opening for bureaucrats and military establishment to become involved in politics. 

As Rabbani (2013: 3) argues, the military establishment spared no effort to seize 

the moment and emerged as predictor of governments in the country.  Even after 

staging coups and ruling the country for over three decades, the Pakistan military 

has ironically projected itself as a saviour of democracy, and legitimises its rule by 

introducing elections for local bodies (Behuria, 2009). Another scholar argues that 

the military are frequently requested by Pakistani citizens, political groups, civil 

society and judiciary to intervene in the civil sphere (Ali, 2013: 8).  These 

unhealthy social and political conditions show the powerlessness of the political 

elite. They do not have sufficient power to disagree with the military establishment 

(Ali, 2013).  

With specific reference to corruption, the role of these elites in the state of 

Pakistan is defined by their vested interests and mutual dependencies. The 

traditional powers they retain in different state institutions are highly resistant to 

change. An important feature is that when power swings from one institution to 

another, they start clipping the powers or authority of others. The elites are spread 

through almost all state institutions; Pamela Constable (2001: 17) identifies these 

forces as “deeply entrenched a system of feudal land control in the countryside; a 

large and privileged military establishment; a vast black-market economy; a 

bureaucracy that functions as a machine for graft and patronage; a personalistic 

system of party politics; a pernicious nexus between official power and private 

gain…” 

The description above demonstrates that corruption is rampant in the political 

and administrative setups in Pakistan. Within the spectrum of administrative 

organisation the role of bureaucracy is quite clear vis-à-vis corruption in Pakistan. 

The bureaucracy is comprised of many different organs and machines, among 

which police and district administration departments are pivotal. As these two 

departments hold important positions in the bureaucracy and hold de-facto power 

in Pakistan, they are often perceived as the most corrupt (see Transparency 

International, 2006; 2009). Since this research focuses on corruption in law 

enforcement agencies (especially the police), it warrants, a brief description of 

corruption and police in Pakistan. The section below gives first a brief overview of 

the law enforcement agencies, how they are recruited, trained, structured and their 

strength in different provinces with respect to ranks. Later, section 3.5 describes 

the contours of corruption, police corruption and their causes in order to gain 

insights into the phenomenon of corruption in the context of Pakistan. 
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3.4. Law enforcement agencies in Pakistan 

 

Law enforcement in Pakistan is carried out by several federal and provincial police 

agencies. At federal level there are several institutions (see table 3.2). 

 

Federal police organisations in Pakistan  

 

The agencies established at federal level have cross-provincial jurisdiction 

throughout Pakistan over matters and offences concerning the federal government 

as listed in Federal Legislative List (Article 142 of the Constitution of Pakistan). 

Some agencies are relatively new compared to the provincial police 

establishments. For instance, Anti Narcotic Force (ANF), and National Highway 

and Motorway Police (NHMP) were established in 1997 (for details see Jamal, 

2010). 

 

Provincial police organisations 

Traditionally policing is the responsibility of the provinces in Pakistan. The 

following entities can be found at sub-national level: 

 

 Punjab Police, Punjab Province 

 Sindh Police, Sindh Province 

 Khyber Pakhtunkhwa Police, KPK Province 

 Baluchistan Police, Baluchistan Province 

 

The provincial police organisations across the country have the same 

characteristics and structure for a number of reasons. First, they are all tasked with 

maintaining order and preventing or detecting crime. Second, major substantive 

and procedural criminal laws (i.e. Pakistan Penal Code, the Code of Criminal 

Procedure and the Qanun-e-Shahadat54 Order) are uniformly applicable to most of 

the country55. Third, the Police Service of Pakistan (PSP), which hold all the key 

and senior positions in the country, are recruited, trained and managed by the 

federal government to ensure that police leadership throughout Pakistan emerges 

from the same training and recruitment background (see Jamal, 2010: 10). 

 

                                                 
54 This refers to ‘law of evidence’ in Pakistan.  

See http://punjabpolice.gov.pk/system/files/qanun-e-shahadat-order-1984.pdf   
55 Except in the Federally Administered Tribal Areas (FATA) and the so-called 

Provincially Administered Tribal Areas (PATA); Article 247 of the Pakistani Constitution 

provides that no Act of Parliament shall apply to FATA and PATA, unless the President so 

desires. Gilgit-Baltistan, having no constitutional status, is also dependent on the wishes of 

the federal government (excerpt from Jamal, 2010). 
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Table 3.2 Federal police organisations in Pakistan 

S. 

No. 

  

Institution/ 
Organisatio

n 

Assigned Task 

1. (i) Frontier 

Corps, Khyber 

Pakhtunkhwa  

(ii) Frontier 

Corps, 

Baluchistan 

To maintain law and order in the areas adjacent to international 

borders and in the Federally Administered Tribal Areas, and 

drug control along borders with Afghanistan and Iran. 

2. (i) Pakistan 

Rangers, 

Punjab    (ii) 

Pakistan 

Rangers, Sindh 

To secure/check the Indo-Pakistan border and to assist, when 

requested, respective provincial governments in maintaining law 

and order. 

3. Gilgit-

Baltistan 

Police 

The ambiguity regarding the constitutional status of this region 

means that the federal government is at least partly involved in 

local policing. 

4. 

  

Northern 

Areas Scouts 

(now Gilgit-

Baltistan) 

This federal paramilitary force is meant to secure areas that 

border along Gilgit-Baltistan and to provide assistance to the 

local police force for law and order in times of need. 

5. 

  

Frontier 

Constabulary 

  

Frontier Constabulary was initially meant to provide security for 

internal borders of the so-called settled areas of Khyber 

Pakhtunkhwa (formerly NWFP). Its mandate is now focused on 

internal security as a federal paramilitary force. 

6. Pakistan Coast 

Guards 

To secure the seacoast, prevent smuggling, and prevent entry of 

illegal immigrants and enemy agents/saboteurs. 

7. Islamabad 

Police 

To perform policing functions in the federal capital of 

Islamabad. 

8. Federal 

Investigation        

Agency 

To investigate cases of corruption and fraud in federally 

controlled departments and institutions. Its jurisdiction 

encompasses economic crimes, cybercrimes, banking offences, 

and enforcement of immigration laws/exit control list. 

9. Anti-Narcotics 

Force 

The ANF is mainly tasked with limiting trafficking and 

distribution of narcotics in the country, to enhance international 

cooperation against drugs, and liaise with international bodies 

including the United Nations Office on Drugs and Crime. 

10. Intelligence 

Bureau 

Gathers intelligence and disseminates it to the federal 

government and through the Ministry of Interior to various 

police organisations. 

11. National 

Highways and 

Motorways 

Police 

(NHMP) 

 

NHMP is assigned the task of traffic control functions on 

national highways under the control of the Ministry of 

Communications. 
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Source: Jamal (2010: 44-46).  

 

3.4.1.  Police structure and organisation in Pakistan 

 

Pakistan inherited the colonial criminal justice system from British rule in India. 

The overall organisation of the police forces remained much the same after the 

independence of Pakistan in 1947. Pakistan has a rigid police structure, mostly 

hierarchical and vertical in nature and based on a command and control system. At 

the top are the Inspector General of Police in a province and Deputy Inspector 

General of Police in a region or range, who is assisted by a Superintendent of 

Police (SP) in a district. Below him is the Deputy or Assistant Superintendent of 

Police who commands the subdivision or tehsil (sub-district level), and under him 

is the Station House Officer (SHO) who is in charge of a police station, mostly 

with the rank of Inspector or sub-inspector. After Police Order 2002 most of these 

titles changed. Under the Order each provincial capital is referred to as a Capital 

City. The IGP is now called the Provincial Police Officer (PPO), the SP is renamed 

District Police Officer (DPO) and the DIG in the big cities is given a new role and 

authority under the new title of Capital City Police Officer (CCPO). However, the 

structure of the police remains largely the same. Investigation is separated from the 

prevention or watch and ward and has its own chain of command right from police 

station level to the SP (Investigation) and an Additional Inspector General of Police 

(Investigation) at the top, but subject to the general command and control of the 

SHO in a police station, of a DPO in a district, of a DIG in a region and of the PPO 

in the province. Prosecution is altogether separate from the police and is now an 

independent department under the new Prosecution Ordinance 2005 (Fasihuddin, 

2010: 132). The supervision of provincial police establishments is in the hands of 

provincial government. This is because the law and order issues are better dealt 

with at the local level and therefore a provincial responsibility. In addition, the 

entire budget of provincial police establishments is borne by the provinces (for 

details see Jamal, 2010). The hierarchical tree (from highest to lowest) of the police 

organisation, along with strength of police in all four provinces is given in table 

(3.3) below. 
 

 

 

 

12. Pakistan 

Railways 

Police 

The Pakistan Railway Police (PRP) carries out policing along 

the railways. 

13. National 

Police Bureau 

To act as a national focal point on all police-related matters and 

function as the permanent secretariat for the National Public 

Safety Commission and the National Police Management 

Board. 
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Table 3.3 Pakistan police strength and hierarchy 

 Ranks 

Rank 

Punjab Sindh KPK Baluchistan Total 

PPO / IGP 1 1 1 1 4 

Addl. I.G.P 18 6 2 4 30 

DIG/CCPO 38 18 13 13 82 

AIG / SSP 37 18 10 32 97 

SP / Addl. SP 215 102 66 47 430 

ASP 65 333 17 5 420 

DSP 797 - 182 222 1201 

Inspector 3457 1551 442 542 5992 

Sub-Inspector 15121 4190 1779 1545 22635 

Assistant Sub-

Inspector 
12602 9146 1948 2467 26163 

Head Constable 17732 15105 6201 7463 46501 

Constable 117537 68074 37994 23529 247134 

Grand Total 167620 98544 48655 35870 350689 

999 
Source: Fasihuddin (2010)  

 

3.4.2. Recruitment of Pakistan Police 

 

Recruitment to the police is done at three different levels that is, Constable, 

Assistant Sub-inspector (ASI) and Assistant Superintendent of Police (ASP). The 

recruitment of constable and ASI are done at district and provincial  levels, 

respectively, whereas the ASP are recruited by competitive examination conducted 

by Federal Public Service Commission (FPSC) at country level and on a yearly 

basis. The ranks in police can be categorised as junior and senior ranks. From the 

table above, Inspector and below are considered as junior ranks, whereas DSP and 

above are senior ranks (for details see Jamal, 2010). The responsibility of each 

junior rank is: 

 

 Inspector of Police (IP), in charge of a police station 

 Sub-Inspector of Police (SI), in charge of a smaller police station 

 Assistant Sub-Inspector of Police (ASI), staff of police station 

 Head Constable (HC), staff of a police station 

 Constable, staff of police station 

 

The lowest rank is constable and they are recruited at the discretion of the District 

Police Officer (DPO). The selection process involves physical measurement, a 

written examination, an interview, medical examination and police verification 

(Jamal, 2010). Recruitment for the position of ASI can take place in two ways. The 

ASI can be inducted directly by the Provincial Public Service Commission (PCS) 
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exam, or if one’s father was killed during police service, then the Deputy Inspector 

General of Police (DIG) and Inspector General of Police (IGP) can, at their 

discretion, select one of his sons for such a post. This is an act of compensation for 

the services the deceased rendered the police department56. In addition, 25 per cent 

of the quota for departmental promotions to ASI is filled by graduate Constables or 

Head Constables of clean record as selected by the provincial Public Service 

Commission concerned57. 

The senior ranks are as follows: 

 Inspector General of Police (IGP)/Provincial Police Officer (PPO), in charge 

of the provincial police establishment 

 Additional Inspector General of Police (Addl. IGP), in charge of a Region, 

Capital city or non-field branch/division/wing 

 Deputy Inspector General of Police (DIG), in charge of a city or non-field 

branch/wing 

 Senior superintendent of Police (SSP), in charge of a District or non-field post 

at police headquarter 

 Superintendent of Police (SP), in-charge of a non-field post at police 

headquarter 

 Assistant Superintendent of Police (ASP), in charge of a sub-division in a 

District 

 Deputy Superintendent of Police (DSP), in charge of sub-division in a District. 

 

To be recruited to the Police Service of Pakistan (PSP) as ASP makes one part of 

the elite cadre of the civil service of the country, the Central Superior Services 

(CSS). The latter is a term that has survived from colonial days and entry to the 

CSS is via competitive exam. The CSS is divided into a number of occupational 

groups of which the PSP is one of the most prestigious, attracting some of the 

strongest candidates for the CSS (see UNODC, 2012; Jamal, 2010). The superior 

services, beside police, include other civil services such as the District 

Management Group, Federal Board of Revenue, Foreign Service of Pakistan, 

Pakistan Postal Services, Information Group etc. After the examination a final list 

is prepared from those qualified in the written examination, psychological test and 

the interview. After a final selection, the members of the PSP are recruited as ASP, 

and then have two years of training and serve for one year in Frontier Constabulary 

before entering one of the four provincial police forces or the Islamabad force 

(Jamal, 2010). 

The information above reveals that two types of recruitment are done 

through examination while the last one is directly recruited into police. The 

                                                 
56 This was mentioned during the interviews with police officers during fieldwork in 

December 2010-March 2011 
57 Article 7(3) of the Police Order, 2002 
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minimum educational level requirement for the constables is matriculation (ten 

years of schooling) with no subjects specified. While for ASI or ASP the minimum 

requirement is Bachelor degree. In the examinations conducted by the Public 

Service Commission for ASI, a candidate can qualify with Bachelor degree, but for 

an ASP position one needs to be more qualified and should have a more 

comprehensive knowledge of current affairs, good writing skills, and must possess 

fluency in English etc. The recruitment as ASPs is a legacy of the colonial times. In 

addition, there are different training academies for junior ranks than those for 

senior officers.  

There are some accusations of nepotism and bribery in the recruitment of 

constables and head constables, claiming they are not made on merit. Mostly the 

recruitment is done through political affiliations and at the discretion of District 

Police Officers. It has been alleged that the Commission58 Chairman makes a great 

deal of money while deciding the fates of candidates for the post of Assistant Sub-

Inspector (see for instance Quraishi, 2001). However, the position for ASP 

(through CSS exams) selections are made purely on merit. 

 

3.5. Contours of corruption in Pakistan 

 

The issue of corruption prevails everywhere in the developed and developing 

world. In Pakistan it is inherent since the country’s inception in 1947, but “what 

makes Pakistan unique is that in the last few years the state itself has been 

following policies that facilitated corruption by the high and mighty” (The News, 

17th December 2009). Therefore this problem has become so deeply entrenched 

that it overshadows almost all levels of government and has resulted (among others 

things) in making all the public sector institutes in Pakistan extremely inefficient 

(Abbasi, 2011). In addition, it has made deep inroads on the social norms and 

values. This has led to a general impression that the acceptance of corruption has 

increased over time and there is less evidence that people feel guilty about it 

(Javaid, 2010). The unique feature of corruption in Pakistan is that both the givers 

and takers are immune from prosecution because all that is needed is to bribe to yet 

another party (e.g. lawyers, judges, policemen, etc.). The open acceptance of 

corruption (bad unwani) as a part of everyday life has often surprised researchers 

(Alatas, 1986; Hassan, 1999; Kaufman et al., 2005; Khan, 2007; and Javaid, 2010). 

Ghazali (1997: 4) observes that “whereas in other countries corruption is abhorred 

and severely proscribed and punished, we have allowed corruption to thrive and 

spread with total impunity”. The prevalence of corruption on such a wide scale can 

                                                 
58 See for instance this newspaper report http://www.nation.com.pk/pakistan-news-

newspaper-daily-english-online/letters/09-Oct-2012/public-service-commission-one-man-

show accessed on 07-07-2013 
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be stated through Ehtisham’s (2009)59 apt expression: “From policemen on the beat 

to highest ranks, from legal clerks to judges, from minor revenue officials to senior 

administrators, from storekeepers to high-ranking engineers, all government and 

private agencies are involved in corruption.” Thus the average Pakistani encounters 

corruption every time he has any dealings with bureaucracy - paying bills, 

registering births, reporting a crime, getting an electricity connection, trying to get 

their children admitted to a school, or recording the sale of a house. It does not 

matter how trivial the transaction might be, someone usually has their hand out 

(Khan, 2007).  It is impossible, as Alatas (1999) explains, to describe the misery 

and human suffering caused by corruption. This is also noticed by Chene (2008: 3):  

“corruption manifests itself in various forms in Pakistan, including widespread 

financial and political corruption, nepotism, and misuse of power. Both petty and 

grand corruptions are prevalent in the country.” Citizens commonly face demands 

for bribes in order to get access to public services (TI, 2002; 2006; 2009). This 

shows that no structure, no level and no office of the public sector is immune from 

corruption. Its spread is enormous. It has reached every organ of the state—beyond 

the executive it has put its claws even into the judiciary and legislature (see Ahmed 

and Basit, 2012; Javaid, 2010: 123).  A rough estimate states that there are losses of 

over 200 billion rupees incurred because of corruption (Javaid, 2010). 
A perception survey of Transparency International (2012) ranked Pakistan as 

139th in the comity of nations on the scale of corruption-free-governance. The 

survey confirms that corruption is rife in almost all public sector departments, the 

most prominent amongst them being (in order) the power sector, tax and customs, 

police and law enforcement, judiciary and legal profession, health and education 

and land administration. However, for almost a decade the police60 has been ranked 

as the most corrupt department in Pakistan. Although the scale of corruption is 

highest in development projects and procurement, the common man is more 

interested in petty and middle level corruption that he encounters in daily dealing 

with government offices (Javaid, 2010). The police is the only organisation that is a 

visible state authority on the streets and frequently encountered so the chances are 

high that they will ask or be offered money. Consequently police lack of resistance 

(out of need or greed) to bribery gives the impression of being the most corrupt 

organisation. Some scholars have argued that police corruption merely reflects the 

corruption of Pakistani society at large, as it is impossible to create an island of 

integrity in a sea of corruption (see Shigri, 2012). This widespread corruption is 

                                                 
59 http://www.wichaar.com/news/294/ARTICLE/13752/2009-04-21.html accessed on 15th 

December, 2009.  
60  In Transparency International survey of 2013, police ranked again as top most corrupt 

institution in the country. Whereas, Military, Media, and Mullah (clergy), ranked as least 

corrupt institutions. For details see 

 http://www.transparency.org/gcb2013/country/?country=pakistan accessed on 15-07-2013. 
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also noted by Kabeer, Mumtaz and Sayeed (2010: 13) during interviews, when they 

call it sifarish economy. According to them, Pakistan public institutions revolve 

around ‘money’, influence and sifarish (recommendation), rather than money 

alone.  
 

Examples from recent political history in Pakistan is presented in table 3.4, 

illustrate how it coincides with the history of corruption. However there is an 

interesting discrepancy in that the military has ruled the country for around 30 

years, but there is less evidence presented against those regimes in which elections 

are manipulated, political parties are bribed or political parties are fragmented by 

fraud or force,  in pursuance of legitimising their military rule (for details see 

Behuria, 2009). The military had a key interest and hand in toppling regimes, in 

(table 3.4) dismissing four elected governments, (Zaidi, 2005: 5176). This implies 

that the military is very strong in Pakistan and is entrenched not only in politics but 

also in its economic life61 (Zaidi, 2005; BTI ranking, 2006; Siddiqa, 2007). Hussain 

Haqqani (2010: ix), aptly notes that “Pakistan's military and intelligence services 

try very hard to remain inscrutable”. That has resulted in increasing dependence on 

the military, and Pakistan has acquired the image of “garrison state” (Chengappa, 

1999).  

 

Table 3.4 Political and corruption history of Pakistan 

 
Dates  Highlights  

August 6, 

1990  

President Ghulam Ishaq Khan dissolves parliament and sacks Prime 

Minister Benazir Bhutto for corruption and ineptitude 

April 18, 

1993  

President Ghulam Ishaq Khan again dissolves parliament and sacks 

Prime Minister Nawaz Sharif for corruption  

November 

1996  

 

President Farooq Ahmed Laghari dissolves parliament and sacks 

Prime Minister Benazir Bhutto’s government again on charges of 

corruption  

October 12, 

1999  

 

General Pervez Musharraf stages a military coup ousting Prime 

Minister Nawaz Sharif citing “lack of accountability and corruption of 

horrendous proportions” as a key justification 

May 12, 2000  

 

The Supreme Court validates the coup as necessary for “accountability 

against those, accused of corruption in every walk of life”. 

August 2003  

 

 

 

A Swiss judge convicts former Prime Minister Benazir Bhutto and her 

husband (later President Asif Ali Zardari) of laundering $12 million 

received in bribes from contract-seeking Swiss firms in 1995. 

                                                 
61 For instance, the army runs its own industries, businesses, hospitals and schools. Its 
assets rose from 152 million rupees in 1970 to 9.8 billion rupees in 2000 (BTI ranking 

report, 2006; see also Siddiqa (2007); and Taha, 2012). 
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October 5th, 

2007  

 

Fifty-six days after Pakistan ratifies the United Nations Convention 

Against Corruption (UNCAC), the Federal Government promulgates 

the National Reconciliation Ordinance (NRO) which terminated all 

investigations of corruption offenses by public officials prior to 

October 12, 1999  

Source: Aziz and Bakhtiar (2012) 

 

3.5.1. Police image and corruption in Pakistan 

 

The police in Pakistan are perceived to be corrupt and largely responsible for the 

breakdown of law and order in the country (Chattha and Ivkovic, 2004; Shigri, 

2012). These perceptions are largely based on two factors - media portrayals and 

personal interactions with citizens (Haider, 2012). Fasihuddin (2012), a police 

officer in Pakistan also emphasises that the general public has some grievances 

against police62. According to him, police “….are attacked for inefficiency, poor 

performance, misconduct, corruption, political interference, racial biases, 

favouritism, nepotism, violation of human rights, low level of professionalism, 

poor response in emergencies and crises, low quality of training, bossism, non-

registration of reports and complaints, extra judicial killing, poor public contact, 

illegal detention, poor knowledge of law, tampering with case properties and 

investigative processes, excesses and torture in public custody, registration of fake 

cases, implicating of innocent people in criminal cases, reducing the seriousness of 

crime, misuse of case properties, and so many other harsh and moderate 

allegation63” (Fasihuddin, 2012: 171) . He further agrees that some of these might 

be exaggerated while others could be underestimated. Nevertheless, with specific 

reference to police brutality (an extreme form of corruption and deviance) in 

Pakistan, Chattha and Ivkovic (2004) empirically established that it not only exists 

but also is not considered as serious problem or reported to higher authorities. In 

addition, their analysis shows that all type of corruption identified by Roebuck and 

Barker (1974) are prevalent in Pakistani police. However, questions of what makes 

police to behave like this, or who is responsible for not investing in law 

enforcement are seldom put forward (Abbas, 2012). To answer this 

comprehensively is also out of the scope of this chapter, but it does present the 

                                                 
62 Fasihuddin (2012) mentions this in comparison with Indian Police, who are also facing 

such criticism from the general public. 
63 There are many reports in which such incidences are highlighted, and are not mere 

allegations against police. For instance, Commonwealth Human Rights Initiative (2007) 

notes that in South Asia (Pakistan, India, Sri Lanka, and Bangladesh) “police are often seen 

as serving the regime in power, and not the people. Public experiences of policing show 

that police are more often characterised by violations of laws and individual rights rather 

than protection of them. From murders, to torture, disappearances, excessive use of force, 

failure to follow due process, biased policing, to corruption – the list of violations 

committed by the police is endless.” See also Abbas, (2009; 2012). 
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measures that have been taken by the government for the control of corruption and 

police corruption, starting with a brief consideration of the causes of corruption and 

police corruption in Pakistan. 

 

3.5.2. Causes of corruption and police corruption in Pakistan 

 

Undoubtedly the causes of corruption are highly contextual and are rooted in a 

country's political and legal development, social history, bureaucratic traditions, 

economic conditions and policies (Islam, 2004; Khan, Khan and Ahmed, 2012). 

However, in Pakistan more often than not the causes of corruption are viewed as 

colonial legacy whereby the traditional loyalties (fragmented by the colonial rulers 

through bribery and corruption) were bought. These loyalties, which are to a 

particular group, family, caste or ethnic, religious or linguistic community, promote 

corruption in the form of nepotism (Khan, Khan, Ahmad, and Mehmood, 2012). 

This nepotism was further promoted (as political bribery) in the colonial system of 

administration by awarding of lands, titles and jobs to groups supporting colonial 

objectives (Qadir, 2003: 516). Thus, the embedded causes of this malady are to be 

found in the socio-cultural and political matrix64 of Pakistani society which now is 

faced with the gradual loss of a value system and even identity. From 

administrative point of view, the causes of corruption are seen in establishment of 

class structure that fosters it further. One scholar notices, that “the public service 

structure inherited from the colonial period was based on rank classification, 

grouping all government positions into four broad classes: Class I, II, III and IV. 

The fourfold Hindu caste system — Brahmins, Kashatriya, Vaishiyas and Sudras 

— has often been used as a metaphor for this elitist structure” (Islam, 2004: 314; 

see also Aziz and Bakhtiar, 2012), and a major cause of corruption. Hence, it has 

become extremely difficult to ascertain the exact causes and their degree in matters 

pertaining to human psyche and temperament (Javaid, 2010), but using the 

available literature, the general causes at macro, meso and micro levels are 

summarised here. 

At macro level there are certain research scholars (for details see Qadir, 

2003; Khan et al., 2012) who have identified a number of cases65 that promoted 

corruption in the country, but these are not the genesis of this malady, rather these 

programmes were used or provided incentives for corruption. One researcher sees 

                                                 
64 In Pakistan, political corruption often interlocks with bureaucratic corruption in the form 

of collusion between bureaucrats and politicians. Whether bureaucrats take the initiative in 

involving politicians to protect themselves from state sanctions or whether politicians direct 

bureaucrats to engage in corruption which benefits the clients of politicians, this 

interlocking is widespread (Khan, 2001: 1) 
65 These are: Land awarding after independence; Bloated Public sector; Private sector 

cooperatives; Drug money; Foreign Aid and investment; Informal structure of National 

Economy; Institutional Erosion; Evacuee property distribution. 
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these programmes as precedents for corruption, and also having direct and 

significant bearing on the current success of any reform effort in Pakistan (Aziz 

and Bakhtiar, 2012). The key corruption ‘drivers’ identified by Shah and Schacter 

(2004) from a World Bank study based on a six countries analysis (including 

Pakistan) are clientelism, weak rule of law, ineffective institutions of 

accountability, lack of political commitment among national leaders to combat 

corruption. More or less similar causes have been identified by a Transparency 

International survey (2006 annual report and Hussain and Riaz, 2012: 67). These 

are weak internal accountability mechanism, discretionary powers of public office 

holders and their blatant abuse, poor supervision mechanism, absence of suitable 

moral and business standards for both public and private sectors, incompetent, self-

interested and untrustworthy political leaders, lack of transparency in the 

government’s decision making processes, lengthy and cumbersome administrative 

procedures, weaknesses in the judicial system, illiterate, indifferent public with 

inadequate judgment of political choices, dominance of powerful people and low 

wages/compensation. These causes of corruption are not independent of each other; 

rather they are related and complement each other. 
At meso and micro level, Khan (2001: 2) identifies contributing factors at 

individual and organisational level. He stated that “bureaucrats are likely to be 

corrupt if they have the opportunity to be corrupt and if the expected cost of 

corruption for the bureaucrat is smaller than the expected gain.” In specific 

reference to Pakistan, Khan notices that bureaucracy is typically less well qualified 

and paid (so the risk of losing a state sector job is smaller); its internal governance 

is weaker (so the chances of detection and punishment are smaller), and political 

clientelism is more rampant. More or less similar causes have also been mentioned 

in another study by Abbasi (2011).  He identifies lack of resources, low protection 

and salaries of public employees, political and individual influences as major 

causes of corruption at organisational level. In another important study by Noor 

(2009) the causes of corruption are investigated among perceived (by the public) 

highly corrupt organisations (i.e. general bureaucracy)66 and least corrupt 

organisation (i.e. Motorway police)67. He first categorises the causes of corruption 

as institutional, economic, developmental and social, and then establishes that 

economic and administrative factors are primarily responsible for bureaucratic 

corruption. In addition, his research argues that corruption is attributable to 

inherent inadequacies in the public institutional structure and unfulfilled 

                                                 
66 This refers to government officers belonging to 32 different governmental departments, 

ministries and divisions in Pakistan. Noor (2009) recorded their perceptions through survey 

and interviews. 
67 See Transparency International  Pakistan report 

http://www.transparency.org.pk/report/ncps%202010/press%20release%20embargo.pdf  

accessed on 01-05-2013 
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psychological needs. The latter compels employees to corruption and the former 

permits corruption in an organisation. In his analysis he distinguishes these by high 

and low frequency causes (as perceived by respondents). The comparison is 

summarised in table 3.5 below. 

 

Table 3.5 Views on causes of corruption 

Source: summarized from Noor (2009) 

 

From the table above, it can be inferred that general bureaucracy in Pakistan 

perceive the lack of accountability and greater opportunities as major causes of 

corruption, whereas the motorway police (which is perceived as least corrupt) give 

more weight to corrupt leadership and lack of accountability as causes of 

corruption in an organisation.  

 

3.5.3. Causes of police corruption in Pakistan 

 

The available literature demonstrates that police corruption is an under-researched 

area68 in Pakistan. There is a lack of information on the causes of police corruption, 

prevalence, perpetuation, and its impact on society, yet there are few scholars who 

have tried to investigate and suggest measures to reduce police corruption 

(Warraich, 2004; Suddle, 2007, 2001; Asad, 2009; Ahmad and Ahmad, 2012) 

                                                 
68 Petter (2009: 434) aptly notes that “in Pakistan, every day the media are full of criticism 

of police inefficiency and dearth of resources. Police…..commit every type of crime, and 

are involved in child sex abuse in addition to corruption, brutality, torture etc., but, 

unfortunately, no research has been done on that.” 

General bureaucracy Motorway police 

High frequency causes 

-Lack of accountability 

-Greater opportunities 

-Weak checks and balances  

-Corrupt leadership 

-Discretionary powers 

-Insufficient financial remuneration 

-Weak moral values 

Low frequency causes 

-Excessive bureaucratic regulations 

-Institutional structures 

-Weak judiciary 

-Cultural influences 

-Peer pressure 

-Lack of education 

High frequency causes 

-Corrupt leadership 

-Lack of accountability 

-Weak checks and balances 

-Greater opportunities 

-Interaction with corrupt public 

-Incompatible (with salary) discretionary 

powers 
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However, most of these studies are generalised and less based on empirical 

evidence.  

The empirical studies on the causes of police corruption highlight that 

mostly it is bad recruitment, inadequate training and lack of adequate facilities 

etcetera (Asad, 2009: 2). The more concrete evidence on causes suggests lack of 

accountability and transparency, discretionary and monopoly powers of police, low 

salaries, power of influential people and lack of education (cf.: Mohammad and 

Conway, 2005; Ahmad and Ahmad, 2012). 

In his seminal work, Noor (2009) identifies and analyses, different causes of 

corruption—institutional, economic, developmental and social. Institutional causes 

are lack of accountability, greater opportunities, weaker system of checks and 

balances, corrupt leadership, and discretionary powers incompatible with financial 

remuneration. For economic causes, it is learnt (based on perceptions) that the 

majority of the employees will indulge in corruption despite having sufficient 

financial means. It implies that ‘greed’ is more prevalent and more of an incentive 

among policemen than the need-based corruption. For developmental causes (more 

macro), the majority of employees do not regard the lack of development or slow 

growth as a cause of corruption, but rather the presence of a vicious cycle of 

corruption and slow development. On social causes, the majority of employees 

believe that the public forces the official to be corrupt by offering bribes for shady 

deals. This implies that society accepts and condones corruption, and that could be 

a cause of it.  

Other important studies on police in Pakistan suggest that the prevailing 

criminal justice system (comprises of legislation, courts and police) cultivate 

submission to the established political order through its hegemonic role 

(Muhammad and Conway, 2005; Jamy, 1977). 

Sometimes using an official’s own personal experiences with corruption is 

an important source of information in identifying the problems and suggesting 

measures. It is more informative in the sense that they see the things from very 

close-up69; for example, few serving and retired police officers have shared their 

experiences. Building on this, the personal experiences of the police officer 

suggests that political interference, lack of career advancement—i.e., professional 

stifling in the lower ranks, abuse of lower ranks, political manipulation in hiring, 

poor working conditions and feudal mentality are the major causes of corruption 

and obstacles to reform (Shigri, 2012). Suddle (2001: 94) also highlights the 

following causes of police corruption and inefficiency: (1) an outdated legal and 

institutional framework (devised for nineteenth century Indian colonial rule), (2) 

arbitrary and whimsical (mis)management of police by the executive authority of 

                                                 
69 A concomitant problem in Pakistan is that officials succumbed to the prevailing corrupt 

system keep their mouths shut, while only few, raise their voice against these vices. That is 

the reason that little of police officers work is available on such sensitive and much needed 

issues. 
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the state at every level (policemen were increasingly recruited, trained, promoted 

and posted without regard to merit and mainly for their subservience to people with 

influence and power), (3) inadequate accountability, (4) poor incentive systems, (5) 

widespread corruption, and (6) severe under-resourcing of law and order. 

The International Crisis Group (2008: 13) report reveals that police in 

Pakistan agree that there is wide spread corruption from petty bribery at the lower 

levels of the hierarchy to more substantial graft at the top. Police in general blame 

their leadership and the general public, and ask “how can corruption in the police 

go down when people known to be corrupt are made its bosses….many in the 

police, particularly those at the bottom of the pile, feel that when those at the top 

are making money right, left and centre, what incentive is there for them to remain 

clean?”. Thus police are looking for scapegoats for their deviant behaviours, and 

try to justify their acts, when come under criticism and attack from the public. 

Nevertheless, neither police (including their leadership) nor public are solely 

responsible, as one scholar aptly quoted Mr. Bhutto70 that “if part of the criticism of 

the police is justified, part of it is not” (Jamy, 1977: 60-61). It means the police and 

public both need to change their attitudes. 

The discussion above shows that causes of police corruption are not limited 

just to micro or meso-level, but macro factors—political will, legislations, role of 

judiciary and societal expectation and pressures—are also very important and 

contribute perceptibly. Besides that, few of these factors in isolation can be said to 

cause a corrupt act to occur, but none of them are strictly causal in the sense that 

corruption will occur if they are present in a given location. Instead they are 

observed—or perceived—phenomena which might make it more possible for 

corruption to occur (Mills, 2012). Yet there is much confusion in the literature on 

the right and optimal mix of factors, as it not only varies from agency to agency, 

but also changes over time. This leads us to infer that conglomerates of factors are 

at interplay and related to corruption and police corruption, but largely dependent 

on the context. The following section gathers these diverse factors to develop a 

conceptual framework for this study in the context of Pakistan. 
 

3.6. Anti-corruption initiatives in Pakistan and police reforms 

 

Since gaining independence successive governments have tried to combat 

corruption by adopting different strategies. Some of these were related to 

legislation (enactment of new laws) while others were concerned with 

administrative reforms to cover the loopholes in the institutional structures of the 

                                                 
70 Zulfiqar Ali Bhutto, was the Pakistani politician and statesman, who served as the 9th 

Prime Minister of Pakistan from 1973-1977, and prior to that as the 4th President of 

Pakistan from 1971-1973. He founded Pakistan People’s Party and served as its chairman 

until his execution in 1979 (http://en.wikipedia.org/wiki/Zulfikar_Ali_Bhutto accessed on 

14-06-13) 
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country. Pakistan has been following WB’s corruption control strategies. The 

World Bank has a comprehensive multi-pronged strategy for corruption control 

comprising of five clusters- economic policy and management, civil services 

reforms, legal-judicial reforms, public oversight and financial control (see for 

details World Bank, 2000). However, the results of these initiatives have been 

limited. There are two major reasons: first, political will has not been sustained 

over the years; and second, policy recommendations have not been supported by a 

concrete plan of action (NACS, 2002; Chene, Fagan, Plaza, and Hodess, 2008). 

Five pieces of anti-corruption legislation have been enacted (see table 3.6), 

and, a number of agencies have been established with different prosecution powers 

(see table 3.7). For instance, the Pakistan Anti-Corruption Establishment founded 

in 1961, Federal Investigation Agency (FIA)71 replaced the Pakistan Special Police 

Establishment in 1975; Ehtesab (Accountability) bureau was established in 1996 to 

deal solely with the issue of corruption, and in the 1999 a new ordinance was 

passed and a new anti-corruption department was established the National 

Accountability Bureau (NAB), amalgamating the powers of the Ehtesab bureau 

and Federal Investigation Agency (FIA) (for details see Khan et al., 2004).   

 

Table 3.6 Anti-corruption legislation in Pakistan  

 
Year enacted Title Present status 

1947 Prevention of Corruption Act In force 

1949 Public representatives  

Disqualification Act 

Repealed 

1958 Elected Bodies Disqualification 

Ordinance 

Repealed 

1997 Ehtessab Act Repealed 

2000 National  Accountability Bureau 

Ordinance 

In force 

 

Much of the legislation, as seen from the titles of laws, was concentrated on elected 

representatives and politicians, although the 1947 Act and NAB law both have big 

business in their ambit (Sayeed, 2010). The general perception is that despite 

myriad laws and agencies working on control of white-collar crime, it has 

increased rather than decreased. The laws and agencies are not only perceived as 

discriminatory and focus particularly on politicians and civil bureaucrats (Samad, 

2008), but are also used as a tool for political victimisation (Khan and Wazir, 

2011). These laws consistently exclude the military, the judiciary and lately, the 

Islamic clergy from their ambit (Shah, 2006; Sayeed, 2010). 

 

                                                 
71 FIA is empowered with more authority and responsibilities covering immigration 

matters, economic crime, anti-terrorism and corruption. 



67 

 

 

 

Table 3.7 Anti-corruption agencies in Pakistan 

 

Name Year 

established 

Jurisdiction Functions 

Anti-Corruption 

Bureaus 

1970 Provincial  Check on corruption in 

provincial government 

Federal Investigation 

Agency (FIA) 

1975 Federal Immigration, financial and 

cyber-crime; anti-terrorism 

National 

Accountability 

Bureau (NAB) 

2000 Federal Public and Private sector; white-

collar crime 

 

Police reforms in Pakistan 

 

In Pakistan the police is not perceived as an exception in the overall picture of 

bureaucratic, political and social ethos. Public opinion suggests that political 

interference and domination of the state by elites and their interests are seen as a 

reason behind inefficiency and corruption of police in Pakistan. As Kaleem Imam 

(2011: 12) observes, “the policing culture that had colonial foundations and 

mindset, flourished in the independent Pakistan as elites became neo-colonial-

masters and police failed to become a service to the people. Police continue to 

serve those at the helm of the affairs while masses remained neglected; preference 

was generally given to those who mattered.” This is also affirmed by another 

former police officer who aptly comments that in Pakistan “law of the ruler” take 

precedence over the “rule of law” (Khosa, 2012: 30). This can be seen in Pakistani 

politics, with reference to intended reforms in police in Pakistan. 

Since independence different initiatives have been taken to reform the 

police, the first attempt being made within six months of independence. After that 

dozens of reports were compiled and debated but the desired results never 

materialised nor met the expectations of the general public. A brief history of 

police reforms can be seen in Suddle (2001), ICG report (2008) and Fasihuddin 

(2010). Nevertheless, more recently a final draft was promulgated by the 

government in 2002 after a great deal of debate across the country; soon after many 

amendments were made and these changed completely the whole idea of police 

reforms. This led to resentment among those police officials who worked closely in 

the drafting and implementation of new police law (Fasihuddin, 2010). A 

comprehensive report by International Crisis Group (2008: 8) analyses these 

amendments and the intentions behind changes in the original order. The report 

notes that political elites do not want police to be out of their control in matters 

related to transfers, appointments and evaluations. This leads to serious questions72 

raised by police officers, asking “how can one expect the police to be impartial and 

                                                 
72 The report notices this during interviews with police officers in January, 2008 
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unbiased when it is subjected every day to untold political pressures from all 

sides?” and “most police officers feel that, in order to secure their career prospects, 

they have no choice but to do the bidding of their political masters. Any defiance 

on their part could, and often does, wreck their careers”.  Thus, amongst many 

reasons put forward by Chattha and Ivkovic (2004) lack of political will is seen as 

a major reason for the retention of the century old police system. They conclude 

that “the successive governments have been unable to muster the political will to 

reform the administrative structure of the police department in Pakistan. The 

original police laws and rules are almost century old and require a complete 

overhaul to provide for the appropriate internal organizational accountability” 

(Chatta and Ivkovic, 2004: 191). 

Despite all police reforms that culminated in failure to bring any relief to the 

general public, there is not utter despair of controlling police corruption in 

Pakistan. The public perceptions are changing regarding all police forces as 

corrupt. The public at large appreciate the introduction of National Highway and 

Motorway Police (NHMP), Islamabad Traffic Police (ITP) and Traffic Warden 

Systems in few cities. These traffic police forces have attracted the attention of 

many academics and researchers (see for instance, Noor, 2009; Transparency 

International, 2009, 2010; Nauman, 2012; Abbasi, Aziz, and Khan, 2014). Now 

this brings up the hope that if there is political will, police can be changed for the 

better, can be made public-service oriented and be seen as corruption-free in a 

society like Pakistan.  

This study will explore two of the reformed police organisations with respect 

to corruption control and its contributing factors. One is the Islamabad Traffic 

Police and second is the traffic warden system, which is also known as City Traffic 

Police in Rawalpindi. In order to compare the views of reformed police with non-

reformed, the case of Attock traffic police has been selected. All these cases have 

been explored under the guidelines of the conceptual framework developed in 

chapter 2. The next chapter will detail the methodology adopted in this study, 

which instruments were used, their reliability and validity issues.   
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4. Research Outline and Measurement 
 

 

4.1. Introduction 

 

This chapter outlines the research design and measurement of this study, beginning 

with an overview of the basic research elements (section 4.2). Section 4.3 then 

justifies the decision to collect data from the police force in Pakistan, and 

specifically focusing on Traffic Police in Punjab. Section 4.4 describes the research 

population (the police forces selected). Sections 4.5 and 4.6 give the details of the 

standardised survey used as the primary measurement tool, as well as the 

supplementary in-depth interviews and document analysis, after which 4.7 

discusses the development and structure of the survey. Section 4.8 describes the 

process of item generation and details data reduction and scale construction, and 

4.9 discusses their validity and reliability, explaining the measures taken to deal 

with limitations and potential risks. Lastly section 4.10 presents the operationalised 

model. 

 

4.2. Research outline  

 

This research has a threefold purpose - to explore and record the perceptions of 

policemen’s interpretation of integrity violations, the acceptability and occurrence 

in their departments, to address the research problem of exploring the factors that 

might influence corruption in Pakistan, and to suggest measures for curbing 

integrity violations among the policemen in Pakistan. 

 

As explained in the Introduction, the central research question is as follows:  

 

How corrupt are (traffic) police forces in Pakistan and what factors influence 

corruption within that police force?, and  

What lessons can be learned from that to improve police integrity? 

 

The main elements – organisational integrity and the factors that influence 

corruption and integrity violations in the police force – have been clarified in the 

previous theoretical chapters by answering the following detailed questions: 

 

1. How are ‘corruption’ and ‘police corruption’ and ‘police integrity’ defined and 

interpreted in academic literature? (Chapter two) 

2. According to academic literature on corruption and police corruption, what 

factors are considered to be of influence in combating corruption? (Chapter two). 
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In order to understand the context of this study, Chapter 3 presents an overview on 

the causes and important factors vis-à-vis corruption and police corruption in 

Pakistan, besides giving an overview of the whole political and administrative 

setup.  

 

In the empirical part of this study, reported in Chapter 5 till 8, the below questions 

will be answered. 

 

Empirical sub-questions  

1. What behaviours do police officers (at different levels) in Pakistan consider to 

be corrupt and integrity violations?  

2. What is the perception of police officers in Pakistan with respect to the 

occurrence of corrupt behaviour and integrity violations in their department?  

3. How acceptable do Pakistan police officers find the occurrence of corrupt 

behaviour and integrity violations?  

4. Which conditions and factors that might influence corruption (control) are 

present in the police forces that are investigated?  

5. Which factors are important for corruption control in the perception of the 

police (officers)? 

6. What lessons can be learned to improve integrity among police in Pakistan? 

 

The starting point for this research has been the selection and adoption of a 

typology of integrity violations and corruption to be used in this study. The 

literature distinguishes many diverse types of integrity violations, including for 

example, sexual intimidation and private time misbehaviour (see Huberts et al., 

1999; Huberts, 2007; Lasthuizen et al., 2011). A typology of integrity violations 

was summarised in chapter 2, table 2.2, which was based on Huberts et al., (1999), 

though slightly adopted for use in Pakistan. In this research, which focuses on 

police corruption, the same typology of integrity violation was used: however some 

types of violation (such as private time misconduct) are excluded to adapt it for 

Traffic Police in Pakistan. The resulting typology is visualised in Table 4.1. 

Information has been collected about the prevalence and acceptability of 

these violations within the studied police forces. Additionally, it was important to 

establish what types of behaviour are considered ‘integrity violations’ or 

‘corruption’ by the police officers in these forces. The research focuses on those 

behaviours and is in line with one of the central research questions: ‘What 

influences ‘corruption’ and ‘integrity violations’ in the studied context?’ 

 The observed frequency of these types of integrity violations is incorporated 

into the study design as the main dependent variable (integrity violation and 

corruption), while moral judgment refers to employee evaluations of the 

acceptability of these violations (i.e. moral acceptability judgment) (see Trevino, 

1986; Lasthuizen, 2008). In addition, a third element is added to record the 

perceptions of police officers of whether this behaviour is considered as corruption 

and/or an integrity violation. This is the first study (to the best of my knowledge) of 
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its kind in Pakistan that recorded such information from police officers. 

 
Table 4.1 Types of integrity violations for this study 
 

1. Corruption: bribery 

Misuse of (public) power for private gain: asking, offering, and accepting bribes. 

2. Corruption: favouritism (nepotism, cronyism, patronage) 

Misuse of authority or position to favour family (nepotism), friends (cronyism) or party 

(patronage). For instance, waiving or reducing fines. 

3. Fraud and theft of resources  

Improper private gain acquired from the organisation or from colleagues and citizens, 

with no involvement of an external actor. 

4. Conflict of (private and public) interest through gifts 

The interference (or potential interference) of personal interest with the 

public/organisational interest because of gifts, services, assets or promises. 

5. Conflict of (private and public) interest through side-line activities 

The interference (or potential interference) of personal interest with the 

public/organisational interest because of the jobs or activities practiced outside the 

organisation. 

6. Improper use of authority 

The use of illegal/improper means or methods to achieve organisational goals 

(sometimes for ‘noble causes’). 

7. Misuse and manipulation of information  

The intended or unintended abuse of (access to) information, such as cheating, violation of 

secrecy rules, breaching confidentiality of information or concealing information. 

8. Indecent treatment of colleagues or citizens and customers  

Unacceptable treatment that includes not only discrimination (based on gender, race or 

sexual orientation), intimidation and sexual harassment but also improper behaviour like 

bullying, nagging and gossiping.  

9. Waste and abuse of organisational resources 

Failure to comply with organisational standards and/or improper performance or 

incorrect/ dysfunctional internal behaviour.  

Sources: Huberts et al., 1999; cf. Huberts, 2007, Lasthuizen, 2008, Lasthuizen et al., 2011  

 
For the second part of this study, which deals with important factors and conditions 

for anti-corruption and anti-integrity violations, a conceptual model was developed 

as described in chapter 2, which revealed that anti-(police)-corruption measures 

require a holistic approach, as explaining corruption cannot rely solely on a single 

dimension or theory. The selection of factors in this study (framework) resembles 

Klitgaard’s (1988; 1991) policy framework and Loree’s (2009) work on police 

organisation, but is primarily based on Huberts (2010). Using these theories, the 

factors have been put into different clusters. The framework focuses at the 

important and promising options for police corruption control at an organisational 

level, with additional attention being paid to a number of environmental factors (in 

particular factors related to the political and social context: Islam, 2004).  

All these factors are modified to make it suitable and workable in the 

Pakistani context as well as for Traffic Police there (see Table 2.4 and 4.2). Care 
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has been taken to incorporate all the relevant micro and meso level factors for the 

curtailment of corruption and integrity violations from petty to middle level 

corruption in an organisation. In addition to that, on macro level the framework 

limits itself to the political will for intervention and prevailing socio-economic 

conditions that reflect the attitudes of the society and expectation towards the 

attainment of government services.  

  

Table 4.2 Conditions and factors influencing corruption (control) (meso and 

macro level) 

 

Work-related 

Financial remunerations (salary) 

Rewarding system (efficiency, honesty) 

Type of work: amount of discretion, type of task  

Organisational 

Structure: recruitment/selection: merit based?; control/supervision and 

accountability (checks and balances); rules on 

integrity/corruption; investigation (proactive? sanctions?) 

Culture: informal relations incl. code of silence; organisational values 

and norms; (pre) job training (on competences, ethics) 

Leadership: operational, strategic 

Environmental/external 

Political will and intervention (institutions) 

Social environment: community attitudes (expectations); social-

economic conditions  

  

Based on this framework the following factors have been included in this study, - 

salary and reward system, recruitment and selection, supervision and control, 

organizational culture, training quality, leadership (operational and strategic) and 

political and social environment. 

This framework will guide the identification of (clusters of) factors that are 

(perceived as) helpful in controlling police corruption and integrity violations in 

the Pakistani context. Most of these factors are also presented by Klitgaard (1988: 

95) in his policy framework. According to Klitgaard (1988) such a framework can 

be used as a heuristic device by public managers (government) and is helpful in 

understanding the success or failure of policy efforts.  

The framework of factors that might influence integrity and corruption 

(control) is summarised in figure 4.1, thus focuses on the influence of these factors 

on integrity violations and corruption in police forces in Pakistan. This of course 

makes it even more crucial to be very specific about the ‘dependent variable’ in the 

model - ‘police corruption and integrity violations’. This results in the following 

basic conceptual and research model or framework. 
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Organizational factors 

 

Corruption /integrity 

violations 

External environment 

 

Individual factors 

Figure 4.1 Conceptual model 

 

  

 
4.3. Research population: The police force in Pakistan 

In Pakistan, a country with about 170 million inhabitants, the total number of 

police stations is 1,39273 with a total police force of 575,00074 operating in 25 

different agencies. Thus, the police–population ratio is one police official for every 

304 persons. However, according to Asad (2009) there are around 280,000 enrolled 

police officers in the country. Of these, 87% are Constables and Head Constables, 

12% are the investigation cadre (Inspectors, Sub-Inspectors and Assistant Sub- 

Inspectors). In Traffic Police most officers operate as Assistant Sub-Inspectors and 

Sub-Inspectors. Only 1% consists of supervisory officers from Inspector-General to 

Superintendents. This 1% supervises police functioning within a clearly 

demarcated part of the province. The basic territorial division in Pakistan is a 

district. The head of policing in every district is a District Police Officer (DPO) of 

the rank of Senior Superintendent of Police (SSP). Every district is divided into 

sub-divisions. A sub-division is the responsibility of an officer of the rank of 

Assistant Superintendent of Police (ASP) or Deputy Superintendent of Police 

                                                 
73 Jamal, A. (2010). Police organizations in Pakistan. HRCP/CHRI. Lahore, Human rights 

commission of Pakistan: 1-76. 
74 Khan, A. A. (2012). The U.S model. Stabilizing Pakistan through police reform. H. 

Abbas, Asian Society Independent Commission on Pakistan police reform: 122-126. This 

figure also includes paramilitary and related intelligence agencies. Compare with Abbas, H. 

(2011). Reforming Pakistan‘s Police and Law Enforcement Infrastructure. United States 

Institute of Peace. Special Report 266. 
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(DSP). Every sub-division is further divided into two or more police stations, 

depending on the area, population and incidence of crime. A police station can be 

further divided into police outposts. Police outposts are usually provided in areas 

where the territorial jurisdiction of the police station is so large that it is difficult to 

manage policing from the location of the police station. Inspectors are usually 

assigned to head police stations. In that capacity, they are known as the Station 

House Officer (SHO) (see Jamal, 2010). 

This empirical research was conducted in three district Traffic Police forces: 

one capital city and two districts of Punjab Province. These cities are Islamabad 

(capital of Pakistan), Rawalpindi (neighbouring city of Islamabad), and Attock 

District. Traffic Police in Islamabad are called as Islamabad Traffic Police 

(hereafter, the ITP), the Rawalpindi Traffic police are called Traffic Wardens and 

City Traffic Police, whereas Attock Traffic Police is simply known as such. The 

selection of these cities has been both intentional and pragmatic75. Two cities are 

perceived as success in the eyes of the general public, and some reforms have been 

introduced, such as ITP (Islamabad) and Traffic Wardens (Rawalpindi), whereas 

Attock Traffic Police, where no reforms as such have been introduced, has been 

selected for comparison. The selection of the three cities in one province has been 

made in order to cope with problems of sample biases, and make it comparable. All 

these police forces are operational in the urban areas of their respective districts. 

The basis characteristics of these police forces (mission and vision, rules and 

regulations, fine procedures) are given in chapters (5-7). 

 

4.4. Procedure and response 

The central aim of this research project was to explore policemen’s perceptions of 

integrity violations and find out what work best in controlling corruption and 

integrity violations among policemen in Pakistan. It was determined that the 

answers to these questions could be best addressed by quantitative data analysis of 

the survey material. Therefore, the research was conducted among Traffic Police in 

Pakistan, with the full cooperation of the head officers of the different cities’ 

Traffic Police. During the fieldwork relevant policy documents were accessed and 

semi-structured interviews were conducted among all ranks in different cities. The 

interview and document collection helped me to collect background information on 

the contextual variables and factors for this research project. All the fieldwork 

(survey, interviews, observation and document analysis) was conducted in 

December 2011 and June 2012. 

The total research sample consists of 960 employees76 of Traffic Police in 

three cities, each of whom received a call on wireless/radio device from the officer 

                                                 
75  The selection was made on the basis of the research design as well as taking into account  

the possibility that forces might be able and willing to cooperate (after contacts with  the 

higher officers in different cities). 
76  The numbers of respondents in each city differed, as total number of traffic policemen 
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in charge requesting participation in the survey and emphasising the importance of 

the research. Previously authorisation letters from the VU were forwarded to the 

Heads of District police. The letter explained the study purpose and guaranteed 

respondent anonymity and confidentiality of information. Respondents were not 

required to identify themselves on the questionnaire in any way and were given 

assurance that no one from their organisation would have access to individual 

questionnaires. Respondents were requested to return the completed questionnaires 

to a specified office. 

In total, 470 completed questionnaires were received giving a response of 

almost 49 percent. After the initial examination of these questionnaires, 10 

questionnaires from Islamabad were rejected and 20 from Rawalpindi as not being 

completed. This left us with 440 questionnaires to be processed for data analysis. 

The response rate dropped to around 46 percent, but that is still moderate. The 

response rate could have been improved if all the police force had been gathered at 

one place (as police officers did in Rawalpindi), but that was not possible 

logistically and operationally. 

The aim of this exploratory research is to find out the prevalence of integrity 

violations among the traffic police in Pakistan, in addition, to recording their own 

perceptions of the definition of integrity violations. A sketch is drawn for 

understanding/exploring the factors that might help in curbing integrity violations 

(including corruption) among policemen (in particular) and in Pakistan (in general). 

However, the aim is not to give an exact figure of the number and nature of 

integrity violations, rather to explain their own perception of integrity violations, 

and the extent to which they are satisfied with some factors for curbing integrity 

violations in their respective departments.  

The response distribution of all the policemen was compared using 

background statistics like age, gender, current rank, highest education attended, 

salary and job experience, as shown in table 4.3.  

 

 

 

 

                                                                                                                            
serving varies among different cities. For instance, in Islamabad, Rawalpindi and Attock 

the number of distributed questionnaires was 350, 550 and 60 respectively. The number of 

distributed questionnaire was decided on the basis of available employees serving in the 

vicinity of the office, or operational in nearby patrolling beats, or who come to the office 

regularly. However, an attempt had been made to reach out the officers not coming to the 

office daily, and some questionnaire were filled on the patrolling beats in order to avoid 

biases. In chapter 5, 6 and 7 information is given on the respective police forces sizes and 

the response percentages in this research.     
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Table 4.3 Response distribution 

 Variables  Attributes  Frequency Valid Percent 

Age 8-24 years 11 2.5 

25-34 years 294 66.8 

35-44 years 69 15.7 

45-54 years 58 13.2 

55 years or older 8 1.8 

Gender Male 424 96.4 

Female 16 3.6 

Current Rank Constable 31 7.0 

Head Constable 20 4.5 

Assistant Sub Inspector 54 12.3 

Sub Inspector  320 72.7 

Inspector 13 3.0 

Superintendent of Police 1 .2 

Senior Superintendent of 

Police 

1 .2 

Highest 

Education 

Attended 

 

High School 

 

60 

 

13.6 

Intermediate 65 14.8 

Bachelor’s Degree 201 45.7 

Masters 113 25.7 

Others 1 .2 

Salary (Rs) 10,000 to 15,000 4 .9 

16,000 to 30,000 320 72.7 

31,000 to 45,000 72 16.4 

46,000 to 60,000 41 9.3 

61,000 or above 3 .7 

Police Job 

Experience     

(in years) 

< 3 years 2 .5 

3 to 5 years 253 57.6 

6 to 10 years 51 11.6 

11 to 15 years 24 5.5 

more than 15 years 109 24.8 

 

Table 4.3 shows an overall picture of characteristics of the respondents. It reveals 

that respondents are mostly men, between 25-34 years of age, have the rank of Sub-

Inspector, have 3-5 years’ experience, hold Bachelor’s degrees, and in the salary 

range 16,000-30,000 Pak rupees77. For the individual composition of these 

characteristics, see chapters 5-7, which show that sample representation (of gender, 

rank, experience etc.,) reflects  population characteristics in each of the Traffic 

Police forces (i.e., police officers mostly represent males, assistant sub-inspectors 

                                                 
77 One Pakistani rupee is equivalent to 0.0097 US dollar, and 0.0076 Euro 
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and sub-inspectors, and experiences depend on the establishment of organisation 

itself). 

   

4.5. In-depth interviews and document analysis 

 

While the survey results were being processed, interviews were conducted across 

all ranks. These interviews were semi-structured in nature and covered topics 

regarding integrity violations and measures to control them. These interviews were 

intended to grasp the personal perceptions of what constitutes integrity violations 

and the measures taken by management for its control. In addition, those factors 

that might influence integrity violations in the police force were thoroughly 

discussed. The aim was to find whether those factors existed in their departments 

and to see their effectiveness (see Appendix E for interview protocol).  

The analysis of the interview data started with ‘within-case analysis’ for 

three different police organizations ‘to become intimately familiar with each case 

as a stand-alone entity’ (Eisenhardt, 1989: 540). The within-case analysis provides 

familiarity with individual cases and helps in cross-case comparison. After 

transcribing the interviews, the first step was to label the interviews citations with 

different codes, such as corruption, integrity violations, leadership, supervision and 

control, salary and reward, and trainings etc. The second step was to search for 

patterns within the answers under each label. Later all the citations under each label 

were compared, and depending on the content, were given a new label or sub-code. 

For instance, citations under the code ‘training’, if addressed issues related to 

ethics, integrity, training instructors or better job performance were labelled 

accordingly such as ‘ethical training’ and ‘training instructors’ etc. All these 

citations under sub-codes were separated from other citations, which addressed 

trainings with respect to ethical lessons and instructors’ qualifications. In the final 

step of coding, all these sub-codes were re-grouped and recoded. Citations under 

‘ethical training’ as a sub-code of ‘training’ were regrouped as per their content. If 

the sub-code ‘ethical training’ comprised of citations that expressed both 

satisfaction and dissatisfaction with ethical training, the sub-code was given further 

sub-coding for ‘satisfaction’ and ‘dissatisfaction’. 

In this way, all the citations were coded and re-grouped, after which the 

findings per sub-code were interpreted in term of corruption, integrity violations 

and influential factors. For the cross-case comparison the interpretation of the 

findings for each factor and integrity violations were compared for similarities and 

differences among the three cases. 

The document analysis also served a similar purpose: policy documents and 

annual reports were analysed for complaints and (disciplinary) investigations 

against police officers. However, one city cooperated fully in providing 

information, while the other two just discussed that in interviews. The basic survey 

results, together with additional information from the interviews and document 

analyses, are presented in case studies chapters (5-7). 
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4.6. Validity and reliability of the research  

 

Corruption and integrity violations cannot be gauged or measured from official 

documents because such dealings are very secret and always are limited to what is 

discovered, so obtaining accurate information and a clear picture is not easy. In social 

sciences this problem is usually met with the instrument of survey research, which 

provides additional data on respondents’ beliefs, attitudes and values (Datzer, 

Muratbegovic, Maljevic, and Budimlic, 2006). Therefore, in this research both 

qualitative and quantitative tools were used to gather information. 

 

Quantitative tool: This research assesses the perceptions of the employees using a 

survey method, and for triangulation interviews are conducted, both which have 

benefits and limitations. With specific reference to limitations of survey, one must 

be bear in mind that results might have been influenced by common method 

variance, giving potentially misleading conclusions (Podsakoff et al., 2003). Such 

variances arise when predictor and criterion variables are obtained from same 

source or rater. Other sources identified by Podsakoff et al. (2003) are the tendency 

of respondents to try to maintain consistency between cognition and attitudes (the 

consistency motif), the assumptions they have about the illusory relationship between 

the items (implicit theories), the respondents’ need for social approval and acceptance 

(social desirability) and the tendency for raters “to rate those whom they know well, 

or with whom they are ego involved, higher than they should” (leniency biases) 

(Guilford, 1954 in Podsakoff, MacKenzie, and Lee, 2003: 881).  

The consistency motif, in which respondents try to maintain consistency 

between cognition and attitudes, is probably not an important source of biases in this 

research. Of course, individuals are asked questions regarding integrity violations and 

factors that might influence these. However, the questions were asked to assess not 

their own behaviour and or reflect his/her own behaviour, but the focus was on 

organisational behaviour. Secondly, the respondents were not asked to explicitly 

relate the occurrence of integrity violations in their respective departments and 

factors that might help. 

The elements of social desirability and leniency are quite probable in police 

organisation, given the nature of the topic assessed in the questionnaire, i.e. moral 

judgment of the respondent regarding acceptability and frequency of integrity 

violations. However, in the interviews and informal discussion with police officers of 

lower ranks in general and officers in particular, they did not seem to have a problem 

discussing such matters, but talked fairly openly. This was evident when they 

explained the reasons for the occurrence of such behaviours, and their attitude to the 

acceptability of these integrity violations, instead of denying that these violations 

occurred in their respective organisations. Concerning the third (research) question 

on what behaviours are seen as integrity violations, a question might arise of social 

desirability bias. Yet again, the information on their ideas regarding definitions of 

corruption and integrity violations reveals that these concepts are not comprehensible 

among the police officers, as was disclosed in interviews. It was admitted by many 
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officers that the phenomenon of integrity violations (including corruption) is very 

narrowly used in Pakistani culture and government setups. Therefore, I can assume 

that such biases will not have distorted the results. 

A question might be raised about police leniency toward their organisation in 

reporting fewer integrity violations, but as disclosed in interviews “police is such an 

occupation where policemen do not trust each other as much as in other government 

departments in Pakistan78”. Therefore, we can expect a relative neutral and real 

picture from the police regarding their organisations. In addition, our findings show 

that correlation between independent and dependent variables are low, and thus the 

problem of common method variance should be limited (Spector, 2006: 223)  

One potential problem, particularly in this research, concerns what the 

respondents can actually observe. In other words, Traffic Police have limited view 

of what happens as they spend their duty hours on the road and hardly see the 

activities of their colleagues. For instance, there is a possibility that officers might 

commit integrity violations without his colleagues or department being aware (cf. 

Lasthuizen, 2008). This also applies to those in an office while their colleagues are 

on patrol. In other words, what can the respondents actually observe? In responding 

to questions regarding which type of integrity violations do they see more often or 

less often, the answer might involve one own observations or his specific 

experiences, which definitely take into account subjectivity of individuals, which 

might result in over or underestimation of frequency, for instance like 

discrimination based on gender, sex and ethnicity. 

Another problem relates to what respondents actually report. They might be 

reluctant to report behaviour of other colleagues out of loyalty to them or the 

organisation; but as mentioned earlier, in Pakistan, police have less trust in their 

colleagues79, and if confidentiality is guaranteed then they might well report it. In this 

research full anonymity was provided and the results disclose some interesting 

information (in the survey suggestion part). In addition to that, the aim was not to 

quantify the integrity violations in absolute figures, but to find reliable relative 

figures on sensitive issues. 

A further problem is how to measure the integrity violation behaviours. In 

many surveys (as in this research), the researchers omit items dealing with 

respondents’ own transgression: because the validity of such results become 

questionable (Huberts, Lasthuizen and Peeters, 2006). Nevertheless, social 

desirability always plays a role in such research, making question formulation 

extremely important (Lasthuizen, 2008: 64).  

                                                 
78  “Kota kotay ka gosht nahi kata” means dog never eat other dog’s meat, but we do in 

police in Pakistan. (interview on 18-06-2012) 
79 During observation at police stations in Pakistan, every policeman was back biting 

against his colleagues, but they were not willing to report against their colleagues, rather 

looking for someone else to do that. 
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To gauge the reliability of the survey the instrument included items from the 

results that are based on relevant (police) survey data collected previously by other 

researchers (in developed countries). However, some modifications have been 

made to make it suitable for Pakistani Traffic Police. Here a pioneering attempt has 

been made to not only conduct research on police in developing countries in which 

police own perceptions on integrity violations are investigated with occurrences, 

acceptability, and interpretation, but also an attempt to see what work best for 

Pakistan, keeping in view some recent reforms made in the selected case studies. 

Therefore, on the one hand it makes use of some of the results and instruments of 

developed countries, and on the other it provides a launching pad for on which 

other developing countries can build their instruments.  

 

Qualitative tool: With respect to validity and reliability of the qualitative method of 

interview, it is generally perceived that respondents sometimes shade their responses 

and display a positive picture of himself/herself or organisation. With specific 

reference to the police, certain doubts on the validity of interview generally arise 

because of police solidarity and blue code of silence80 (Ivkovic, 2003). In other 

words, the possibility of socially desirability biases arises in their answers (Weiss, 

1994). In order to minimise the possibilities of such answers, the respondents were 

assured of anonymity at the beginning of the interviews. This created a more 

comfortable atmosphere in which he/she could talk openly and confidently. In order 

to keep the confidentiality of the interviewees intact, the names or designations of 

previous interviewees were not mentioned in subsequent interviews.    

 

4.7. Development and structure of the questionnaire 

 
As pointed out earlier, the questionnaire used as the data collection tool in this 

study served a threefold purpose, first to address the research problem of exploring 

the factors (and satisfaction with those factors) that might influence anti-corruption 

initiatives in Pakistan, second, to explore and record the perceptions of policemen 

of the occurrence, acceptability and definition of integrity violations in their 

departments, and third to suggest measures for curbing integrity violations among 

the policemen in Pakistan. Overall, the questionnaire is composed around four parts 

containing the following content: 

 

 

 

                                                 
80 The researcher himself experienced some difficulty in the Attock case study in 

interacting with lower ranking officers because they were afraid that these 

questions/interviews might be collected for higher police authorities, because they could 

not believe that someone from Pakistan was doing a PhD in the Netherlands on Pakistani 

police. 
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1. Background information on the respondent. 

2. Perceptions on occurrences (frequency), acceptability and definition of 

integrity violations 

Other types of integrity violations in respondent perceptions 

3. Satisfaction with the (existence of) influential factors 

4. Perception on ranking their department in terms of corruption 

5. Identification of top five important factors for curbing integrity violations 

6. Comments on curbing integrity violations 
 

Feedback for the development of the questionnaire was provided by 

colleagues/supervisors at the VU Amsterdam, other (foreign) universities and the 

police officers in the field in Pakistan. Their feedback and involvement was 

important in adapting the questionnaire for Pakistani police. They were asked to 

comment and also to vet the questionnaire to make it relevant, in particular for 

Traffic Police in Pakistan. They were also asked to comment about the clarity of 

the wording and meanings of the questions (items included in the questionnaire) for 

better comprehension of the lower educated police force in Pakistan. Their 

comments led to minor amendments to the final questionnaire. 

 

4.8. Item generation, data reduction, and scale construction 

Several questionnaire items were formulated for each of the conceptual model’s 

main elements based as much as possible on existing and already tested variables 

and scales so as to enhance reliability and validity. As mentioned earlier, this 

questionnaire comprises of two major parts, i.e. integrity violations (dependent 

variables) and influential factors (independent variables) for integrity violations and 

corruption. For part one, three variables were distinguished for integrity violations, 

i.e. frequency, moral acceptability and definition of the phenomenon. However, 

these are explained in one section, as all the items used in these variables are the 

same, only differing in questions that have been asked with regard to these items in 

the questionnaire (see questionnaire in the Appendix A1). The conceptual model 

(as shown in figure 4.1) exhibits three sections for influential factors, i.e. work 

related factors; organisational structure and culture, and the external environment 

that influences the organisational integrity. The important factors are measured 

against the extent to which the police officers are satisfied with these in their own 

departments. The total numbers of variables in turn are:  

 

a. Variables for integrity violations (frequency, moral acceptability and 

understanding the phenomenon). 

b. Variable for salary and reward.  

c. Variable for recruitment and selection.  

d. Variable for supervision and control. 

e. Variable for organisational culture. 
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f. Variable for training quality. 

g. Variable for leadership (operational and strategic). 

h. Variable for opinion about own organisation in terms of curbing integrity 

violations. 

i. Variable for political and social environment. 

 

For data reduction and scale construction, factor and reliability analysis are used as 

analytical technique within the SPSS-package (see e.g., Hanson and Harris, 2000). 

Factor analysis and reliability are conducted for integrity violations and influential 

factors. The inter-correlations, correlations and regression analyses between 

dependent and independent variables are checked and explained in chapter 8. A 

brief description of the factor analysis follows. 

First, a general procedure for an explorative principal component factor analysis 

was conducted on integrity violations.81 In this study factor analyses were carried 

out on items of frequency of integrity violations. This selection was in line with the 

main research question of this study. The factor analyses resulted in a five-factor 

solution. However, some of the five-factor solution was not interpretable; that 

required sub-grouping. To achieve factors that were both reliable and theoretically 

interpretable, the initial five-factor solution was further sub-grouped and tested 

with both explorative and final principal component factor analyses.82 

The last step was to conduct a reliability analysis and build the final scales.83 The 

testing criteria for the scale were a Cronbach’s alpha >.65, average inter-item 

correlations >.30, and item-total correlations >.20 (Kline, 1986; Briggs and Cheek, 

1986). Factor loadings had to be >.30, and the difference between the factor 

loadings of an item on two factors >.20. No item was removed from the analysis. 

The analytical outcomes for each group of variables are discussed below. 

 

I. Integrity violations  

 

This study measures (perceived) organisational integrity violations in terms of 

occurrence (frequency), moral acceptability judgment and understanding of the 

                                                 
81 The data reduction and scale construction used the complete dataset. 
82 This explorative principal component factor analysis employed the following procedure: 

principal component analysis, missing: listwise, eigenvalues of factors >1, iterations <25, 

varimax with Kaiser normalisation, method: correlations. The final principal component 

factor analysis used the following procedure: principal component analysis, missing 

listwise, eigenvalues of factors >1, no rotation, method correlations. A procedure based on 

the method covariances was then performed for both factor analyses and produced the same 

results. 
83 For the reliability analysis, Cronbach’s alpha and various other scale statistics were 

computed based on the correlation matrices, as indicators for internal consistency. All 

missing were replaced by listwise method, and variables were re-coded in the same 

direction as needed. 
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phenomenon among the police officers in Pakistan. These integrity violations are 

based on Huberts, Pijl and Steen’s (1999) and Lasthuizen (2008; 2011) 

operationalisation. For empirical validation the typology twenty-five manifestations 

of integrity violations were included in the questionnaire. Three different questions 

were asked for the same set of twenty-five manifestations (see below box). 

 

After analysing the results of factor analyses, nine different types of integrity 

violations emerged that included both the more and less serious types and are as 

follows. 

1. Corruption 

2. Favouritism by managers 

3. Stealing-theft 

4. Waiving fines 

5. Accepting gifts 

6. Concealing information/abuse of information 

7. Discrimination 

8. Sexual harassment  

9. Using duty hours/privileges for private purposes 

 

This typology of integrity violations resembled with different types of integrity 

violations used in Lasthuizen et al. (2011). 

 

 

Example item for integrity violation frequency: 

How often do you see the occurrence of these incidents in your department over the last 

year?  

1, never; 2, only once; 3, rarely (few times per year); 4, sometimes; 5, often (every week) 

Example item for integrity violation moral judgment (i.e., acceptability): 

In my opinion, the occurrence of these kinds of behaviours are:  

1, never acceptable; 2, seldom acceptable; 3, sometimes acceptable; 4, mostly acceptable; 

5, always acceptable 

Example item for integrity violations consideration (i.e., perception): 

To what extent do you agree/disagree with the following behaviours as integrity violations 

in your department?  

1, strongly disagree; 2, disagree; 3, neither agree nor disagree; 4, agree; 5, strongly 

agree 

 

 Factor 1 reflects corruption: accepting bribes from external parties (type 1) 

 Factor 2 reflects corruption: favouritism by managers (type 2) 

 Factor 3 reflects theft: stealing and theft of organisational resources (type 3 from 

Lasthuizen et al., 2011, see chapter 3) 

 Factor 4 reflects improper use of authority (type 6) 
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 Factor 5 reflects conflict of interests through gifts (type 4) 

 Factor 6 reflects concealing information or abuse of information (type 7) 

 Factor 7 reflects discrimination against colleagues and citizens (type 8) 

 Factor 8 reflects sexual harassment and indecent treatment of colleagues and 

citizens (type 8) 

 Factor 9 reflects private use of public or organisational resources (type 3) 

 

Table 4.4   Final scales for integrity violations based on frequencies 

 

Item No Type of integrity violations 
Factor 

loadings 

Corrected Item-

Total Correlation 

  1. Corruption     

7 Accepting bribes from external parties   

  2. Favouritism by managers   

8 

Favouritism by managers within 

department (for reward, promotion, 

posting, pardon, Annual Confidential 

reports ACRs,) 

  

  3. Stealing theft α =  0.93,  Mean= 1.32, S.D= 0.86 

27 Stealing from victims of accidents  0.83 0.85 

28 Stealing from accused 0.82 0.85 

26 Stealing from unprotected property  0.81 0.78 

29 
Theft of business equipment by 

employees 
0.80 0.84 

  4. Waiving fines α = 0.92, Mean=  1.76 S.D= 1.12 

12 
Asking a colleague to waive a fine 

given to friends 
0.86 0.88 

11 
Asking a colleague to waive a fine 

given to family member  
0.83 0.87 

13 
Asking a colleague to waive a fine 

given to acquaintance 
0.82 0.84 

14 
Change the nature of violation to 

increase or decrease the amount of fine 
0.70 0.71 

  5. Gifts   

10 
Accepting favours in kind from private 

people/ victims/ accused/ applicants/ 
  

  
6. Concealing information/abuse of 

information 
α = 0.77, Mean= 1.7 S.D= 1.04 

16 
Concealing information for 

management or government 
0.57 0.54 

17 
Making false or misleading statements 

in police reports 
0.45 0.64 

15 
Concealing the corrupt practices of 

colleague from supervisory authorities 
0.47 0.63 

  7. Discrimination  α = 0.85, Mean=  1.84 S.D= 1.12 

21 
Discrimination based on departmental 

affiliation  
0.76 0.72 

19 Discrimination based on status 0.76 0.78 
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20 Discrimination based on ethnicity 0.73 0.65 

18 Discrimination based on gender 0.59 0.62 

  8. Sexual harassment α =0.85 Mean= 1.4 S.D= 0.9 

23 Sexual harassment of female colleagues 0.77 0.78 

22 Sexual harassment of male colleagues 0.76 0.72 

24 Use of offensive language to road users 0.58 0.67 

  
9. Using duty hours/privileges for 

private purposes 
α = 0.85, Mean, 1.8 S.D= 1.06 

30 
Doing personal chores/services during 

duty hours 

0.78 0.7 

31 
Doing personal chores/services for 

officers during duty hours 

0.77 0.79 

9 
Private use of public perks and 

privileges 

0.60 0.61 

25 Falsely reporting sick 0.59 0.66 

 

II. Salary and reward 

 

This study aims to measure the perceived and own satisfaction of influential factors 

for curbing integrity violations in police traffic department. Salary and reward is 

the most frequent factor considered as influential for integrity violations in many 

organisations (William, 2002; Newham, 2002; Klitgaard, 1988; USAID, 2007). 

Numerous studies have explored this as an influential factor but rarely in the 

context of integrity violation (such as Hua, 2003; Mutahaba, 2005). The items 

selected in this research are based to a degree on Heneman and Schwab (1985). 

According to them, salary satisfaction can be measured on four dimensions, i.e. 

level, benefits, structure and raise. This research asks about level and structure of 

salary in the relevant organisations. Benefits are approached in the context of 

displaying integrity i.e. reward pattern in the organisation, and raise was not 

included as it fixed annually for all government employees by the government and 

it is equal across all departments in the country. To gauge satisfaction with salary 

among the policemen 9 items on these three dimensions were asked in the wording 

of the researcher and in consultation with researchers and police officers in the 

field. 

To streamline the questionnaire, all the responses were recorded on a five 

point Likert scale i.e. 1= strongly disagree; 2= disagree; 3= neutral; 4=agree; and 

5= strongly agree. 

 

Example item: 

My salary is sufficient for my own and family needs; 

Response scale: 

1, strongly disagree; 2, disagree; 3, neutral; 4, agree; 5, strongly agree 

 

Since the items and scales used in this research have not been validated before (i.e. 

in previous research), therefore, this is done here primarily to assess whether the 
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items and scales are appropriate in this study. For that, first explorative factor 

analyses were conducted on all 9 items of salary and reward. It resulted in one 

factor in the rotated solution. The factor loadings range from 0.52 to 0.88 with 

reliability scale of 0.91 and total variance explained as 59.7%. 

 

Table 4.5 Final scales for salary and reward 

 
Item 

No  Salary and reward 

Factor 

loadings 

Corrected Item-Total 

Correlation 

  α = 0.91, Items Mean= 3.1 S.D= 1.12 

33 Salary was one of the reasons that attracted 

me toward this organization 

0.63 0.56 

34 My salary is sufficient for my own and 

family needs 

0.82 0.75 

35 My salary is sufficient for the work which I 

am doing  

0.88 0.82 

36 My salary is commensurate with the 

discretionary authority I have 

0.83 0.77 

37 I am satisfied with current pay structure in 

my organisation 

0.84 0.77 

38 Less salary increases temptations toward 

deviant behaviour (corruption) 

0.50 0.43 

39 I get more salary than any other public 

sector employee having similar 

qualification  

0.79 0.72 

40 There are constant rewards for an 

acts/displaying of honesty in our 

organisation 

0.82 0.76 

41 I receive sufficient appreciation for my 

efforts 

0.77 0.70 

 

III. Recruitment and Selection 

 

The second influential factor in this research is meritocratic recruitment and 

selection of police officers. From the empirical study of Dahlstrom, Lapuente and 

Teorell (2012), merit recruitment is considered as an important factor in curbing 

corruption and reducing integrity violations, because recruitment is the first step to 

a police career. It is not only important for organisational effectiveness but also for 

the general public (Caglar, 2004). For this research four items were formulated by 

the researcher (to adapt it to the Pakistani context) and were later vetted by other 

researchers, academics and policemen in the field. The questions were asked as to 

the extent they are satisfied with the recruitment process in their organisations. This 

is important because in case of Islamabad and Rawalpindi, there was some new 

recruitment. It was crucial to ascertain whether some background information about 
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police officers was gathered before selection was finalised (see for instance, Quah, 

2006; Roberg and Kuykendall, 1993)84.  

The explorative factor analysis shows that only one factor could be 

extracted. All the items have high factor loadings and item-total correlation. The 

scale of reliability shows a high (α) i.e. 89% and total variance explained as 75%. 

 

Table 4.6 Final scales for recruitment and selection 

 

Item 

No  Recruitment and Selection Factor loadings 

Corrected Item-Total 

Correlation 

 α = 0.89, Item Mean= 3.4, S.D= 1.18 

42 In my organisation recruitments are 

done on merit 

.88 .77 

43 In my organisation selections are 

based on honesty and integrity of 

individuals 

.89 .80 

44 High officers’ personal preferences 

play no role in recruitment in this 

organisation 

.83 .70 

45 Political affiliations play no role in 

recruitment in this organisation 

.86 .74 

 

IV. Supervision and Control 

 

Supervision and control is an important factor for curbing police integrity 

violations and corruption. Police operate either in pairs or alone but out of sight of a 

supervisor; they face a constant stream of opportunities for corruption (cf.: Ivkovic, 

2005; USAID, 2007). In this research five items were formulated in consultation 

with academics and police officers in the field. These items are aimed at 

discovering the level of satisfaction and the existence of a degree of control of the 

police officers in their organisations.  

 

The explorative factor analysis shows that only one factor could be extracted. All 

the items have high factor loadings (> 0.80) and item-total correlation. The scale of 

reliability shows a high (α) i.e. 88% and total variance explained as 69%. 

 

 

 

 

 

                                                 
84  They have argued "a thorough background investigation is one of the most important 

aspects of the selection process" as it is "an attempt to assess the character and general 

suitability of the candidate for police work as determined by past experience and lifestyle." 
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Table 4.7 Final scales for supervision and control 

 

Item 

No Supervision and Control Factor loadings 

Corrected Item-Total 

Correlation 

α = 0.88, Item Mean= 3.69, S.D= 1.1 

46 There is strict supervision of 

patrolling officers 

.80 .69 

47 In my department there are strict rules 

on integrity violations 

  .81 .69 

48 In my department rules are 

implemented fairly 

.81 .70 

49 Once reported corrupt behaviour is 

never tolerated in my organisation 

.85 .75 

50 Disciplinary actions are often taken 

against corrupt officers 

.88 .79 

 

V. Organisational Culture 

 

Police organisational culture is generally considered as an important and frequently 

cited factor in relation to police corruption and integrity violations (Crank, 1998; 

Prenzler, 1997; Paoline, 2003). This organisational culture is also called police 

occupational culture, mainly created because of the kind of work police/law 

enforcement does. This occupational culture is characterised by numerous formal 

and informal values, norms and ideas within the department (Chan, 1996). The best 

known aspect of police organisational culture is the ‘blue curtain’, ‘the code’ or 

‘the code of silence’, by which police officers are reluctant to report corrupt 

activities of colleagues (Newham, 2002). The presence of this ‘code’ has been 

blamed as central element allowing the spread of corruption in police organisations 

(Klockars et al., 2006; 2004; 1997, Newham, 2002) Discretionary authority has a 

specific relation to the culture of law enforcers. That is the reason that an item on it 

has been added in the cluster of organisational culture.  The items selected are 

adapted and modified from the studies of Lasthuizen (2008). Six items have been 

formulated in this survey, in which respondents are asked to reflect on whether 

they agree or disagree with them. Among these, two items reflect the presence of 

negative organisational culture. These were formulated in consultation with 

academics and policemen in the field.  
 

The explorative factor analysis shows that two factors could be extracted (as 

expected) from the items related to organizational culture. Two items reflect 

negative organisational culture, whereas the rest represent the positive aspects. All 

the items have high factor loadings (> 0.68), however, the item-total correlation is 

low because of different items (positive and negative) in the cluster/group. The 

scale of reliability shows a moderate (α) i.e. 66% and total variance explained as 

63%. 
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Table 4.8 Final scales for organisational culture 

 
Item 

No Organizational culture Factor loadings 

Corrected Item-Total 

Correlation 

Positive organizational culture:  α = 0.73, Mean= 3.32, S.D=  1.08 

51 Each person in this organisation 

decides for himself/herself what is 

right and wrong  

.74 .51 

54 In our organisation it is expected 

that we will always do what is right 

for the customers and the public 

.67 .44 

55 The lack of discretionary authority 

reduces the opportunities for 

corruption in our organisation 

.72 .53 

56 In our organisation we have good 

chances of promotion 

.80 .61 

Negative organizational culture: α = 0.68, Item Mean= 5.11, S.D= 2.5 

52 In our organisation employees are 

willing to violate the law to achieve 

their performance targets 

.87 .52 

53 If one of our colleagues violates 

some rule or displays unacceptable 

behaviour, colleagues try to cover 

up his errors  

.86 .52 

 

VI. Training Quality 

 

This study measures the perceived level of satisfaction with the quality of training 

provided for policemen at different levels of their careers. Training is considered to 

be an important factor in providing safeguards against corruption, and theoretically 

also to mitigate some of the errors committed in recruitment (Williams, 2002). 

Lacking the existence of any operationalised and validated measure of (perceived) 

training quality and related empirical studies, variable and scales for training 

quality were developed by the researcher in consultation with other researchers, 

academics and policemen in the field. In the questionnaire four items have been 

used for the measurement of perceived police satisfaction with the quality of 

training and training institutes. The researcher added satisfaction with instructional 

team to the questionnaire because generally those students (officers) who obtain the 

highest scores in the academy in the previous year are asked to join the institution 

as instructor85. 

 

                                                 
85    Many policemen revealed this during informal interviews before the collection of data. 

This is a flaw that is generally found in the training institute for lower ranking police 

officers. However, for higher ranking officers there are state of the art Institutes such the 

National Police Academy and Civil Services Academy.  
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The explorative factor analysis shows that only one factor could be extracted. All 

the items have high factor loadings (> 0.75) and item-total correlation. The scale of 

reliability shows a high (α) i.e. 86% and total variance explained as 70%. 

 

Table 4.9 Final scales for training quality 

 

Item 

No Training Quality Factor Loadings 

Corrected Item-

Total Correlation 

 α = 0.86, Item Mean = 3.49, S.D= 1.16 

57 Good training is provided in good 

training institutes  

.79 .64 

58 Ethics and integrity lessons were 

provided during training  

.76 .60 

59 I am satisfied with the skill taught 

during training 

.89 .78 

60 I am satisfied with the 

instructional team (trainers) of 

this organisation 

.90 .79 

 

VII. Leadership (Operational and Strategic) 

 

The role of leadership in relation to curbing corruption and integrity violation is 

pivotal (Klitgaard, 1991; Murphy, 1995) and a crucial determinant of police 

organisational efficacy (Schafer and Martinelli, 2008).  Generally leadership is 

explored for styles and behaviours that are most effective for organisations. 

However, there are still uncertainties about which styles and behaviours are more 

effective (Campbell and Kodz, 2011). In this research the question is not what style 

or behaviour makes a good/effective leader or what style of leadership is popular 

among the policemen, but to what extent are the policemen satisfied with the 

existing leadership in terms of ethical behaviour. 

In the questionnaire the focus has been limited to ethical leadership 

(adapted from Brown, Treviño and Harrison, 2005; Lasthuizen, 2008) and focused 

on integrity, because ethical leadership is found be positively correlated to the 

satisfaction with leader (Brown et al., 2005). For clear demarcation, in this study 

leadership has been categorised into two groups that are my ‘direct supervisor’ 

(operational) and ‘department head’ (strategic). The direct supervisor could be a 

colleague of the same rank or above but the department head is the overall head of 

the Traffic Police in the city. 

 

The explorative factor analysis shows that only one factor could be extracted. All 

the items have high factor loadings (> 0.83) and item-total correlation. The scale of 

reliability shows a high (α) i.e. 92% with total variance explained as 72.3%.  
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Table 4.10 Final scales for leadership (operational and strategic) 

 
Item 

No 

Leadership (Operational and 

Strategic) 

Factor 

Loadings 

Corrected Item-Total 

Correlation 

α = 0.92, Item Mean= 3.68, S.D= 1.06 

61 My direct supervisor sets a good 

example in terms of ethical behaviour 

.85 .77 

62 My direct supervisor keeps his 

promises 

.85 .78 

63 My direct supervisor can be trusted  .87 .81 

64 My department head takes reports of 

undesirable conduct seriously 

.86 .80 

65 My department head would never 

tolerate unethical or illegal conduct in 

our organisation 

.85 .77 

66 My department head takes disciplinary 

action against those who violate ethical 

standards, or undesirable conduct 

.83 .75 

 

VIII. Political and Social Environment 

 

Finally, two more items were added to gauge the prevailing political and social 

environment in pursuance of curbing corruption, whether the respondents perceived 

it positively or negatively in controlling corruption in the police in Pakistan. 

 

Table 4.11 Final scales for political and social environment 

 
Item 

No Political and Social Environment 

Factor 

Loadings 

Corrected Item-Total 

Correlation 

α = 0.72, Item Mean= 3.37, S.D= 1.47 

70 The political environment my police 

department/force operates in, 

contributes to corruption control 

.89 .62 

71 The community my police 

department/force operates in, 

contributes to corruption control 

.89 .62 
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4.9. Operationalised model 

 

The description above provides information on the measurement procedure adopted 

for data collected from three different traffic police forces in Pakistan after 

employing a well scrutinised survey, based on relevant research, discussion with 

academics and practitioners in the field of the police. The employees’ personal 

perception on interpretation of integrity violations, perceived occurrence and 

acceptability was measured on the base of twenty five manifestations, which 

resulted in nine types of violations (i.e., stealing and theft; sexual harassment; 

corruption; waiving fines; discrimination; concealing information; misuse of duty 

hours/privileges for private purposes; favouritism by managers; and acceptance of 

favours and gifts). The factors that influence the integrity violations are identified 

as six different variables (i.e. salary and reward system; recruitment and selection; 

supervision and control; organizational culture; training quality; and leadership). 

Finally, two more items were added to gauge the prevailing political and social 

environment in pursuance of curbing corruption. The operationalised model is 

visualised in figure 4.2.   
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5. Case Study: Islamabad Traffic Police 
 

 

5.1. Introduction 

 

This chapter provides the results of the first case study on the Islamabad Traffic 

Police (ITP), with a descriptive outline of the survey and interviews results within 

that traffic police force. The first section 5.2 describes briefly the case selection, 

after which section 5.3 gives a short elaboration of the city and case study profile, 

comprising of history, organisational structure and mission and vision statements. 

In the next section, demographic information from the survey is discussed. Section 

5.5 sketches the observed frequency and moral acceptability judgment of integrity 

violations in ITP. The following section discusses the perception of the respondents 

of integrity violations. Section 5.7 elaborates the information from the survey and 

interviews with regard to selected factors that influence integrity violations. 

Finally, section 5.8 considers information from interviews and the survey on the 

perceptions of anti-corruption mechanisms that are prevalent in the organisation 

and also what the police perceived as important for curbing corruption in their 

organisation. 

The purpose of this case study description is to give information on the 

extent to which police officers in ITP are satisfied with influential factors in 

controlling integrity violations and corruption. 

The information presented is the result of extensive fieldwork for one and 

half months in ITP. The views of the police officers are based on the questionnaire-

survey, observation, and interviews and discussion that took place informally or 

formally with police officers on duty. 

 

5.2. Case selection 

 

This case intends to investigate police corruption and integrity violations in order 

to find what factors influence these in the context of Pakistan. Islamabad Traffic 

Police have been selected for this research project, as it is the first and complete 

replication86 of National Highway and Motorway Police (NHMP). The NHMP has 

recently been ranked as a corruption-free department of the country (see 

Transparency International, 2010).87 In addition, like NHMP, ITP has succeeded in 

                                                 
86 Even the challan form (fine book) being used by both organizations are the same. 

However the NHMP operates on motorways and highways, while ITP is deployed within a 

city, which is more difficult task than monitoring Motorways and Highways. 
87 The latest report of Transparency International, dated 1st June, 2010, rank Motorway 

Police as a corruption-free department and this view/perception was supported by 87% 

respondents. For details see the report available on below link 

http://www.transparency.org.pk/report/ncps%202010/press%20release%20embargo.pdf  
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establishing a good image among the public for being a corruption-free and people 

friendly police force. ITP has also earned credit in the public view for equal 

implementation of the law by issuing tickets/fine for traffic violations to ministers 

and secretaries in Islamabad.  

The methods adopted for data collection were survey-questionnaire, semi-

structured interviews and informal discussion with police officers, participant 

observation and documents analysis. For conducting the survey, I first approached 

the Head of the District Police, with a letter of authorisation from VU (see in the 

appendix A 2), which explained the purpose of the study and guaranteed 

respondents anonymity and confidentiality of information. In order to assess the 

total of survey respondents, it was learned that around 300 ITP officers come to the 

office on a daily basis. Around 300 questionnaires translated into Urdu and 50 

English questionnaires were handed over to the officer in charge. Each traffic 

police officer (of all ranks) received a call on his wireless/radio device from the 

officer in charge, requesting participation in the survey and emphasising the 

importance of the research. Respondents were requested to return the completed 

questionnaire to a specific office. Meanwhile, interviews were also conducted: 

these comprised of semi-structured interviews with six participants and one focus 

group discussion was held. Care was taken that each rank in the force should be 

included in the interviews in order to assess differences of opinion among various 

officers on specific issues. However, the selection had to be pragmatic as well and 

was based on convenience and the willingness of the officers because it is difficult 

to approach police in Pakistan and record their perceptions and true opinion on 

sensitive issues. Some of the officers were willing to discuss issues informally and 

did not allow audio recordings. For participant observation, references of friends 

were used to allow me to accompany the patrolling officers on roads in their 

vehicles and at different duty points for a period of two weeks.  

In this case what ITP considered as corruption was explored, then how 

frequently integrity violations occurred in their organization during the previous 

year, and to what extent were they satisfied with the selected factors in their 

organisation. In the survey the respondents were also asked to select the five most 

important/influential factors in curbing integrity violations/corruption in their 

police organisation. 

 

5.3. Islamabad City and Traffic Police profile 

 

5.3.1. Islamabad city 

Islamabad, the capital city of Pakistan, with a total population of 1.15 million in 

2011, is the ninth largest city in the country.88 In the 1960s it became the capital, 

                                                                                                                            
retrieved on 02-09-2011 
88 http://en.wikipedia.org/wiki/Islamabad retrieved on 02-09-2011 
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replacing Karachi. It is the home of the government of Pakistan, including the 

President’s House, Parliament, Senate and Supreme Court. It hosts a large number 

of diplomats, politicians and government employees. Islamabad is known as a 

clean, calm and green city. It has the highest literacy rate in the country.89 

 

5.3.2. Islamabad Traffic Police: a brief history  

 

In 2005 more than 400,000 vehicles travelled on the roads of Islamabad every 

day.90 This number increased rapidly over the following months due to many banks 

increasing the flexibility with which they granted loans for buying cars. This 

allowed an increasing number of middle income families to purchase cars with 

such a loan. Although the number of cars on Islamabad roads increased the 

facilities on the roads remained the same. Moreover, long traffic queues especially 

during the morning and afternoon rush hours (office and school hours) have 

become a routine matter. The result was that traffic congestion started to increase, 

thus creating problems for motorists. 

The higher authorities felt the need to establish a police force on the pattern 

of the Motorway Police to regularise the traffic on the roads, and to bring about a 

new and healthy traffic system in the capital city (see also Abbasi, Aziz, and Khan, 

2014). Thus Islamabad Traffic Police (ITP) was established on 28th Jan., 2006, and 

Mr. Sultan Azam Temuri (SSP) and Mr. Ashfaq Ahmad Khan are considered as the 

two pioneers who provided leadership in planning, organisation, development and 

sustainability of this widely renowned police force. 

Islamabad traffic police emphasises the importance of traffic rules 

obeyance/complaince and concentrates mainly on traffic education of the citizens 

to maintain traffic discipline. A traffic education team has been created solely for 

this purpose. This team has the support of print and electronic media, civil society 

and the corporate sector. To carry out the task assigned the education team 

sketched out a comprehensive programme to educate school, college and university 

students, drivers in commercial organisations, diplomatic corps, public transport, 

private vehicles and government departments91.  

 

                                                 
89 For details see the report available on the website below 

 http://www.pbs.gov.pk/sites/default/files/tables/summary_of_key_indicators.pdf retrieved 

on 19-05-2011. 
90 Figures have been taken from Daily Times 26th April, 2006, soon after the introduction of 

the ITP in the capital city. The details can be seen on 

http://www.dailytimes.com.pk/default.asp?page=2006%5C04%5C26%5Cstory_26-4-

2006_pg11_12  retrieved on 19-05-2011. 
91 For other details see http://www.islamabadpolice.gov.pk/Pages/ITP/AboutUs.aspx 

retrieved on 12/11/13.  
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5.3.3. ITP Mission and Vision statements and Core Values 

 

In order to better understand the role of a police department such as ITP in 

controlling corruption, one needs to know the core objectives, mission and vision 

statements of the organisations. These vision and mission statements can also 

reveal whether controlling corruption is among the main objectives of the 

organisation or it just arises unintentionally. 

 

Vision Statement: The vision statement of the ITP is “to make the traffic 

system in the capital city a model of excellence which could be emulated by other 

law enforcement agencies in Pakistan.” 

 

Mission Statement: The mission statement declares that their task is “to 

maintain smooth flow of traffic; prevention of accidents; help the road users in 

distress; ensure rule of law through equal application; achieve the target of zero 

tolerance with firmness but politeness; and gain the confidence and support of the 

community.” 

 

The core values of the ITP consist of professionalism, integrity, service and 

public friendliness. 

 

As the mission statement testifies, the role of the traffic police has been reduced to 

a large extent. The mandate given to them is limited to moving violations of 

commuters. The other objectives of the police include, the elimination of the Very 

Important Person (VIP) culture, providing assistance to vehicles stranded on the 

roads and reducing the number of fatal accidents. The reduction in fatal accidents 

has been targeted because of the distress these accidents cause the families of those 

killed (Khan and Tehreem, 2012; Daily Frontier Star, 28th Jan, 2011). A newspaper 

report92 states that in order to achieve this objective, “showing perseverance to 

basic objective of ensuring safe road environment in the city, Islamabad Traffic 

Police (ITP) has been successful in maintaining an exemplary traffic system in the 

Capital and its personnel fined around 141,939 vehicles during the current year 

with the objective to secure the lives of the citizens after abiding them to follow 

traffic rules.” 

 

5.3.4. Organisational structure 

The organisational chart (Figure 5.1) shows that ITP is operationally headed by the 

Senior Superintendent of Police (SSP), who is assisted by Superintendent of Police 

(SP). SSP and SP are located at Traffic Headquarters. The SP is in charge of 

                                                 
92 For details see  http://www.thenews.com.pk/Todays-News-6-41379-ITP-fines-drivers-of-

141939-vehicles-during-this-year retrieved on 12-11-2013 
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looking after all traffic-related issues. For traffic management Islamabad city has 

been divided into four zones that are supervised by Deputy Superintendents of 

Police (DSPs) who are accountable and answerable to the SP. These DSPs are 

assigned the supervision of various beats (patrolling units) in their respective 

zones. There are other different departments operational within the boundary of 

Headquarters (i.e. Traffic Education, Traffic Licensing, Driving Testing, Media 

wing etc.) that work under the supervision of the SP and SSP. 

 

Figure 5.1 Organizational structure of Islamabad Traffic Police 

 
Source: http://www.islamabadpolice.gov.pk/Pages/ITP/AboutUS.aspx  

The total strength and ranks of the Islamabad traffic police can be seen in table 

below (5.1). There are only six female police officers working in the lower ranks 

and one female officer working at the higher rank of DSP.   
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Table 5.1 Total strength of Islamabad traffic police and sample representation 

 
S.

# 

Ranks Strength % of total 

strength 

% of sample 

(n=114)  

1 Senior Superintendent of 

Police (SSP) 

1 0.2 0.0 

2 Superintendent of Police 

(SP) 

1 0.2 0.9 

3 Deputy Superintendent of 

Police (DSPs) 

2 0.3 0.0 

4 Inspector 19 3.0 5.3 

5 Sub-Inspector (SIs) 90 14.1 30.7 

6 Assistant Sub-Inspector 

(ASIs) 

218 34.2 37.7 

7 Head Constable (HCs) 111 17.4 14.9 

8 Constables 195 30.6 10.5 

 Total 637 100 100 

Source: ITP Headquarter 

 

5.4. Characteristics of the respondents of ITP   

 
In this research of Islamabad Traffic Police the perceptions of a total of 114 

respondents have been included. The majority of the respondents (37.7% and 

30.7%) held the rank of ASI and SI respectively. The sample representation of SIs 

is double that of the population size (14.1%) and the sample representation of ASIs 

is also a bit greater than the percentage of population (34.2). These two ranks are 

generally authorised to enforce or issue violation tickets in the organisation; 

however the higher ranking officers have a purely supervisory role. The 

percentages of respondents of the rank of Head Constable, Constable and 

Inspectors were 14.9%, 10.5% and 5.3% respectively. The sample representation of 

Head Constable is a little lower than the population representation (17.4%) and 

Constables sample representation is one third of the population size (30.6%). These 

HCs and Constables are the rank and file of police force, and are more concerned 

with office and clerical work, and less involved in issuing tickets. Their 

representation is important with reference to understanding the office work. 

However their lower representation does not affect the result of this study, as they 

have fewer functions in the organisation. Of the higher ranks, there was only one 

respondent of the rank of SP.  

Since ITP comprised predominantly of male officers, the majority of the 

respondents (96%) were men.  

ITP has no direct recruitment procedure, so majority of the traffic officers 

belong to the mainstream police force of Islamabad, and join ITP on detachment 

basis for a few years. That is the reason that the majority (66.4%) of the 

respondents had work experience longer than 15 years or between 11-15 years 
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(16% respondents).  Another reason for greater work experience is that the 

retirement age in Pakistan is 60, and most of the officers join the force either in 

their  teens (for constables) or early twenties (for ASI or ASP) so almost all 

policemen have a career lasting 30-40 years. Around 50% of the respondents 

indicated that their salary was in the range of 31,000-45,000 Rupees and around 

31% that it ranged from 46,000-60,000 Rupees. There were fewer highly qualified 

respondents, as only 8.8% respondents had Masters’ degrees, whereas the majority 

of the respondents (48.2%) had Intermediate education/qualification (which 

equivalent to 12 years of schooling). The reason is that for recruitment for the rank 

of constable has the minimum educational requirement of just tenth grade: but 

since in Pakistan it is not always easy to find a job, so while applying for jobs 

people continue their studies, and people can join the police department as 

constable with higher93 qualifications: for ASI the requirement is a Bachelors 

(fourteen years) degree. This Bachelor degree is the minimum requirement of every 

commission-based exam in Pakistan.  

 

5.5. Frequency and acceptability of integrity violations and corruption 

In order to assess the overall frequency (occurrence) and moral acceptability 

judgement of respondents, this research utilized nine types of integrity violations 

and its different manifestations. The respondents were asked how often did they 

observe the selected ma  nifestations in their department over the period of last 

twelve months, and to what extent did they find them acceptable in their 

department. The responses of the respondents can be seen in table 5.2.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                 
93  In this research many respondents who were in the rank of constables were holding 

Master’s degree in Peshawar police stations, and they were constrained by family needs and 

the easily available jobs for them were in police department.   
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Table 5.2 Frequency and acceptability integrity violations and corruption 

 
Observed frequency and acceptability of integrity violations (n= 114) 

Observed Frequency  

(% of respondents) 
Type and Item Acceptability  

(% of respondents) 

Never Once 

or 

occasi-

onally 

Some-

times or 

often  

 Never  Seldom 

or 

some-

times  

Most-

ly or 

alway

s  
 1. Corruption  

93.9 2.7 3.5 Accepting bribes from 

external parties 

96.5 2.6 0.9 

   2. Favouritism by 

managers 

 

87.7 7.9 4.4 Favouritism by managers 

within the department 

(for reward, promotion, 

posting, pardon, ACRs,) 

86.8 7 6.1 

 3. Stealing theft  

96.5 1.8 1.8 Stealing from 

unprotected property 

91.2 4.4 4.4 

95.6 3.6 0.9 Stealing from victims of 

accidents 

93.0 5.3 1.8 

94.7 3.5 1.8 Stealing from accused 93.0 3.5 3.5 

93.9 5.2 0.9 Theft of business 

equipment by employees 

92.1 3.5 4.4 

 4. Waiving fines  

89.5 8.8 1.8 Asking a colleague to 

waive a fine imposed on 

a family member 

87.7 11.4 0.9 

84.2 13.1 2.7 Asking a colleague to 

waive a fine imposed on 

friends 

81.6 16.7 1.8 

81.6 15.8 2.6 Asking a colleague to 

waive a fine imposed on 

an acquaintance 

80.7 17.5 1.8 

84.2 10.5 5.3 Change the nature of 

violation to increase or 

decrease the amount of 

fine 

82.5 10.5 7 

   5. Gifts  

85.1 10.5 4.4 Accepting favours in 

kind from private 

persons/victims/accused/

applicants/ 

 

 

 

85.1 14 0.9 
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 6. Concealing 

information/abuse of 

information 

 

88.6 6.1 5.3 Concealing the corrupt 

practices of colleague 

from supervisory 

authorities 

87.7 8.8 3.5 

86 6.2 7.9 Concealing information 

for management or 

government 

86.8 7.0 6.1 

87.7 6.1 6.2 Making false or 

misleading statements in 

police reports 

91.2 5.3 3.5 

 7. Discrimination  

87.7 6.2 6.2 Discrimination based on 

gender 

93.0 4.4 2.6 

87.7 5.3 7.0 Discrimination based on 

status 

93.0 4.4 2.6 

92.1 4.4 3.5 Discrimination based on 

ethnicity 

93.9 3.5 2.6 

86.8 4.4 8.8 Discrimination based on 

departmental affiliation 

86.0 9.6 4.4 

 8. Sexual harassment  

98.2 0.0 1.8 Sexual harassment of 

male colleagues 

94.7 4.4 0.9 

96.5 3.6 0.0 Sexual harassment of 

female colleagues 

92.1 7.0 0.9 

93.9 6.2 0.0 Use of offensive 

language to road users 

92.1 6.1 1.8 

 9. Misuse of duty 

hours/privileges for 

private purposes 

 

84.2 11.4 4.4 Doing personal 

chores/services during 

duty hours 

85.1 10.5 4.4 

81.6 13.2 5.2 Doing personal 

chores/services for 

officers during duty 

hours 

87.7 7.9 4.4 

86.0 7.9 5.2 Private use of public 

perks and privileges 

88.6 9.6 1.8 

89.5 7.0 3.6 Falsely reporting sick 91.2 7.0 1.8 

 

 

Before interpreting the results in table 5.2, it is important to note that on both the 

left and right sides the respondents percentage represent the share of respondents 

and not the exact number of integrity violations in the organisation. The table 
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above shows that occurrence and acceptability of integrity violations varies with 

different manifestations of the integrity violations.  The following discussion 

reports the results of different types of integrity violations. 

 

Corruption - Around 94% of the respondents indicated that bribery had 

never occurred in their organisation in the last 12 months, and to 96.5 percent of 

respondents it was never acceptable. However, around 4 percent of the respondents 

indicated that it occurred infrequently, sometimes or often, and to 3.5 percent of the 

respondents corruption is sometimes or mostly acceptable. 

 

Favouritism by managers - The majority of respondents (over 87 percent) 

reported that they had never observed favouritism by managers in awarding 

rewards, promotions, postings, pardon, annual confidential reports, and to around 

87 percent of respondents it is never acceptable. Besides about 4.5 percent of 

respondents who reported that it occurred frequently, about 8 percent said 

favouritism by managers occurred once or occasionally. From the respondents 7 

percent finds this behaviour seldom or sometimes acceptable and 6 percent 

indicated that they find this behaviour always acceptable. 

 

Stealing, theft - Most respondents (over 93 percent) indicated that they have 

never observed any incidence of stealing or theft in their team or organisation 

during the last 12 months, and over 91 percent respondents find it never acceptable. 

However, ‘theft of business equipment by employees’ was observed by over 5 

percent of respondents and 4.5 percent find it mostly or always acceptable. 

Therefore it is extremely difficult to make a judgment about ‘more or less’ of these 

incidents/manifestations in ITP. For instance, ‘stealing from unprotected property’ 

was observed by around 2 percent but it is found to be sometimes or mostly 

acceptable by around 4.5 percent of respondents. 

 

Waiving fines - Waiving fines, as an integrity violation was observed more 

frequently (rarely i.e. few times per year) by respondents as compared to other 

integrity violations and this violation was manifested in waiving fine for family 

member, friends and acquaintances. For instance, around 9 percent of respondents 

reported that waiving fines imposed on a family member occurred rarely, and is 

found acceptable by over 11 percent of respondents. Likewise, over 13 percent of 

respondents very occasionally observed the waiving of a fine imposed on friends 

and around 17 percent that of a fine imposed on acquaintances by and this was 

found acceptable by over 18 percent and 19 percent respondents respectively. In 

addition, 10.5 percent of respondents opined that ‘change in the nature of violations 

to increase or decrease the amount of fine’ occurred once or infrequently over the 

last 12 months, and is seen as sometimes acceptable. This violation was mostly or 

always acceptable to 7 percent of respondents. 
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Gifts - This type of integrity violation as manifested in ‘accepting favours in 

kind from private persons/victims/accused/applicant’ was never acceptable and 

never observed by 85 percent of respondents. Around 10.5 percent of respondents 

perceived that it occurred rarely and it was sometime acceptable to 14 percent of 

respondents. 

 

Concealing information/abuse of information - This type of integrity 

violation was manifested in concealing corrupt practices of colleagues from 

supervisory authorities, management and making false or misleading statements in 

police reports. Over 86 percent of respondent reported that it had never occurred in 

their organisation over the last year and was never acceptable to them. 

Nevertheless, concealment of the corrupt practices of colleagues was reported by 

over 5 percent of respondents as something that occurs either sometimes or often, 

and to around 9 percent of respondents is seldom or sometimes acceptable. 

Moreover, over 6 percent of the respondents considered ‘making false or 

misleading statement in police reports’ occurred infrequently and over 5 percent 

reported this to be seldom or sometimes acceptable. 

 

Discrimination - This type of integrity violation was also seen as infrequent 

and involved different manifestations. Over 86 percent of respondents indicated 

that discrimination based on gender, status, ethnicity or departmental affiliations 

never occurred and found it unacceptable. However, over 6 percent and 7 percent 

of respondents indicated that discrimination based on gender and status occurred 

sometimes or often respectively, and it was sometimes and mostly acceptable to 7 

percent of respondents. Even more respondents (around 9 percent) reported that 

discrimination based on departmental affiliation occurred sometimes or often, and 

it was seen as sometimes acceptable to almost 10 percent of respondents. 

 

Sexual harassment - The occurrence of sexual harassment in ITP was said by 

a majority (over 94 percent) never to have occurred, and it was never acceptable to 

around 92 percent of respondents. The sexual harassment of male colleagues 

occurred sometimes or often in the opinion of 2 percent respondents and it is 

sometime acceptable to 4.5 percent of respondents. On the other hand, 3.5 percent 

respondents indicated that harassment of female colleagues’ occurred once or 

rarely and it was sometimes acceptable to around 7 percent of respondents. Over 6 

percent of the respondents opined that there was ‘use of offensive language to road 

users’ and found it sometimes acceptable. 

   

Misuse of duty hours/privileges for private purposes - In general over 80 

percent of respondents never observed the occurrence of this type of integrity 

violation, and to over 85 percent it was never acceptable. The respondents also 

observed rarely (11 percent and 13 percent) that personal chores and chores for 

officers respectively were done during duty hours, and was seldom or sometimes 
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acceptable. In response to the manifestation ‘private use of public perks and 

privileges’ around 5 percent of respondents indicated that it occurred frequently 

and it was sometimes acceptable to over 9 percent. 

 

Overall the description above demonstrates the respondents’ response on the 

occurrence or observed frequency of integrity violations and the judgment of moral 

acceptability within the Islamabad traffic police. This combination of perceptions 

by ITP on the integrity violation frequency and acceptability helps to categorise 

different types of integrity problems (cf. Lasthuizen, 2008; Lasthuizen, Huberts, 

and Kaptein, 2002). This categorisation is explained later.  

From these descriptive statistics it can be inferred that in general integrity 

violations occurred relatively infrequently in ITP and there was a higher degree of 

unacceptability of integrity violations. Their perception of their own organisation 

in terms of integrity violations seems a true reflection of their image as a same 

picture arises in print and electronic media in Pakistan.  From the table above it can 

be inferred that in the organisation integrity violations are manifested least in the 

types of corruption, stealing and theft and sexual harassment. The reason for fewer 

occurrences is because limited opportunities exist in their organisation for these 

types of violations; in addition, there is also the fear in the officers’ minds that if 

exposed the repercussions could be very harsh.94 The element of corruption has 

been controlled by paying higher salaries and by strict supervision. The most 

probable reason that there were 4-5 percent of respondents, who indicated that 

these violations occurred rarely, sometimes or often, is that in ITP some police 

officers join the force for a specific period of time. Most of these vices/deviant 

behaviours are probably connected to them. This was revealed during the 

interviews with a few of such police officers, who confessed to accepting bribes 

from the public and their involvement in such actions. The occurrence of sexual 

harassment is negligible because few female police officers work in ITP, but the 

reason for those respondents who indicated that it occurred rarely, sometimes or 

often is that Pakistan is a male dominated society and females have less 

representation in public sector organisations. Most of the police officers that 

indulge in such activities or behaviours do it ‘just for fun’ (see for instance Taj, 

2004). Stealing and theft occurred less in ITP; the reason could be that they have 

fewer opportunities in their organisation for this. Their authority is limited to 

checking moving violations, and not to impound or inspect vehicles, when such 

incidents might/could arise. 

In relative terms, the occurrence of waiving fines (for friends, family 

members and acquaintances) and acceptance of favours in kind (i.e., gifts) is 

greater in ITP, and the reason is that Pakistan is characterised as a collective 

society; support and favour to/from family and friends are granted and accepted 

without any hesitation, and sometimes considered as an obligation. This is 

                                                 
94 This inference is based on interviews with police officers during the fieldwork. 
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discernible in all departments in the country, not just in ITP. However the instances 

of these violations can be found more frequently in a traffic police officer who is 

working in his own city. Similarly, accepting gifts occurs relatively frequently for 

two possible reasons. Firstly, police officers can easily avoid the blame of being a 

corruptee (a person who accepts bribes in monetary forms), and secondly these are 

counted/considered as a mutual exchange based on affection or regard rather than a 

one-sided demand.  

In general, the acceptance of integrity violations is less in ITP, but there are 

some types of violations that respondents indicated were relatively highly 

acceptable, for instance waiving fines and misuse of duty hours or public perks and 

privileges for private purposes. As mentioned above, police officers, if provided 

with an opportunity, will display leniency towards family and friends, and consider 

this as an obligation. Therefore, because of social pressure and the frequent 

observed incidence in other public and private sector departments, there is 

relatively high acceptance of this kind of behaviour. The other type of integrity 

violation for which there was relatively high acceptance is doing officers’ and 

personal chores during the duty hours and the private use of public perks and 

privileges. Higher acceptance can be understood from the fact that Pakistan has a 

class system, and officers are always regarded with great respect and reverence. 

This mentality has been inherited from the colonial masters and still prevails in 

Pakistan. Hence when something is found acceptable for an officer, with that 

excuse a lower ranking police officer too does his own errands, and this becomes 

more acceptable. On the issue of relatively high acceptance of private use of public 

perks and privileges in ITP, these violations are very much in evidence in Pakistan. 

Many officers join the civil services for these perk and privileges (see Noor, 2009), 

and there is never a proper use of them. During the interviews some police officers 

explained that they do it for security reasons, but the use of these privileges by 

family members is beyond comprehension. The justification for the acceptance is 

that if ‘everybody does it’, then this implies that it is right for each individual to do 

it. 

These explanations of observance or occurrences and moral acceptability 

judgments can be explained further with the help of information, obtained by 

requesting the respondents to express their perceptions of these violations, in a 

sense, whether they considered these as integrity violations or not. The same 

manifestations as used for frequencies and acceptance were used to record their 

responses. The next section describes these perceptions.  

 

5.6. Perception of integrity violations and corruption 

One of the novelties of this study is to record the perception of the police officers 

on manifestations whether or not they consider these as integrity violations or 
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corruption. These perceptions were aimed at their own perception and not at their 

colleagues or what their organization perceived.95 In this study the respondents 

were asked the following question:  to what extent do you agree/disagree with the 

following behaviours as integrity violations in your department? With as 

categories: 1, Strongly disagree; 2, Disagree; 3, Neither agree nor disagree; 4, 

Agree; 5, Strongly agree  

Table 5.3 Perception on integrity violations and corruption 

 
Perceptions of Integrity violations (% of Respondents) n=114 

Type and Item Agree or 

Strongly 

Agree 

Neither 

Agree 

nor 

Disagree 

Strongly disagree 

or Disagree 

1. Corruption 

Accepting bribes from external parties 89.5 1.8 8.8 

2. Favouritism by managers 

Favouritism by managers within 

department (for reward, promotion, 

posting, pardon, ACRs) 

87.7 3.5 8.8 

3. Stealing theft 

Stealing from unprotected property  84.2  15.8 

Stealing from victims of accidents  86.0  14 

Stealing from accused 86.8  13.2 

Theft of business equipment by 

employees 

87.7 2.6 9.6 

4. Waiving fines 

Asking a colleague to waive a fine given 

to family member  

82.5 8.8 8.8 

Asking a colleague to waive a fine given 

to friends 

78.1 7.9 14 

Asking a colleague to waive a fine given 

to acquaintances 

79.8 7.9 12.3 

Change the nature of violation to increase 

or decrease the amount of fine 

85.1 2.6 12.3 

5. Gifts 

Accepting favours in kind from private 

persons/victims/accused/applicants/ 

79.8 3.5 16.7 

6. Concealing information/abuse of information 

Concealing the corrupt practices of 

colleague from supervisory authorities 

82.5 5.3 12.3 

                                                 
95 There is no doubt that these perceptions are influenced by social, cultural and 

administrative norms, because police belong to that society where they are supposed to 

maintain law and order. 
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Concealing information for management 

or government 

83.3 3.5 13.2 

Making false or misleading statements in 

police reports 

82.5 5.3 12.3 

7. Discrimination 

Discrimination based on gender 85.1 3.5 11.4 

Discrimination based on status 85.1 2.6 12.3 

Discrimination based on ethnicity 82.5 1.8 15.8 

Discrimination based on departmental 

affiliation  

81.6 4.4 14 

8. Sexual harassment 

Sexual harassment of male colleagues 86.8 0.9 12.3 

Sexual harassment of female colleagues 87.7 0.9 11.4 

Use of offensive language to road users 82.5 1.8 15.8 

9. Using duty hours/privileges for private purposes 

Doing personal chores/services during 

duty hours 

81.6 3.5 14.9 

Doing personal chores/services for 

officers during duty hours 

81.6 4.4 14 

Falsely reporting sick 83.3  16.7 

Private use of public perks and privileges 83.4 6.1 10.5 

 

Findings: Survey 

 

The table above (5.3) shows sets of percentages that represent the share of 

respondents’ agreement or disagreement on integrity violations. The higher the 

percentage of agreement, the more they considered these manifestations as 

integrity violations and the more the respondents disagreed means that they did not 

consider these as integrity violations. Based on the table above and answers of the 

respondents it is evident that on average over 13 percent of respondents do not 

agree that the above manifestations are integrity violations. Again it is difficult to 

suggest which integrity violation is more or less serious in the eyes of the 

organisation, and also which type of behaviour(s) the employees must consider as 

unacceptable and as an integrity violation. It is also hard to put a benchmark on the 

percentage of respondents in agreement or disagreement in relation to something 

being considered as an integrity violation, or what percentage of disagreement on a 

certain violation causes problems for the organisation. However it would not be an 

exaggeration to infer that it is quite an alarming situation in the organisation, even 

though the majority of respondents reported that it never occurred and is never 

acceptable. Nevertheless considering a serious manifestation as integrity violation 

is matter of concern for the organisation. However, to distinguish that when 

something is not acceptable but it is also not integrity violation is hard to establish 

a conclusion from that in terms of awareness. The responses on different integrity 

violations are as follows:  
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Corruption - Accepting bribes is considered by wide majority (around 90 

percent) as an integrity violation and corruption. Keeping in mind the ‘social 

desirability element’, that might be a reason that non-occurrence of this type of 

violation is reported by majority of respondents and its non-acceptability. 

However, around 9 percent still disagree with this as integrity violation, which is 

quite surprising. It is understandable that they might be willing to grant acceptance 

of this violation, but not considering it as integrity violation is beyond 

comprehension. Perhaps the reason is that in the survey the question was asked in 

the form of accepting and not offering bribes. Therefore it is possible that many 

respondents find accepting a bribe is acceptable, but not offering one because most 

of the policemen put the blame on the public for this violation. In Pakistan it can be 

very frequently observed that officers are offered money and it is mentioned that it 

is not bribe but the excuse is given that it is to buy sweets for their family. When it 

is compared with occurrence and acceptability, it can be seen that around four 

percent of respondent indicated that it occurs sometimes and is acceptable 

sometimes.  

 

Favouritism by managers - This manifestation concerns managers giving 

favours by granting rewards, promotion, posting, pardon, or annual confidential 

reports, and almost 88 percent of respondents strongly agreed or agreed that it was 

an integrity violation. Almost the same number of respondents indicated that this 

never occurred and that it is never acceptable. Around 9 percent of respondents 

opted for strong disagreement or disagreement that it was an integrity violation. 

The opinion of this 9 percent can be compared with 13 percent of respondents in 

whose opinion it is sometime or always acceptable, and does occur rarely or 

sometimes in their organisation. 

 

Stealing and theft - The table above indicates that over 84 percent of 

respondents believed that stealing and theft are integrity violations, in contrast to 

over 13 percent who indicated that these are not integrity violations. In response to 

‘theft of business equipment by employees’ around 10 percent of respondents 

reported that they strongly disagree or disagree with this as integrity violation, and 

around 3 percent were not sure so opted for neither agree or disagree. The 

perception of this violation is also evident in their response to occurrence and 

acceptability. Committing this type of violation is acceptable to around 9 percent of 

respondents, though it occurs less frequently. This sort of integrity violation occurs 

more frequently in the mainstream police force, as was indicated during the 

interviews.  

 

Waiving fines - Waiving fines imposed on family members, friends and 

acquaintances is generally not considered as an integrity violation when compared 

to other integrity violations. This was evident as around 12-14 percent of 

respondents indicated strong disagreement or disagreement with these 

manifestations as integrity violations or opted for neither agree nor disagree (8-9 
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percent). This was also pointed out in the frequency and acceptability part; over 18 

percent respondents indicated that it occurs (though rarely i.e. few time per year) 

and is sometimes acceptable. The most probable reason of these behaviours and 

acceptance is the influence of social and organisational culture. This was confirmed 

by one respondent who said “Yes we support each other very much. If we do 

anything wrong, we try to negate it with the help of our colleagues”. This can be 

better illustrated by an incident96 that explains how departmental affiliations come 

into play. Three men were riding on one motorcycle. One of them was police 

constable. When the Inspector General Islamabad (the chief officer) saw them he 

ordered his patrolling officer to give them a ticket. The three friends requested the 

patrolling officer to ignore it97: the police officer replied that he did not want to 

give them a ticket but it was the IGP’s order. Then one of the men revealed that he 

was a policeman and patrolling officer was left with no other option. He saw 

another motorcyclist who was not wearing helmet: he caught him, gave him a 

ticket to show to the IG as proof he had fined the three men while allowing the 

three to leave without a ticket. In response to change in the nature of violations, 

one respondent revealed that he felt sorry for the poor taxi drivers. He reported 

that, “if a taxi driver deserves 700 rupees fine, I issue 100 rupees fine, because I 

know his income for a full day is around 700: if he pays that as a fine what can he 

buy for his family?” 

 

Gifts - Accepting favours in kind from private persons, victims, accused or 

applicants was considered an integrity violation by around 80 percent, but around 

17 percent of respondents did not consider it as integrity violation. However, 

accepting gifts and favours were recorded among different (rank) officers. One 

incident concerned an officer making a bargain with taxi drivers, and halved the 

requested fare by mentioning that his duty was at that (…) location, and ‘if you 

need any help then you can come to me’. Since it does not involve any monetary 

transaction, people cannot accuse the police of taking bribes, and the other party is 

also willing to offer the services or buy gifts for the officers.98  

                                                 
96 This was narrated by the Islamabad police officer who was riding the motorcycle himself 

and who showed his identification to the police officer. Their violation was not wearing a 

helmet. Dated 1st December, 2010 
97 The traffic police officers have a degree of discretion in that they can ignore the violation 

upon the declaration from the violator that it was his first mistake/violation, or if the police 

officer is convinced by an excuse. Instead of giving a ticket the police officer gives a 

lecture and warns them about how hazardous it is for their own safety. 
98 One officer indicated that the exchange of gifts is SUNNAH (tradition of our Holy 

Prophet), thereby, making it legalize and obligatory for himself. However, the type of 

exchange the Prophet (SW) asked does not involve mutual give and take (back-scratching), 

rather it is based promoting love/affection among human beings. Similar dilemmas also 

prevail in China, when researchers distinguish between ‘guanxi’ (gifts) and bribery (for 
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   Concealing information/abuse of information - Over 82 percent of respondents 

strongly agreed or agreed this violation is an integrity violation. Around 13 percent 

of respondents still strongly disagreed or disagreed that it was an integrity violation 

and around 5 percent of respondents were not sure and opted for neither agree nor 

disagree. Compared to other violations it occurs relatively more frequently and has 

a higher degree of acceptance. There was some information, which policemen 

concealed from the general public. This was revealed when one respondent 

mentioned that a traffic officer is given a target of issuing tickets and if one does 

not achieving that target, he has to account for this.99  

 

Discrimination - The agreement that this was a violation was indicated by 80 

percent of respondents. This discrimination was manifested on the bases of gender, 

status, ethnicity and departmental affiliations. Around 16 percent of respondents 

expressed their disagreement that this was an integrity violation when based 

on/directed at ethnicity. Fourteen (14) percent of respondents disagreed that this 

was a violation when it concerned departmental affiliations. As a greater 

percentage of respondents did not consider it as an integrity violation, it had a 

higher frequency in the perception of the respondents. Police officers indicated 

they showed some leniency to female road users.  

 

Sexual harassment - In Islamabad Traffic Police over 82 percent of 

respondents believed that sexual harassment is an integrity violation. While around 

12 percent of respondents considered this as not being an integrity violation. Even 

more respondents (around 16 percent) indicated that the use of offensive language 

to road users is not an integrity violation. From the discussion on occurrence and 

acceptability, it is evident that it occurs less in ITP: the reason could be that there 

are only six females working in ITP, so it is less probable that the harassment of a 

female colleague would occur. The harassment of mala colleagues is also 

negligible. When it comes to the use of offensive language to road users, it was 

indicated as well as observed that ITP is very courteous to road users. During 

training it was taught to observe the rule “pehly salam phir kalam” meaning, ‘first 

greetings and then words’.   Even if it is not considered as an integrity violation by 

a larger percentage of respondent, but it is made compulsory to be polite to road 

users or violators. 

 

Using duty hours and privileges for private purposes - Agreement or strong 

agreement as to whether doing personal chores for officer(s) and for themselves 

during the duty hours is an integrity violation were reported by over 81 percent of 

                                                                                                                            
details see Andvig, Fjeldstad, Amundsen, Soreide, 2000).  
99 It was also revealed by a friend in the motorway police that they are given targets and 

when they fall short their performance becomes visible/questionable in the organisation. 

‘So we try to be above the average in issuing tickets all the time.’ 
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respondents, in contrast to around 15 percent of respondents who strongly 

disagreed or disagreed. Around 17 percent strongly disagreed or disagreed that 

falsely reporting sick was an integrity violation. In other words, it was not 

considered as an integrity violation. Moreover, around 10.5 percent of respondents 

did consider the private use of public perks and privileges as an integrity violation. 

The majority of respondents did not consider this type of violation as an integrity 

violation, but it also occurred only rarely. The possible reason for not using duty 

hours for personal or officers’ chores is that officers have exactly eight hours of 

duty. Those respondents who indicated that it did occur also observed that officers 

were sitting in the cafeteria and gossiping near the duty station. 

 

Findings: Interviews 

  

The above findings are based on the responses collected through the survey of ITP. 

In addition, information was gathered through formal and informal 

discussions/interviews with police officers.  The focus was on the recording of the 

opinions of the police officers on the perception of integrity violations/corruption, 

and how they would define it, or would outline corruption. In other words, the 

intention was to understand the perception of corruption of Pakistani police, 

whether Pakistani officers were lenient in regard to corruption and integrity 

violations. This section concerns information gathered mostly from interviews with 

police officers and comprises of definitions/recognitions/distinctions of different 

integrity violations/corruption.  

In Pakistan corruption is sometimes considered rather narrowly or broadly. 

In narrow sense, the term encompasses behaviours that are limited to something 

related to money. On the other hand in broader sense, the term is used for all types 

of violations, misbehaviours and ethical problems, which make the comprehension 

and distinction between corruption and non-corruption difficult. In addition, 

interviewees also considered different behaviours as corruption (which in the 

academic literature are not so regarded but rather as integrity violations), such as 

telling a lie etc. The possible reason for this is that the word ‘corruption’ is heard 

everywhere and even more frequently and the public has insufficient understanding 

of/acquaintance with integrity violations to make the differentiation between 

corruption and other ethical problems. For instance, one interviewee defined the 

phenomenon: “Corruption is a very broad word, for instance even if a person is 

telling a lie he is doing corruption with himself, with society, or if a wife is 

cheating her husband that is corruption. The concept that is developed in our 

societies especially in South Asia, we consider the financial or monetary things as 

corruption, if I look at myself that I have to perform duty of (8,18,20) hours, I am 

getting paid for that and if I’m not fulfilling that then I am doing corruption” 

In a society like Pakistan, corruption is generally considered as something 

that is related to money, or an activity that involves (illegitimate) transaction of 

money. Moreover, to many interviewees money related corruption was a major 
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issue, while other than money, any favour or violation was a minor thing. In 

addition, accepting/offering something other than a money related thing is 

normally accepted in the community and has become an established norm.  Hence 

the interviewees limited the scope and had a limited clarification of the 

phenomenon, which might have dire consequences for the organisation. This was 

illustrated by police officers when asked how they would define corruption. In their 

responses, they tried to give the impression that they have good knowledge of the 

phenomenon. For instance, one interviewee’s definition was that: “corruption is to 

use something that is legal but to use it in illegal ways. For instance, if something 

is legal or it is one’s right to get, or an officer is bound by duty to do, but one does 

it after taking money, then it comes in the sphere of corruption”. Another high 

ranking interviewee described it thus: “Well, corruption, if you go deep into it, so 

the use of the official telephone for your personal call is also corruption. The use of 

official vehicle for personal chores is also corruption. And this is something which 

is not seen or believed to be corruption here in these departments. The use of 

official vehicle by the family is corruption, but still it is normally accepted as a 

norm. So this is not considered to be a corrupt practice. Corruption in our 

community is if you accept money in return for a service. So that is something that 

is considered to be corruption.”  

Sometimes there appeared to be a contradiction/confusion between the 

statements of the same interviewee on issues related to corruption. For instance, an 

interviewee would regard accepting things in kind for services not as corruption, 

but when a police officer is sleeping or relaxing on duty then it is corruption in his 

opinion. It can be inferred that confusion about the phenomenon prevails not only 

at lower levels in the organisation but also at the higher levels. One interviewee: “I 

do not think that people really take things in kind as corruption, because it’s 

probably something which you take in kind may be of use to you or maybe it won’t 

be of use to you. Yes! But if your consideration is that I want that thing in kind to 

be provided for me for this service, so then it becomes like the upper threshold of 

that thing. So basically it is the monetary corruption which is considered to be 

corruption, not the rest of it.” Another statement, “It is not just like, involved in 

corruption as accepting monetary bribe, it is a person on duty hours relaxing in the 

public place, lying down, or anything like that, so that is also a form of, I can say, I 

would definitely say, corruption, that on public money in duty hours, you are not 

taking interest in your duty”. 

There is also confusion among the police interviewees when they indicated 

different behaviours as different types of corruption, but at the end they connected 

that to accepting or extracting bribes, and the accumulation of more and more 

money by police. Hence, again the perception of corruption revolves around 

money, and less understanding prevailed about ethical and integrity problems vis-

à-vis corruption in ITP. For instance, one interviewee, described, “anything that 

corrupts is corruption, and it encompasses character, ethics, use of tongue and 

general corruption of money such as bribery...when you dishonour others’ rights, 

this is corruption…when you do not take an accused to criminal justice, that is 
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corruption...when you do not want to provide the due rights to someone that is 

corruption... if you are brutal and doing physical and mental torture…why are 

police doing these? [they are doing] just for the sake of accumulating more and 

more money.” 

From the interviews there were fewer indications that police indulged in 

such behaviours for the promotion of organisational goals, i.e. generally known as 

‘noble cause corruption’. Rather there was general agreement on the focus on self-

enrichment through illegitimate means. This was evident from a statement that, 

“corruption is misuse of authority for personal gain...either monetary or other 

benefits that we illegally acquire, only because of our rank, status and authority.” 

 

To sum up the discussion in ITP on the definition of corruption, the phenomenon is 

confused with integrity violations, and rather the term corruption was used more 

frequently than integrity violation during the interviews. This confusion prevailed 

across the ranks (low and high). However, a broader understanding among the 

community and among the police was that corruption involved (illegitimate) 

transaction of goods and services after acquiring money or money related things. 

Sometimes many ethical problems such as telling a lie were included in the 

corruption definition, whereas sometimes accepting things in kind was not 

considered as corruption. 

 

5.6.1. Difference between corruption and police corruption 

This section describes briefly the interviewees’ opinions of the difference between 

corruption and police corruption. As expected, most of the interviewees replied by 

explaining the difference in police corruption and corruption in other public sector 

departments in the country.  

In Pakistan the prevalent perception among interviewees was that the police 

have to deal with the general public very frequently, and therefore they are more 

exposed to corruption. In addition, another point of view, shared by ITP, was that 

the public have to deal only once or very rarely with other public sector 

departments in their whole life and the other public sector departments do not often 

deal with the lower segment of society. The police have to deal frequently with 

every segment (rich and poor) of society, for instance street vendors, pedestrians, 

taxi drivers but also ministers, big businessmen etc. One interviewee described the 

difference between corruption and police corruption thus: “It is the same, almost 

the same, but a police department is very much exposed, having more public 

dealings, we are more exposed to public dealings. If you have any problem then 

you will come directly to me [police], whereas in other departments such as 

revenue, irrigation, they do not have that much public dealing. If there is any 

case/problem then either that person knows, or you know it [two parties 

dealing]…in a police department they have direct public involvement.” Another 

interviewee augmented that, “Yes, the other organisations, have much less 
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involvement with you [as the general public] and it’s once or twice in a lifetime. 

For instance, how many times will you build a house for which you will require the 

electricity meter (pointing toward Wapda). How many times will you build a house 

for which you will get gas connection? So these interactions come once or twice in 

your lifetime. But with us, you interact maybe twice a day; therefore, people point 

to us quickly, as these [police] are most corrupt. Most probably our (police) 

corruption scale is very small as compared to the scale prevailing in other 

organisations. But this is what people perceive and this has become a taboo, which 

is not going to break, that these organisations (police) are corrupt.” 

It is true that the police deal more frequently with the general public in 

Pakistan, and most of the time the police take the role of arbitrator between the two 

(aggrieved) parties. That is why their role is considered so crucial and any 

negligence on their part has more repercussions for society. In other public sector 

departments the dealings are between the public (recipient of services) and an agent 

who is performing a duty on the behalf of the Government/state. If any corruption 

occurs it remains a secret between the person concerned and the agent; because of 

that secrecy it rarely comes to light. In an interview: “In other policy sectors, the 

impact is not falling directly on another individual. However, in the police when 

we favour someone, then at the same time we do penalise others. So in comparison 

with other public sector departments, it is the government treasury that suffers, 

whereas in police providing gain to one is the loss of other.” 

The interviewees reflected that harming the government exchequer or 

revenue is not considered a very serious a crime/problem as compared to harming 

the general public. In police services in Pakistan there are fewer instances of ways 

to harm government revenue, except the fine imposed by the traffic police officer. 

However more instances can be found in police organisation about giving favours 

to one at the expense of others. That was the reason for some interviewees to view 

police corruption as the worst form of corruption. For instance, one interviewee 

explained that, “Among all corruptions in society, police corruption is the worst 

form...For instance, corruption in the income tax department, they are damaging 

the government revenue, but in police corruption you are victimising the victims. In 

the income tax department the officers deal with the people who are not always 

innocents, and they [the people] always have something [resources]. But in 

relative terms, police corruption is the worst corruption. For instance, if a person 

is a killer, and if you (police) let him free, how many other people is he going to 

kill? 

 

Police are considered as the ‘most poorly managed organization’ in Pakistan100 and 

since this is also a general perception among the police it can also be termed as 

their justification for corruption. Police in Pakistan also think that they are involved 

mostly in petty corruption. They claimed that the accumulated/sum of all the bribes 

                                                 
100 http://usatoday30.usatoday.com/news/world/2009-05-05-pakistancops_N.htm 
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by a police officer will never be equivalent to a bribe taken by a person 

(illegitimately) in the land revenue department. In addition, there are many 

justifications (legitimate and illegitimate) that the police bring forward in defence 

of their involvement in corruption. There was more indication and emphasis on 

‘noble cause corruption’, but adding references to their children shows that the 

excuse of limited departmental resources, they also get/earn something for their 

family out of that. This was evident from the opinions of a few interviewees’ who 

explained that, “actually police are sometime compelled to do something [duty], 

for which they [police] are forced to spend money out of their salary. But 

obviously, he cannot cut his expenses on family, so these sorts of (corrupt) 

activities arise.” Another interviewee elaborated that, “Nobody likes to earn illegal 

or haram101 money for their children in society, but because some pressing needs 

or financial compulsions that compel a person to indulge in such activities.” 

Another interviewee shared his view as justification for corruption, “No, but if you 

[the government] are giving a gun to someone, and keep him hungry and deprived, 

do not you think that he is going to use that to feed himself and his family.” 

In Pakistani police it is hard to find officers who would say something bad 

about his/her colleague with reference to corruption. Even if the reporting officer 

himself is not involved in corruption, he will certainly justify the corruption of his 

colleagues, as reported in numerous interviews and across the ranks. However, one 

police officer expressed his disgust of corrupt colleagues and described corrupt 

police officers as analogous to beggars, “If someone claims that there is no 

difference between a beggar and him [police]. The difference is that here in the 

police you are asking for money by virtue of the stick/authority you have, and 

beggars ask when they kneel in front of you. In both the cases it is about asking for 

money.” 

 

Summing up the difference between corruption and police corruption, many 

interviewees believed that police corruption is the worst form of corruption, 

because favour to one party means penalising another, whereas in other public 

sector departments it is the government treasury that suffers and has no direct 

impact on society.  This harming of the government exchequer is not considered a 

serious problem102. In many interviewees’ opinion, police corruption is petty 

corruption but comes into the spotlight because of their more frequent interaction 

with the society, compared to other public sector departments.    

 

                                                 
101  It is an Arabic term, means sinful, or something that is forbidden in Islam. For details 

see http://en.wikipedia.org/wiki/Haram  
102 In many general discussions this expression can generally be seen or heard that “I have 

harmed the government, and haven’t robbed any other person.”  Many instances can be 

seen that government properties are used recklessly in Pakistan compared to one’s own 

property and resources. 
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5.7. Influential factors for curbing integrity violations and corruption 

This section aims to determine the information gathered from respondents of their 

perception of different influential factors. These factors focused on recording the 

perception of ITP officers of the extent of satisfaction with these factors in their 

department/organisation. This section first describes the extent of their perception 

and later the information from interviews is added for better comprehension.   

 

Table 5.4 Influential factors 

 
Factors Agree or 

Strongly 

agree 

Neutral Disagree or 

Strongly 

disagree 

Salary and Reward       

Salary was one of the reasons that attracted 

me to this organisation 

59.8 8.9 31.3 

My salary is sufficient for my own and my 

family’s needs 

56.8 6.3 36.9 

My salary is sufficient for the work which I 

am doing 

62.2 7.2 30.6 

My salary is commensurate with the 

discretionary authority I have 

58.9 3.6 37.5 

I am satisfied with the current pay structure 

in my organisation 

60.4 3.6 36 

Lower salary increases temptations to deviant 

behaviour (corruption) 

68.2 10 21.8 

I get more salary than any other public sector 

employee having similar qualification 

61.3 9.9 28.8 

There are constant rewards for an 

acts/displaying of honesty in our organisation 

56.8 9 34.2 

I receive sufficient appreciation for my 

efforts 

58.7 9.2 32.1 

Recruitment and Selection    

In my organisation recruitment is done on 

merit 

57.7 3.6 38.7 

In my organisation selections are based on 

honesty and integrity of individuals 

48.2 13.4 38.4 

Higher officers’ personal preferences play no 

role in recruitment in this organisation 

56.8 9.9 33.3 

Political affiliations play no role in 

recruitment in this organisation 

47.7 15.6 36.7 

Supervision and Control    

There is strict supervision of patrolling 

officers 

67 12.5 20.5 

In my department there are strict rules on 

integrity violations 

75 6.3 18.8 
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In my department rules are implemented 

fairly 

63.4 11.6 25 

Once reported corrupt behaviour is never 

tolerated in my organisation 

64.5 14.5 20.9 

Disciplinary actions are often taken against 

corrupt officers 

66.7 9.9 23.4 

Organisational Culture    

Each person in this organisation decides for 

himself/herself what is right and wrong 

58.6 5.4 36 

In our organisation employees are willing to 

violate the law to achieve their performance  

targets 

52.7 4.5 42.7 

If one of our colleagues commits some rule 

violations/unacceptable behaviour, 

colleagues try to cover up his errors. 

46.4 19.1 34.5 

In our organisation it is expected  that we 

will always do what is right for the customers 

and the public 

71.4 12.5 16.1 

The lack of discretion reduces the 

opportunities for corruption in our 

organisation 

58 17.9 24.1 

In our organisation we have good chances of 

promotion 

51.8 15.2 33 

Training quality    

Good training is provided in good training 

institutes 

71.2 9.9 18.9 

Ethics and integrity lessons were provided 

during training 

67.9 7.1 25 

I am satisfied with the level of skill provided 

during the training 

59.6 9.2 31.2 

I am satisfied with the instructional team 

(trainers) of this organisation 

62.2 9.9 27.9 

Leadership (Operational and Strategic)    

My direct supervisor sets a good example in 

terms of ethical behaviour 

65.2 10.7 24.1 

My direct supervisor keep his promises 58.9 14.3 26.8 

My direct supervisor can be trusted 66.1 8.9 25 

My department head takes reports of 

undesirable conduct seriously 

68.8 14.3 17 

My department head would never tolerate 

unethical or illegal conduct in our 

organisation 

70.5 12.5 17 

My department head takes disciplinary action 

against those who violate ethical standards, 

or undesirable conduct 

72.1 7.2 20.7 
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Survey findings on factors 

 

Salary and Reward - This factor recorded the perception of the ITP based on 

several items. Although majority agrees and seem satisfied with their salary and 

reward system, but still around 30-38 percent of respondents in ITP were not 

satisfied with their salary. Around 37 percent indicated that their salary was not 

sufficient for their own and their families’ needs and around 36 percent of 

respondents said that they were not satisfied with the salary structure in their 

organisation. Moreover, 38 percent disagreed or strongly disagreed that their salary 

was commensurate with the discretionary authority they had. In response to the 

items on the reward system, 34 percent and 32 percent of respondents disagreed 

that ‘there are constant rewards for acts/displaying of honesty in our organisation’ 

and that they receive sufficient appreciation for their efforts, respectively. 

 

Recruitment and Selection - Around 39 percent of respondents did not agree 

that recruitment was made on merit or that honesty and integrity were the bases of 

selection in the recruitment process in their police force. About 48 percent of 

respondents disagreed on the absence of political affiliations in the recruitment 

process; in other words, political affiliation played a role in the recruitment process 

in the perception of these respondents.  

 

Supervision and control - The perception recorded on this factor comprised 

of different items. According to 20-25 percent of respondents there was no proper 

supervision and control, but 65-75 percent expressed their satisfaction with this 

factor. For instance, 25 percent disagreed that ‘rules are implemented fairly in their 

organisation’, and around 24 percent disagreed that disciplinary actions were often 

taken against corruption officers. Around 21 percent disagreed that there is strict 

supervision of patrolling officers. 

 

Organisational culture - Great dissatisfaction with the organisational culture 

was reported. Around 53 percent agreed that ‘employees are willing to violate the 

law to achieve their performance targets’, and 46 percent agreed that officers try to 

cover up the errors/rules violations/unacceptable behaviour of their colleagues. In 

response to the statement that ‘each person in this organisation decides for 

himself/herself what is right and wrong’ 36 percent of respondents disagreed. One 

third of respondents indicated disagreement with an item about good chances of 

promotion in their department. Around 24 percent disagreed with the statement that 

lack of discretion reduced the opportunities for corruption in their organisation. 

 

Training quality - When the respondents were asked about training quality, 

they mostly reported dissatisfaction, for instance, when asked about satisfaction 

with the level of skills provided during training, one quarter of respondents replied 

that they were not satisfied. About 28 percent were not satisfied with the 
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instructional team during the training, and around 25 disagreed that ethics and 

integrity lessons were provided during the training.   

 

Leadership (operational and strategic) - This factor was reported with an 

overall 17-27 percent dissatisfaction or disagreement from the respondents. About 

27 and 25 percent of respondents indicated disagreement with the item ‘my direct 

supervisor keep his promises’ and ‘my direct supervisor can be trusted’ and 24 

percent of respondent did not agree that their supervisor sets a good example in 

terms ethical behaviour. In response to an item on taking disciplinary action against 

those who violate ethical standards or display undesirable conduct, around 21 

percent respondents responded with disagreement, although still a majority of more 

than 70 percent agrees that the department will never tolerate unethical conduct and 

takes disciplinary actions to those who violate ethical standards. 

 

Interview analysis 

 

The descriptive statistics above (table 5.4) show that overall around a quarter of 

respondents were not satisfied with the selected factors in their organisation, but 

still ITP is performing well and maintains a good image in the eyes of the public. 

Why is that so? Is it really performing well? These questions were also explored 

during the interviews with the police officers in ITP. The section below describes 

first the opinions of interviewees on different factors and later infers the answers to 

the research questions. 

 

The salary and reward system is generally considered as one of the pivotal 

preventive instruments against integrity violations and corruption (Klitgaard, 1991) 

because whenever an agent is faced with the dilemma of being corrupt or not, he 

has two options available to him - to remain honest or to be corrupt. In controlling 

corruption it is imperative to change the values of these options for the agent, in 

other words, change the equation of the risks or rewards available to an agent. One 

way is to increase the risk or cost of corruption (penalty in case of detection), 

changing the second option; the other way is to enhance the reward for not being 

corrupt, empowering the agent to choose and abide by the first option (Noor, 2009: 

54 see also Klitgaard, 1988). In an interview with Mukhtar Ahmad,103 he 

elaborated “if you indulge in corruption, what are your incentives?... If the 

incentives are low then you would not indulge in corrupt practices but if the 

incentives are large then you will go for it. For most of the public sector 

employees, including policemen, incentives are salary and promotion. If ones 

salary is low, and has large amount of discretion then he would go for misusing his 

                                                 
103 Mukhtar Ahmad, Chief Executive CDPI, Islamabad. The interview was held on 7th 

December, 2010. 
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authority. Secondly, if an employee doesn’t see any promotion in his career, then 

he would accumulate as much as he can in his existing position”. 

During the interviews it was apparent that in ITP most of interviewees were 

not satisfied with their salary structure. It was learnt that in the beginning the police 

officers were quite content with their salary and reward system in ITP, but with the 

passage of time, their salary and reward system did not change much in relation to 

the price of goods and services in the city, and overall in the country104. These 

include primarily inflation and soaring prices on weekly bases. An interviewee 

described it thus: “Well! A government servant is never going to be satisfied with 

his salary, and same is the case with us also. Because the way inflation is going up, 

so I do not see both ends meet with this salary in Islamabad, because Islamabad is 

a very expensive city. So we are trying our best to stay within our means and that is 

what we are doing”. In 2006 when ITP was established, the salary that was agreed 

was quite handsome. In addition, initially the police officers were offered 25 

percent of the amount collected from fines105, and quite often officers were 

rewarded or shown appreciation for displaying their honesty. Most of the 

informers/interviewees indicated that they were not content with the salary and that 

the reward system was not being implemented regularly. However when compared 

to other public sector departments, their salaries were higher. One officer admitted 

that, “I am  personally not satisfied with this, but when looking at others[public 

sectors departments] I become content, but still I am not (chuckle)…actually 

nowadays the inflation is too high, in nominal terms it [the salary] is fine, but 

because of inflation, in real terms it is not sufficient…[on the reward system] first 

it was good, but now it is not, may be because of the financial crisis in the whole 

country, so that might be a reason, but it was good in the past”. While another 

interviewee stated, “I am satisfied 50% with that. In the beginning I was 100% but 

now because of inflation, I am not satisfied that much, and we are expecting that 

this will continue for some time… the reward system is there, but nowadays 

because of shortages of funds, that has been stopped”.  

An interesting finding was about a difference of opinion between lower 

ranking officers and the higher ranks. Pakistan has a social class system106 in which 

a high ranking official will seldom come in contact with lower ranking officers, 

and high class persons will seldom try to involve in discussion or argue with lower 

                                                 
104 Islamabad is considered to be the most expensive city in Pakistan mostly because of the 

number of people residing there. For details see http://tribune.com.pk/story/636405/the-

three-major-cities-rise-and-fall-in-property-prices/ retrieved on 02-12-2013 
105 This policy is still implemented in the Motorway police, as disclosed by few 

interviewees. For other city traffic police in Pakistan, see Durrani et al. (2012) 
106 A social class is a homogeneous group of people in a society formed on the combined 

basis of education, occupation, income and place of residence. 

http://www.studymode.com/essays/Class-System-In-Pakistan-1246180.html retrieved on 

27-11-13 
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class individuals or officers. That is why lower ranking officers deal with the lower 

segment of society and a person of the higher class will try to reach the high 

ranking officers for a solution to their problems/issues. This was highlighted briefly 

in discussion with police officers, who explained how a difference exists between a 

lower ranking officer and high class individual (either MPAs or Officers). There is 

always hesitation among lower ranking officers to stop an officer of high rank or 

high class families. It was elaborated in one interview: “There was an MPA107 from 

Punjab, he was a relative of a friend of mine, I was travelling with him in his 

vehicle...on the way, a constable waved his hand to stop...The MPA got very angry 

and said a few words of abuse, which I [the police officer] did not like at all...he 

said, look at this Do Takay Kay Adami Ko (two cents worth man)...how dare he 

stop me?…” In another incident, a lower ranking officer gave a ticket to the son of 

the Chief Justice108 of Pakistan in Islamabad. The story presented in a newspaper 

was a little different109. The officer recounted this story as when a ticket was issued 

to the Chief Justice (CJ) of Pakistan’s son, the ITP chief police officer came to him 

(which happens in very extreme situations) and asked him to think twice or thrice, 

and confirm it to him, that his (CJ) son really was speeding. The officer had to 

defend himself against the wrath of the CJ, and also the chief police officer was 

worried for himself. This shows how laws are implemented against high class 

bureaucrats and politicians in Pakistan, but also shows the courage of a lower 

ranking officer in enforcing the law. However, he was later warned to be careful 

next time. This incident also shows that displaying honesty and performing better 

job in a society like Pakistan results in such warnings and admonishes. 

In a focus group discussion, it was indicated that participants felt more 

contentment when they compared their salaries with other public sector 

departments, and could make both ends meet, when not looking upward but 

downward. They said “Well...when we look around and see the situation in the 

country, one can see and compare that it is sufficient, but it is difficult to fulfil 

every wish in Pakistan. We have a class system and when we compare our rank 

and position with other departments, then we are more contented about our 

salaries. If we want we can manage our limited resources for the fulfilment of our 

necessities, but if we start looking at the lives of the people in Islamabad or started 

following our desires and wishes, then it will become difficult...” In a similar way, 

another interviewee disclosed that with his existing salary it is really very hard for 

an officer of high rank to survive the whole month. Being a high ranking officer he 

                                                 
107 MPA stands for Member of Provincial Assembly 
108 In Pakistan few people dare to speak to the Chief Justice, because of his command on 

law and ultimate arbitration in Pakistan in matters related to law and Constitution of 

Pakistan. Chief Justice of Pakistan is heading the Supreme Court of Pakistan which is the 

highest appellate court and also court of last resort. 
109  The story can be read at http://pakistanpal.livejournal.com/885450.html retrieved on 27-

11-2013 
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is expected to meet high officials or high class families on a daily basis but the 

problem in Pakistan is that the salaries of public sector organisations are very low 

compared to those of the private sector. Nevertheless there is still a high demand 

for public sector jobs, the reason being aptly described by Weber (1991) and 

Braibanti (1966) that security of position is more important than the financial 

reward. The problems multiply rather than decrease when salaries in the public 

sector and private sector are not arranged in tandem. A high rank police officer 

shared his opinion, “government is expecting your appearance to be at the same 

level, as in private organisations like General Managers (GMs) or high politicians, 

because you talk to them on the same level. If you [the government] cannot manage 

the equality in terms of money then how will you [police officer] be in equality with 

them [GMs or politicians]. Obviously he [GM or politician] has expectations from 

you [being a police officer] and you have from them. I scratch your back and you 

do mine. So because of the existence of such things, problems multiply rather than 

decrease.” 

 

Recruitment and Selection - Recruitment is the first step into an occupation 

(Cagler, 2004). Furthermore, recruitment and selection in police agencies are the 

key components that shape the environment of integrity (Klockars, Ivkovic and 

Haberfeld, 2006). Klockars et al. (2006: 165) aptly note that if the “recruitment 

staff consists solely of small and unmotivated officers, it signals lack of priority. A 

team of selectively chosen, career-oriented officers project an image of 

professionalism and high standards. Recruitment offices located in temporary or 

poorly maintained facilities and equipped with old or broken furniture convey 

neglect”. 

 

In ITP the recruitment and selection did not take place specifically for traffic 

police. Rather there was a general recruitment in Islamabad Capital Territory 

Police (ICTP) and then selected candidates were distributed among different 

divisions and sections. There are four police divisions in ICTP - operation division 

(comprising of police stations), logistic headquarters division (comprising of 

headquarter), traffic division and security division. Selection or recruitment into 

ICTP are made as a whole and after getting training the police are distributed 

among these four divisions. The procedure for recruitment and selection is the 

same as that adopted in other provinces and cities. In addition, there are many 

police officers who were selected for Islamabad Traffic police on detachment110 

basis. In Pakistan there are three tiers of induction into police force, but these 

criteria have been violated and all ranks of officers were inducted into the police. 

One interviewee explained, “Actually we have three tiers of induction into the 

police force. One is at the constable level, one is at the ASI level and one is 

                                                 
110 There is 40% quota allocated for officers on detachment in ITP, revealed by respondents 

during the interviews on 4th December, 2010. 
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Assistant superintendent level. In difference provinces they have violated it in 

different ways that they have inducted different sorts of officers (Sub-inspectors, 

Inspectors, Deputy Superintendents) but that is in violation of the criteria.” 

The recruitment in Islamabad police takes place in Islamabad, after 

advertising the positions and requesting documents from all eligible candidates 

across the country111. However these selections are not without reservations. On the 

last recruitment in Islamabad police different opinions were recorded on the 

selection process because it took two years to complete. To some interviewees the 

recruitment was made on merit, as it was reported in media112. However, one 

interviewee disclosed the criteria and procedure of selection in Islamabad that took 

place in 2010, demonstrating that political affiliations do play a role. He explained, 

“I have firsthand experience of this selection…. the criteria for selection have been 

reduced for the candidates on the bases that these candidates have worked hard for 

the political party during the martial law regime…Those who failed in the running 

test, were passed because a justification was forwarded that they have run a lot 

during the martial law regime; those who got third division in their academics, 

also were passed and the justification was that they were in jail when it was time to 

prepare for exams…there will be no audit for that because the selector got a 

photocopier (chuckle)” This was further confirmed by another interviewee, “yes! 

Political interference is there, most of the people selected have some political 

backing. Even the recent advertisement about police jobs, all posts will be filled by 

those who have worked for the political party.”   

There are also some perceptions and acceptance among different 

interviewees that one has to pass the written and physical examinations with own 

intelligence, but for interviews (the last phase of selection), one definitely needs a 

reference and favour. This favour is not generally considered as corruption or an 

integrity violation. Two interviewees disclosed that, “In interviews, you know it 

happens that candidates get favours …so it happens here too…but in physical and 

written tests it is not possible…because the whole world is looking at this, such as 

officers, media, so you cannot do anything… Another officer disclosed that, “Only 

recommendations are forwarded but no money is involved.... recommendations are 

forwarded by political elites and officers but these are made for those who are 

physically fit...for instance if there are around 2,000 fit candidates...and only 500 

are to be selected then recommendation play a role at that stage...” 

Besides new recruitment, the selection of police officers on detachment basis 

in ITP presents a different story. Their selection was made purely on merit, and 

only those whose integrity was tested or known to everyone were given a chance to 

                                                 
111 The reason is that Islamabad is a capital city and represents the whole country. 

Therefore the total numbers of vacancies are divided among different provinces based on 

pre-determined quota system. 
112 http://tribune.com.pk/story/417304/selected-on-merit-constables-and-asis-start-joining-

islamabad-polices-rank/ retrieved on 08 March, 2013 
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serve in ITP. Many interviewees described those officers who opted for ITP on 

detachment basis were disillusioned by corruption in the mainstream police force. 

This was a rare chance for those who wanted to escape from corruption. There 

were many officers who calculated/compared their prospective salary with the 

existing one (that included all sources legitimate and illegitimate), and opted to 

stay in their parent department. In an interview it was explained that, “when we 

were interviewed by our officers, they asked us, how much money do we make in a 

month [illegitimately]. We said that (…) much. The officer replied, what if we 

compensate you with that and give you that much salary, will you stop extorting 

money from people? We replied, why not, if you are giving us the money with 

honour, why would we go for bad practices.” In the opinion of another 

interviewee, “they were selected on integrity basis, and you know that people with 

integrity have their own style, they are not afraid of anyone.... Their consciences 

are different from others, and they can’t be like others. There were certain people 

who were fed up with corruption.” 

 

To sum up recruitment and selection, it can be inferred that in the selection 

of new candidates in Islamabad police (of which traffic police is a part) the process 

did involve some sort of interference from the political side. Those officers who 

joined ITP earlier (on detachment) and were in the first groups were exasperated by 

corruption in the parent department either because they were honest themselves 

they did not want to continue corrupt practices there. Therefore the impression was 

that selection for detachment was made on integrity basis. However those officers 

who joined recently from the mainstream police for a specific period, in few 

interviewees’ opinion, brought an element of corruption (accepting bribes).  

 

Supervision and Control - It is a fundamental principal of a democratic 

society that the police should be held accountable for their actions. Accountability 

includes both ‘what’ the police do and ‘how’ they perform. Agency level 

accountability involves the performance of law enforcement agencies with respect 

to controlling crime and disorder and providing services to the public. Individual 

level accountability involves the conduct of police officers with respect to lawful, 

respectful and equal treatment of citizens (Walker, 2006). 

 

In ITP supervision and control also exhibited to some extent a picture of 

dissatisfaction as expressed in the views of around 25 percent of respondents in the 

survey results. However in interviews most of the interviewees expressed their 

satisfaction. To the majority of interviewees (the mid and lower level officers), it 

was made clear by high officials that corrupt practices will not be tolerated in this 

organisation. It was stated that, “we [officers] will support you in every way 

possible but we will not tolerate any misbehaviour with the clients/citizens or if you 
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are caught taking any bribes from them113.” In ITP, there are two types of strict 

measures that can be taken against a police officer if he is found to have indulged 

in any corrupt activity114, either departmental action or legal action. But one cannot 

be assigned two punishments for one offense. Discussion with police officers 

explained that the police organisation usually tries to take departmental actions 

against most violators. In departmental action there are some remedies available, 

there is the federal services tribunal, to which people/accused can appeal against 

departmental decision. If a proper inquiry been conducted and the case is supported 

by all pre-requisites then no-one can escape punishment, but if the inquiry 

conducted is lacking and the accused officer challenges the punishment in that 

tribunal, there is a good chance that he will get remittance because of weak 

case/evidence against him. However this whole process takes around two to three 

years115, and even if he set free after the hearing, these two or three years are 

considered as severe punishment, and it is believed that if an officer/accused 

remembers this hassle, he will never indulge in such activity. 

The punishment of police officers who are charged with corruption and are 

disciplined within the department includes reducing the span/tenure of service in 

the police, salary cuts, delayed promotion or negative Annual Confidential Reports 

(ACRs): these are considered as severe punishments. There are few examples in 

which policemen were sent back to their previous department after repeatedly 

demanding that they refrain from such practices, but who did not cease their 

corrupt behaviour116. One interviewee affirmed this strict supervision and control 

by explaining, “Yes, for sure…in ITP much work has been done on it that no such 

issue arises in this organisation… in my opinion corruption [bribery]prevails 

negligibly…around one percent…because elimination of corruption is a difficult 

task…here the environment is very strict and supervision is quite tough…officers 

have close vigilance…and also secretly inquire that nobody succumbed to 

corruption…if someone is doing corruption[accepting bribes]….it is not very 

open…he has to do it in a very secret manners…those who were indulging in open 

corruption, have been caught, arrested and penalised…in my knowledge about 4-5 

persons have been charged with corruption… They were prosecuted….but it 

becomes very hard to prove it in courts…” 

 

To sum up the description above of supervision and control in ITP, the apt 

expression of one interviewee (who was also a researcher) is very helpful. 

According to him, “the police is a department that has not developed a trustworthy 

                                                 
113 This was revealed by a patrolling officer in Islamabad in 3rd December, 2010. 
114 This was explained by a higher ranking police officer, in Islamabad in 2010. 
115 This also reflects how long it takes to decide about a simple or short case in Pakistan. 
116 This was revealed by a policeman in ITP Islamabad in December, 2010. This implies 

that in ITP accountability can be seen and means that they send people back to their 

previous departments.   
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accountability system within the organisation, nor does it allow other external 

departments to oversee it. In order to have some external controls, these anti-

corruption departments, such as National Accountability Bureau, have also failed 

in such controls. There are hardly any examples in our NAB history in which they 

have prosecuted a police officer for corruption, despite so much outcry about 

police corruption” (Mukhtar, 2010).117 

 

Organizational culture - From the survey results it can be inferred that this 

factor was indicated as being relatively less satisfactory at ITP. The factor was 

explored in the survey with different items/questions that included work 

environment, code of silence, autonomy available to employees/police officers, 

their discretionary authority and chances of promotion. Information from 

interviews suggested that the work environment was very friendly, employees had 

some autonomy in deciding about the cases on the spot (as can be seen in case of 

Chief Justice’s son), a code of silence and peer support did exist: ambivalent 

responses were recorded on discretionary authority and chances of promotion in 

the organisation. From observation it was recorded that the gap between an officer 

and subordinate that can be seen in other police departments, was absent here. The 

officers and subordinates respected each other, and lower ranking officers were not 

particularly afraid of their officers as in other police departments. On the work 

environment and grouping in the organisation three interviewees expressed their 

views that “The environment here is good, it is very friendly, because the size of 

the organisation is very small…so we have personal contact with them…and that’s 

why we have acquaintance with many…because of close interaction the employees 

are even willing [when required] to perform a duty for two hours instead of one.” 

Another interviewee: “Everybody here does the same work [issuing tickets], and is 

concerned with his assignments, if you go to any other department, the officers 

keep the subordinate suppressed, whereas here everybody does the same work, for 

example, Inspector, Sub-Inspector, Assistant Sub-Inspector, against traffic 

violation, they all are one group.”  

Discretionary authority is generally perceived as a reason for ITP for having 

less corruption. The ITP has less discretionary authority than the mainstream police 

force. ITP have specific codes of law (see Appendix D 1), outside those codes they 

have no authority, for instance to impound a car. In gauging their discretionary 

authority it was learned that the mainstream police were not showing due respect 

for senior118 officers in ITP because of their lesser degree of authority. Due respect 

is visible in the form of saluting as recognition of their authority. This was 

                                                 
117 Mukhtar Ali Ahmad said this in his interview on 7th December, 2010. He was the Chief 

Executive, CDPI Islamabad by then and now serving as Information Commissioner at 

Punjab Information Commission. 
118 These senior officers do not include officers of the ranks of Assistant Superintendent of 

Police or higher, or those who belong to elite civil service (i.e., Police Service of Pakistan). 
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described in one interview, “When I pass by the mainstream police, they do not 

salute or greet me, but if any other officer of my grade/rank in the mainstream 

police passes then they do salute…they only salute/salam me when they have 

stopped a trolley and are doing bargaining on money. So only during that time, 

they acknowledge my authority, because we have the authority to check the moving 

violations, and help the people in distress. They are afraid that if I approach the 

trolley owner and ask him about the problem then the police (mainstream) might 

lose their prey.” In discussion about Motorway Police and ITP a high ranking 

police officer (Deputy Inspector General) from the mainstream police force also 

declared, “I am not in favour of this police force, I will recognise their services 

when they will behave like this in thanas/police stations. These police officers have 

no discretion at all, and not even police stations/thanas. They only have challan 

books (ticketing book) and catch moving violations on roads… giving 200-700 

rupees (2-5 euros) challans (tickets) are nothing for the road users having 14 lac 

(1.4 million rupees=10,000 euros) cars.” 

This discretionary authority can be associated with expectations in both 

directions on the part of both the organisation and the public. If the general public 

has no expectations from the organisation because of the lesser degree of 

discretion, then there are fewer chances that people will offer something to the 

organisation or its employees. This was imparted thus, “if you go to any 

department and if they have no expectations from you, then you will definitely think 

that they are serving the nation, but if they have some expectations, then they will 

definitely abuse/humiliate the people for money….and will compel you to do your 

work illegally.” However, there are some perceptions among the policemen in 

Pakistan that it is the public who compel the police to take bribes119. From general 

observation, the reverse is more likely in the case of Pakistan because it is the 

‘behind the desk officer’ who knows how to manipulate the rules and get things 

done legally or illegally. Therefore it is very true that people have high 

expectations from the police organisation, that is why they make offers quite often, 

but most of the time it is the police who asked for something.  
 

Quality of training - The recruitment, selection and training procedures are 

explained quite comprehensively by a Pakistani police officer, Fasihuddin (2009) 

and by an academician Asad Jamal (2010). According to Fasihuddin, the training 

and education are the depressingly neglected aspects of the police system in 

Pakistan. After analysing all the training modules at the academies and training 

colleges he concluded that the basic education requirements for all levels are 

unrealistic and not commensurate with modern day demands of new policing in a 

new era (Jamal, 2010: 43). Furthermore, he stated that all those reforms that took 

place in the Pakistani police were made at legal, administrative and structural 

                                                 
119 This was shared by mid-level officer/rank in ITP. 
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levels and not at the functional level of capacity-building or human resource 

management. In Pakistan the recruitment, selection and training remained in the 

same old pattern as it was in colonial times (for more details see Imam, 2011). 

In Pakistan there are three tiers of induction into the police force, and three 

different types of training are given to police officers in different academies (for 

details see Fasishuddin, 2009). A general perception among the policemen in 

Pakistan is that the instruction teams at training institutes for lower ranks 

(Constables, ASI) are not highly qualified. During the interviews it was disclosed 

that, “these instructors are sazawar (penalised one) and sent to the training 

institute as instructors, many of them have corruption charges against them, or 

their superiors were not happy about their performances)…and instructors’ 

behaviour toward us is not humane.” This has also recently been explored in a 

report120 that training courses in Pakistan are devoted to marching and other drills, 

and pay little attention to modern police skills. 

In ITP the specialised training courses were given for one to two weeks. In 

the earlier period ITP officers (of 2-3 cohorts) went through a comprehensive 

training in the National Highways and Motorway Police academy, but now those 

who graduated from NHMP academy give training to every new ITP officer. This 

training is given in the ITP Headquarters, and during these two weeks the officers 

are taught how to behave with the traffic violators. The officers are told that they 

have no right to misbehave to violators and that they have to tolerate the bad 

conduct of violators. They are instructed that their duty is just to give a ticket, and 

convince the violator that they, as police officers, are doing a government job. 

Some of the lessons that are taught during the training are of no use for the officers 

in field. This was expressed by one interviewee, “there is a big difference in what 

is being taught at the training institute and what we experience in practical life or 

in the field... in the training institute the instructors tell us that what we study here 

is not of any use.” Another interviewee explained in detail, “We received no 

training at the [proper] institute. We were given only one week training in our 

office, and in the field. In the field they took us to the road, and showed us how to 

behave with individuals/commuters. When we complained about such a short time, 

the authorities extended that to two weeks….one of our inspector got very angry at 

this demand, he said these things one can understand in one hour, and we are 

giving you one week’s time, what else do you want? When I and my friend 

complained that behaviour cannot be changed in one or two weeks, as this is the 

main requirement in this [ITP] job, they became angry at us.” 

 

                                                 
120  Robert, M. P and Parvez, T. (2013) “Empowering the Pakistan Police” by United States 

Institute of Peace.  This report is based on interviews with 70 Pakistani police officers 

conducted in Islamabad, Lahore, and Washington DC. 

http://www.usip.org/publications/empowering-the-pakistan-police retrieved on 26-11-2013. 
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Leadership (operational and strategic) - From interviews with different 

police officers it was learnt that the leadership of ITP is an amalgamation of 

affection and strictness in that department. In addition, the officers never tease their 

subordinates unnecessarily for trivial matters, and never interfered when their own 

family members were issued tickets (fines). However, their responses were mixed 

over the leadership’s influence in curbing corruption and integrity violations, or 

setting an example, but it is very rare that a lower ranking officer would say 

something bad about his superior (irrespective of his true feelings). One 

interviewee shared his views on leadership influence, “Obviously, if I ask my 

subordinate to bring one kilo of meat for me without paying him, then from where 

will he arrange that. Automatically, he will ask the people on the road…if I am 

dealing with him strictly and not taking tea with his money, then he will be 

disciplined.” Some interviewees gave credit more to the individual’s own integrity 

than to the leadership in the organisation, but at the same time recognised their 

influence, “There are certain people who are living their lives with own styles, they 

do not bother how much a corrupt or honest official is sitting above him…But one 

thing is certain, no matter how corrupt an individual could be, if his leader is not 

corrupt, then he cannot do corruption.”  This is in line with earlier findings by 

Dane Peterson (2004). 

 

An important finding was noted about availability or limited of resources to the 

police department in Pakistan. Many interviewees clarified and justified121 these 

[corruption related] activities as being not because of lack or insufficiency of 

funds, but rather police being provided funds (in nominal terms) according to the 

old police rules of 1861, but now the time has changed, the currency has been 

devaluated and hence to overcome such deficiencies and exigencies police have to 

become involved in corrupt practices. It was further elaborated by interviewees that 

there are two types of needs, one is the need of the organisation, which is also 

known as a noble cause, and one is the personal/family need of the officers. In 

addition to these justifications, the element of greed among police officers cannot 

be ignored. It is however, debatable whether police in Pakistan are more involved 

in greed based corruption or need based (that also includes a noble cause) 

corruption, as it varies from person to person. Two different opinions arose from 

discussion with interviewees in Islamabad Traffic Police. While citing an example 

of ITP, a high ranking officer disclosed that resources have always been a problem 

of the police department, even at ITP that is returning around Rs.140-200 million 

annually to the government treasury. The total required budget for licensing in ITP 

is Rs.20 million, but it gets only Rs.8-9 million. He further justified police 

corruption (not in ITP but for mainstream police force) by explaining that every 

                                                 
121 It was revealed by two respondents that if temporary aid is excluded, the old pattern of 

funding is in place in police in Pakistan. Interview and discussion with high ranking officer.  



132 

 
investigative officer has 30-40 cases. If the police organisation is not going to pay 

him to go and visit the crime scene, then obviously the police officer will ask the 

complainant party to bring a vehicle and take him that scene, because he cannot go 

on his own. However he added that, “he has to do corruption, and when he reaches 

the crime scene, he will ask for chicken and paratas122, and will ask for fruit as 

well, and when he returns home, he might ask to buy grocery for his family. So all 

this system is made like that, which opens the door for corruption”. In another 

interview it was disclosed that police are involved in corruption not for their 

legitimate matters but for self-enrichment and the accumulation of money, “I do 

not understand how much greed is in them. I have never seen people doing 

corruption to fulfil their needs, or they are starving for having nothing. People 

used to say that their resources are scarce and that’s why they do corruption. I 

personally do not agree with this, I have seen respectable people as well, who are 

willing to die for having nothing to eat, but they will never ask for illicit money.” 

 

5.8. Perceptions on anti-corruption mechanisms 

This section describes briefly the interviewees’ perception of anti-corruption 

mechanisms that could help the fight against corrupt practices123. This facilitates 

the understanding of the opinions from those who are directly involved in these 

issues, and which factors are important in their opinions.  Some of these responses 

were aimed at ITP in establishing a corruption-free environment and some more 

general suggestions or opinions were also applicable to other police departments. 

However from some interviews it can be inferred that those interviewed had no real 

idea about measures for corruption control. This section also helps in highlighting 

what factors frequently emerged during the discussion. At the end, perceptions of 

the respondents from survey results are described, including which factors or 

elements they considered as important for corruption control in the police and in 

Pakistan. 

In discussions about the factors that helped ITP to put an end to corruption in 

their organisation or hold corruption and malpractice at bay, different opinions 

were recorded. Some of the interviewees were of the opinion that public 

participation is essential in controlling this menace. As mentioned earlier, it was 

the police perception that it was the public that compelled police to indulge in 

corruption (or accept bribes).124 Public participation was required to report officers’ 

deviant behaviours, and the organisation must also have its own strong vigilance 

team that should and would gather information. Fewer duty hours, good training 

                                                 
122 Parata is an oil or buttered bread that is usually eaten at breakfast in Pakistan, and also 

very often used in proverbs/idioms. 
123 This question was posed at the end of interview. 
124 On respondent said that, “if the public offer you something, then we all are human, and 

people [meaning police] can slip up”. 
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and recruitment of highly qualified officers were the factors that were emphasised 

during the interviews. 

In an interview a high ranking officer explained different mechanisms that 

are related to ITP, he explained “There are different tools actually, Number 1 is 

feedback from the general public because if there is going to be a complaint, then  

that is how you are going to find out if someone is falling into a corrupt practices 

or not. The second is that we have a vigilance team, that goes around in our 

organization; we have selected a couple of people whom we think are of high 

integrity, so they go around in different places and they bring us information about 

different people. And the third is the supervisory level, because (if) it is not just the 

SP, DSP or ASP who are supervising, the inspector also is very senior prime, 

similarly the sub-inspectors. So they are also supervising. Then we have a very 

positive role from the media also; they also give us a lot of information, because 

they are now giving us real time information… So that information is coming to us 

from different people. Then the public doesn’t only give us complaints, they give us 

information also. Today is the time of mobile phones and cameras, so they usually 

take pictures and send them to us.” 

When ITP was established they were offered double salary, based on their 

previous salary, and a campaign lasting months started in the city to educate the 

public about violations of traffic rules, and then a date was set after which a fine 

would be imposed. This awareness of rules was disseminated in both public and 

private sectors. One interviewee shared his view, “I think double salary is a good 

factor here, and it has controlled corruption up to 70 percent, because achieving 

100 is not possible…most important thing is public relations...the public has 

become virtuous and are now reluctant to offer money to police...but to me a good 

salary and less duty hours are the two important things for corruption control in 

ITP.” Another interviewee gave much credit to the environment prevailing in an 

organisation for corruption control, which, in his opinion, comprises of different 

factors. He mentioned that, “it includes salary, less duty hours, selection of 

candidates, training and courses.”  

Questions were posed about how an island of integrity was established in the 

form of ITP, what was the purpose of its establishment and how ITP maintains a 

corruption free environment. Different opinions surfaced in complete disagreement 

with the statement on the website about the establishment of ITP. One interviewee 

said in his opinion the selection of Traffic Police for reforms was because, “traffic 

management is easy, so the government started from traffic, because they are quick 

in response to government attention and in producing results. On the other hand, 

in the operation division it requires a complete overhaul of the system, as it 

involves judiciary, courts, jail (prison) and hawalat (detention), thana (police 

station), the litigation system. If you want to change the infrastructure it will take 
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much time, even all the laws CRPC125, PPC126 are so obsolete as we inherited them 

from the colonial masters. So first one needs to change the laws, and for that you 

have to do legislation at the National Assembly, so it is not an easy job to do.” 

With specific reference to the purpose of the establishment of ITP, one interviewee 

stated the objective as “traffic police before ITP was much stigmatised for 

corruption. They were taking bribes openly on the roads, and they were inefficient 

in controlling the influx of vehicles entering the city from outside. The most 

important reason was that when the VIPs or VVIPs needed an escort, and it was 

required to clear all the roads for them, the traffic police seemed to be helpless in 

this regard. That thing not only irritated the VIPs but also made the people 

annoyed for waiting for so long.” This was also confirmed by a few taxi drivers as 

one example mentioned earlier. Regarding maintaining an island of integrity, one 

interviewee explained that, “if the leader is committed and wants to get things fixed 

and improve the performance of the organisation, he can do that…In ITP the credit 

of this goes to our senior officer Sultan Azam Temuri, he set the pattern and other 

successors followed him…the government also facilitated the organisation by 

providing facilities and benefits, so basically it is the environment that matters 

much…if we are getting better salaries, and our vehicles are better maintained, 

repaired on time, and given proper and sufficient petrol…if we get new uniforms 

on time…after this you are left with no other excuse for which you ask money from 

the public.” 

During the survey respondents were asked to select five important factors 

from the list of 12 factors that they perceive as important for curbing corruption 

and safeguarding integrity in their police department. In addition, they were also 

given an opportunity to add other factors, if these were not mentioned in the list of 

twelve. Their responses are noted in table 5.5 below. These responses are ordered 

from high to low frequency. 

 

 

 

 

 

 

 

 

 

                                                 
125 CRPC stands for criminal procedure code, established in 1898, for details see OECD 

report  

http://www.oecd.org/site/adboecdanti-corruptioninitiative/39849781.pdf retrieved on 11-

12-13 
126 Pakistan Penal Code, prepared in 1860, for details see 

http://en.wikipedia.org/wiki/Pakistan_Penal_Code retrieved on 11-12-13 
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Table 5.5 Important factors for curbing corruption in ITP perception 

 
Important factors Frequency 

Paying a good salary 109 

Rewarding honest and efficient behaviour 83 

Clear rules on the work to be done 67 

Proper (pre) job training on ethics 57 

Fewer duty hours 44 

Merit recruitment 40 

Proper (pre) job professional training (on duties) 20 

Strict supervision and no tolerance of corrupt acts 16 

Leadership: giving a good example 10 

Openness and no secrecy among colleagues 2 

 

The table 5.5 above shows that almost all respondents in the survey (109 out of 

114) opted for paying good salary as one option; and reward for honesty and 

efficient behaviour was selected by 83 respondents as an option. Interestingly, 

‘clear rules on the work to be done’ was selected by 67 respondents as an option 

for curbing corruption in their department. In addition, because of their limited job 

description, they might have achieved a form of specialisation in dealing with 

public and issuing tickets that could make their work simpler. Similarly, their 

limited number of codes is comprehensible to the public mind as well. The public 

are well aware that if one does not wear a helmet, one will get ticket for the helmet 

violation only and not for something else. However when compared to mainstream 

police they have over 500 different rules and sections of the law under which they 

can indict/charge a person. Because of lack of general understanding a member of 

the public is sometimes charged with violations that he did not commit. This was 

revealed in an informal discussion with a police officer (from the mainstream) who 

was busy with solving problems that did not fall under the jurisdiction of the 

police; upon inquiry, he replied "it’s police pressure, and sometimes even when 

certain things are not in our jurisdiction but still we make mailoo (bear) of 

ourselves, and try to deter the opponent party…and we tell them…that look if you 

are not going to meet our demands then you will get a challan/ticket and will be 

arrested in that and that section of Pakistan Penal Code".  
In the perception of many ITP officers proper job training on ethics, fewer 

duty hours and merit recruitment are important for curbing corruption in their 

department. These factors have been discussed in the sections above. The role of 

leadership as an option for curbing corruption was not supported by many 

respondents as only 10 respondents opted for this option/factor. Likewise, strong 

supervision and no tolerance of corrupt acts were not frequently chosen by 

respondents.  
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5.9. Conclusion  

 

Based on the findings above, this section sketches a general picture of the 

Islamabad traffic police’s perception of integrity violations/corruption and the 

factors contributing to their control. It also addresses how ITP perceives integrity 

violations (or corruption), and which manifestations occurred more frequently and 

which were felt to be more acceptable in the work environment. The analysis above 

makes it possible to draw some preliminary conclusions about integrity violations 

(corruption) and influential factors that contribute to curbing corruption in ITP. 

In Pakistan the word corruption is generally used as an umbrella concept for 

every wrong doing. Therefore, a typology of integrity violations was used to be 

more precise about different types of violations. In the literature corruption is 

generally seen as one type of integrity violation amidst other nine of violations.  

From the survey results it is also shown that these nine types of violations 

occur less frequently, and are found less acceptable. Therefore it is important that if 

the organisation regards these as serious, then employees must be made aware that 

these violations are harmful for the organisation’s image and revenue, and must be 

seen as unacceptable. With specific reference to policy approach based on the 

occurrences and moral acceptability judgement of integrity violations, Lasthuizen, 

Huberts, and Kaptein (2002) suggested criteria that are very useful for policy 

makers, based on four types of integrity problems defined by mean scores, urgent 

problems (less/unacceptable, high frequency), recurring problems (high frequency, 

perceived acceptable), specific problems (unacceptable, low frequency) and non-

integrity problems (perceived acceptable, low frequency). Each type of integrity 

problem requires specific policy intervention. Following the profile of ITP, the 

majority of the respondents found integrity violations to be unacceptable; 

nevertheless ITP faces integrity problems. For instance, the recurring problems are 

favouritism by managers, waiving fines and concealing information. The urgent 

problems are discrimination, misuse of duty hours and public perks and privileges 

for private purposes and acceptance of gifts. The specific integrity problems are 

manifested in acceptance of bribes (i.e., corruption), sexual harassment and stealing 

and theft.  Following this framework, the recurring problems require that 

employees must be made aware that the behaviour in question is unacceptable 

according to organisational policy, and stricter monitoring mechanisms should be 

adopted. On the other hand, urgent and specific integrity problems have low 

acceptability but they occur anyways. Since both types of integrity problems have 

some awareness but why it occurs, requires more strictness and sanctions as an 

appropriate measures, especially for urgent problems than specific, because it occur 

more frequently (see Lasthuizen et al., 2002; de Schrijver et al., 2010). Moreover, 

from the survey results it is evident that there are many manifestations that are not 

considered as integrity violations/corruption by a large percentage of respondents, 

so it can be inferred that this might lead to more acceptance of those violations if 

the organisation does not pay due attention. 
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To explain the correlation between integrity violations, frequency and 

acceptance, analyses will be added and explained in later chapter (see chapter 8). 

 

The analysis of the survey results and interviews on the factors that may control 

corruption showed that the police officers had mixed feelings about the present 

situation (on factors such as salary, training, leadership etc). Although from the 

survey results a large number of respondents expressed their satisfaction with those 

factors, but still some respondents expressed dissatisfaction. This dissatisfaction 

was seconded by the discussion in interviews. The difference between the survey 

results and the interviews showed that when the respondents felt confident that 

anonymity would be maintained127 then a more real picture of the organisation 

emerged. 

From the discussion of factors it was evident that every factor played some 

role in the organisation, but not without reservations. For instance, starting from 

the salary and reward system in the organisation, ITP employees almost all agreed 

that they were being paid higher wages than other public sector departments. 

However, they seemed to be dissatisfied because recently their salary was not 

sufficient for their own and their families’ needs. The reward system was 

introduced when the department was set up but in the last few years had been 

stopped on the excuse of the financial crisis. That has resulted in lowering the 

motivation level of the employees in the organisation, as was revealed during the 

interviews. 

Recruitment and selection also exhibited a similar story. Political affiliations 

and recommendation played a role in the recruitment process, but many 

interviewees indicated that no money (bribery) was involved. However, the 

selection of officers on detachment was made on the basis of integrity and merit. 

In ITP training was provided in different academies after selection, but the 

respondents were not satisfied with the instructional team. There was no 

specialised training given to traffic police officers. However those who joined ITP 

in the early days and were among the first cohorts were given training by the 

Motorway Police in their academy: those who joined later had sessions of only one 

or two weeks that were arranged at their own headquarters. 

On the leadership question, there was not such specific dissatisfaction per se, 

and the majority of the respondents gave credit to senior officers and founders for 

their diligence and commitment to the betterment of the organisation. Those senior 

officers who joined later tried to emulate the founders, but possibly because of 

pressing needs/problems they have not been able to satisfy their employees’ 

                                                 
127 This anonymity was also assured during the survey, but possibly by speaking to them in 

their own language they had more confidence during the interviews than the survey. Their 

confidence in face to face discussions was evident from the fact that during the interviews 

many respondents shared information that was explicitly mentioned as being ‘of the 

record’. 
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demands. Even senior officers disclosed that the environment is no longer what it 

was, and some officers blame the leadership for not keeping their promises etc. 

In many police organisations in Pakistan lack of resources emerged as a 

reason and justification for corruption, the government’s failure to fulfil the 

legitimate needs of the police. In ITP this issue was rarely raised. The reason being 

that ITP is a very small organisation (comprising of around 600 employees) and 

not in need of many resources. For instance, ITP is not authorised to do 

investigations that would require a lot of resources. On the contrary, they are 

generating a hefty amount for the government in the form of fines collected. 

Then why, despite problems in influential factors and their dissatisfaction, is 

ITP performing well, and the general public still acknowledges their services? In 

my opinion, as formed from interviews, there are a few factors that had/have 

helped ITP to remain clean and corruption free. First of all the limited discretion 

has restricted them. Their duty is just to monitor moving violations and issuing 

tickets when observing such violations. They are not involved in any 

investigations, nor do they appear in court if there is any complaint against them. 

They have limited interaction with the public, or have been limited to just 

informing the offender that he has violated this law/code and confiscating his 

driving license. The violators are told to collect the license from a specified 

location after paying the money into the bank or nearby police fine collection van 

where another officer is on duty. However they have the discretion to reduce or 

waive the fines if it was not a serious matter, but warn the violator that this 

negligence might have particular repercussions. An important factor is the salary 

and the working conditions in comparison with other police forces. That includes 

the limited duty period of eight hours. For instance a mid-level officer described 

that, “powers given to police are unlimited, if you give someone unlimited powers, 

then to reduce corruption either you have to reduce the duty hours or you pay him 

so much salary or facilities so that he may not think of corruption. If you ask him to 

do 24 hours duty, and be polite with the public and do not do corruption, I think it 

is not going to work and it is impossible.” Therefore in ITP they have not only 

reduced the power of the police but also reduced the duty period to just 8 hours; 

after that, officers are free and they have no backlog files/investigations to work 

on. The job of ITP is less stressful and less risky than in other police departments 

that are busy with crime control and criminals.  More interestingly, the gap that 

prevails between officers and subordinates in different police departments is not 

evident in ITP. The officers and subordinates interact with each other quite openly 

and frankly. 
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6. Case Study: Rawalpindi City Traffic Police (CTP) 
 

 

6.1. Introduction 

 

This chapter presents the findings of the case study of integrity violations 

(corruption) and factors of influence in Rawalpindi City Traffic Police, also known 

as Traffic Wardens. The first section gives briefly the reason for the case selection, 

after which section 6.3 gives a short elaboration of the profile of the city and the 

police force comprising the history, organisational structure and mission and vision 

statements. In the next section characteristics of the respondents who participated 

in the research are discussed. Section 6.5 sketches the observed frequency and 

moral acceptability judgment of integrity violations among Rawalpindi traffic 

wardens/CTP. Section 6.6 discusses the perception of the respondents of integrity 

violations. Section 6.7 elaborates the information from the survey and interviews 

with regard to selected factors that influence integrity violations. Finally section 

6.8 considers information from interviews and the survey on the perceptions of 

anti-corruption mechanisms that are prevalent in the organisation and also what the 

police perceived to be important for curbing corruption in their organisation.  

The case study affords information on the extent to which police officers in 

Rawalpindi City Traffic Police perceive integrity violations and the important 

factors in controlling them. The information presented here is the result of 

extensive fieldwork for one month with Rawalpindi City Traffic police. The views 

presented here are those of the police officers and the information is based on 

questionnaire-survey, participant observation, interviews and discussions that took 

place informally or formally with police officers on duty. 

 

6.2. Case selection 

 

Pakistan is known for its rampant police corruption. However, one department that 

is perceived by the public as one of the least corrupt is the Rawalpindi City Traffic 

Police. The case of the Rawalpindi City Traffic Police, also known as Traffic 

Wardens, has been selected for this research project first because it replicates the 

Motorway Police (MP) and Islamabad Traffic Police (ITP), and secondly, due to its 

geographical proximity to Islamabad. While looking at the success of MP and ITP, 

in Punjab province a new city traffic police (CTP) system was introduced in five 

cities, Rawalpindi, Lahore, Multan, Gujranwala and Faisalabad. In addition, like 

ITP, Traffic Wardens in Rawalpindi have somehow succeeded in establishing a 

good image among the public for being a corruption free and people friendly police 

force.128 Unlike ITP, Rawalpindi CTP is facing some problems in controlling the 

                                                 
128 http://www.pakistantoday.com.pk/2012/11/12/city/islamabad/rawalpindi-traffic-police-
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traffic in the city. The selection of Rawalpindi CTP is meant to describe and 

explain how the two replicated models perform differently in the two neighbouring 

cities; Islamabad and Rawalpindi are also known as twin cities in Pakistan. 

Therefore, this case study will investigate police corruption, integrity violations 

and influential factors. 

The methods adopted for data collection were the same as with the 

Islamabad case study, I first approached the Head of the Rawalpindi City Traffic 

Police (CTO), with the recommendation of a high ranking police officer in 

Islamabad and the letter of authorisation from VU explaining the purpose of the 

study and guaranteeing respondents’ anonymity and confidentiality of information.  

In order to assess the total of survey respondents, it was learned that around 

600 CTP officers come to the traffic office on a daily basis in Rawalpindi city. The 

Head of Rawalpindi CTP arranged a big Durbar129 (congregation/meeting) of 

around 200 officers for me: he realised that it would be difficult to get a good 

response if the survey-questionnaires were just handed over to officers to complete. 

About 150 officers attended the meeting and approximately 600 Urdu translated 

and 50 English questionnaires were handed over to the officer in charge. The 

remaining questionnaires were sent to different sectors of the Rawalpindi force, 

with a wireless130 call from the officer in charge, requesting participation in the 

survey and emphasising the importance of the research. Respondents were 

requested to return the completed questionnaire to a specific office.  

During the Durbar, I explained the purpose of the research and how to fill-in 

each section of the survey-questionnaire. The officers who were present cooperated 

well.  Meanwhile, semi-structured interviews with seven participants were also 

conducted. Care was taken that officers of each rank were included in the 

interviews in order to assess differences of opinion among different officers on 

specific issues. However, the hierarchy of CTP was lower than ITP and some of 

high ranking officers (Superintendent of Police (SP) and Deputy Superintendent of 

Police (DSP)) declined to be interviewed. Therefore, the interviews were 

conducted with only the ranks of Senior Superintendent of Police (SSP and the 

Head of CTP Rawalpindi), Inspector and Traffic Wardens (Sub-Inspectors). Two 

interviews were conducted to understand the vigilance team and supervision 

process in CTP, because there was nothing available in writing on that topic. The 

                                                                                                                            
is-corruption-free-cto/ and http://pakobserver.net/detailnews.asp?id=127125 retrieved on 

02-12-2013 
129 Durbar is usually called when a high ranking officer needs to discuss or announce 

something very important. This is also an occasion on which the complaints of the officers 

are recorded; some of the officers are awarded certificates and cash prizes.  
130 Wireless radio devices are issued to traffic police officers in order to be connected with 

headquarters, and for dissemination of information between headquarters and police 

officers on regular basis. 
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selection of interviewees was also based on convenience131 and the willingness of 

the officers, because it is hard to approach police in Pakistan and record their 

perceptions and true opinion on sensitive issues. Some of the officers were willing 

to discuss issues only informally and did not allow audio recordings.  

 

6.3. Rawalpindi City and Traffic police (CTP) profile 

 

6.3.1. Rawalpindi city 

Rawalpindi is commonly known as Pindi in Pakistan, and is located 9 miles from 

the capital city, Islamabad, with a total area of 108.8 square kilometres. It is the 

fourth largest city in Pakistan in respect of population; in 2012 the number of 

inhabitants in the District was estimated at 1.82 million. It is strategically located 

between the provinces of Khyber Pakhtunkhwa132, Azad Jammu and Kashmir133. It 

is the administrative seat of Rawalpindi District, and the headquarters of the 

Pakistan Armed Forces. Islamabad International Airport is also located in 

Rawalpindi, serving both cities. Rawalpindi city has eight tehsils134, namely: Gujar 

Khan, Potohar, Taxila, Rawal, Kallar Syedan, Kahuta, Kotli Sattian, and Murree. 

The majority of the population (90%) speak Punjabi and 10% other languages, and 

the population is ethnically heterogeneous. The literacy rate in the city is 80%.135  

 

 

 

 

 

 

 

 

                                                 
131 By convenience I mean those officers who were working at headquarters and were also 

dealing some administrative responsibilities, but also had some experience in the field in 

City Traffic Police Rawalpindi. The important point was that they expressed their 

willingness to be interviewed.   
132 Khyber Pakhtunkhwa (KPK) is the adjacent province to (the province of) Punjab. 

Attock city (which lies in Punjab) is the border between KPK and Punjab province.  
133 Azad Jammu and Kashmir (AJK) is self-governing territory controlled by Pakistan. It 

lies west of Indian controlled Jammu and Kashmir. It was part of the former princely state 

of Jammu and Kashmir, which ceased to exist as result of first Kashmir war in 1947, fought 

between India and Pakistan (for details see http://en.wikipedia.org/wiki/Azad_Kashmir 

retrieved on 25-2-2014).  
134 A tehsil is an administrative division of some countries of South Asia. It consists of an 

area or land with a city or town that serves as its headquarters. For details see 

http://en.wikipedia.org/wiki/Tehsils  
135 For details see http://en.wikipedia.org/wiki/Rawalpindi  



142 

 
Figure 6.1 Map of Rawalpindi District 

 

Source: Rawalpindi City Traffic police Headquarter 

 
  
6.3.2. Rawalpindi traffic police: a brief history  

 

On 6th January 1968 the system of Traffic Police Rawalpindi for the first time was 

handed over to a Deputy Superintendent of Police. B.I. Davis was the first Deputy 

Superintendent of Police (DSP) Traffic in Rawalpindi District. Before this an 

Inspector/SHO with 3 sergeants and 10 subordinates were responsible for traffic 

management in his area.  In 1988 one Superintendent of Police (SP) was given 

charge of Security and Traffic Management. This system remained in practice until 

1996. In 1996 a special Traffic Cadre was established and SP traffic (a higher 

ranking officer than DSP) was appointed for the first time in Rawalpindi Range, 

demonstrating the importance of this traffic division. The jurisdiction of the SP 

consisted of Rawalpindi, Attock, Jhelum and Chakwal Districts. In more recent 

times City Traffic Police (another specialised traffic police force) was launched on 

21st June 2006.136 The jurisdiction of City Traffic Police includes the whole 

District of Rawalpindi.  

                                                 
136 There are different dates mentioned on websites for the inauguration of CTP, but it 

certainly started in 2006. The document that was shared by CTP showed 21st June 2008, but 

from interviews and news reports it is clear that it started in 2006. 
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Since the introduction of City Traffic Police in 2006 the Traffic Police in 

Punjab has two main components under the current command and control structure. 

Traffic wardens with greyish-blue uniforms manage traffic in the five City districts 

i.e. Lahore, Rawalpindi, Faisalabad, Multan and Gujranwala and have been 

designated as Punjab Traffic Warden Service. Traffic Police Punjab, with white 

shirts and blue trousers, have duties in the remaining 31 districts. 

It is interesting to note from documents of Rawalpindi City Traffic Police 

that the concept of “Traffic Warden” was deliberately chosen, replacing the word 

“Warden” for “Police” in order to clarify the intention and objective of the 

Government and the Punjab Police. The Traffic Wardens are meant to “take care” 

of the road users, instead of “police” them. The natural corollary of the main theme 

is “courtesy” and “help”, and meant to ensure adherence to general principles as 

laid down traffic regulations. 

  

6.3.3. Rawalpindi mission and vision statements and core values 

 

In order to better understand the role of a police department such as Rawalpindi 

Traffic Wardens in controlling corruption one needs to know the core objectives, 

mission and vision statements of the organisation. Interestingly, but not 

surprisingly, being the replica of ITP, the mission and vision statement of 

Rawalpindi City traffic police are almost the same. 

 

Vision Statement  

The vision statement of the Rawalpindi city traffic police is to be in a state of 

constant readiness to educate the general citizen regarding traffic laws, unhindered 

flow of traffic with minimum deployment of manpower, and gradually shifting to 

the use of modern gadgetry to regulate, control traffic and ensure effective 

enforcement of traffic laws. 

  

Mission Statement  

The mission statement declares that their task is “to ensure safety and provide help 

to road users in distress. It is our commitment to extend due respects to all road 

users, be fair and uphold ethical practices all the time; to ensure smooth flow of 

traffic with minimum resources and economical use of manpower/equipment; to 

gradually shift to the use of modern gadgetry to enforce traffic laws and regulate 

traffic.” 

 

The core values of the Rawalpindi Traffic Wardens consist of courtesy, 

service and excellence. 

 

As the mission statement testifies, the role of the Traffic Wardens in 

Rawalpindi (and also in the other four districts where city traffic police has been 

introduced) has been greatly reduced compared to traffic police functions 
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elsewhere. The responsibilities of City Traffic Police in Rawalpindi are limited to 

monitoring the moving violations of commuters. The other objectives of the police 

include elimination of the VIP culture, provide assistance to stranded vehicles on 

the roads and reducing the number of fatal accidents. In order to achieve this 

objective the Rawalpindi CTP issued 649,395 tickets with accumulated fine of 

Rs.11.49 million in 2010, and 701,511 tickets with fine of Rs. 12.11 million in 

2011.137 

 

6.3.4. Organisational structure 

The organisational chart below (figure 6.2) shows that, like ITP, Rawalpindi City 

Traffic Police operations are headed by the Senior Superintendent of Police (SSP) 

who is also known as Chief Traffic Officer (CTO). The CTO is assisted by 

Superintendent of Police (SP), known as Senior Traffic Officer (STO). CTO and 

STO are stationed at Rawalpindi City Traffic Headquarters. The STO is in charge 

of all the traffic related issues. For traffic management Rawalpindi city has been 

divided into five sectors, supervised by a Deputy Superintendent of Police (DSPs), 

also called Traffic Officers (TO), who are accountable or answerable to STO. 

These TOs are assigned to the supervision of a different number of beats 

(patrolling units) comprising of Inspectors (Senior Traffic Wardens, STWs) and 

Sub-Inspectors (Traffic Wardens, TWs), in their respective sectors (see below). 

The Traffic Wardens (TWs) and Junior Traffic Wardens (JTWs) in Rawalpindi are 

supervised by Traffic Officer Headquarters. There are other departments operating 

in the Headquarters (i.e. Traffic education, Traffic licensing, driving testing, media 

wing etc.), that work under the supervision of the CTO and STO. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

                                                 
137 Source: Rawalpindi CTP Head Officer provided this information from their data files. 
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Figure 6.2 Organisational chart Rawalpindi CTP 

ORGANIZATIONAL CHART

Chief Traffic Officer (SSP)

Senior Traffic Officer (SP) 

Spl. Sqds

IT Wing

Licensing Branch

Education  Wing

Traffic Officer

Meharabad Circle
Traffic Officer

Cantt Circle

Traffic Officer

City Circle

Traffic Officer

Murree Circle

Traffic Officer

VVIP/Rural Circle

Traffic Officer

HQ

Chief Traffic Officer is  operationally responsible to the City Police 

Officer, but administratively  responsible to the Add IG Traffic, Punjab.

Source: Rawalpindi City Traffic Office Headquarters  

 
6.3.5. Total strength of Rawalpindi city traffic police 

The table below (6.1) indicates the gap between required/sanctioned strength and 

available staff in the organisation. The total sanctioned and present strength and 

ranks of the Rawalpindi city traffic police can be seen in table 6.1. The total 

sanctioned and present clerical staffs that are involved in Rawalpindi traffic 

management can be seen in table 6.2. Members of the clerical staff are not 

decision-makers in the organisation, but assist the officers concerned.  

 

Table 6.1 Total strength of Rawalpindi CTP 

 

Sr.# Rank Sanctioned Present Deficiency 

1 CTO (SSP) 1 1 -- 

2 STO (SP) 1 1 -- 

3 Traffic Officer (DSP) 6 2 4 

4 STW 100 45 55 

5 Traffic Warden  1320 1203 117 

6 JTW  187 146 41 
Source: Rawalpindi City Traffic Police Headquarters 
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Table 6.2 Clerical Staff  

 

Sr.# Designation Sanctioned Posted Vacant 

1 O/S 1 1 -- 

2 Steno 4 1 3 

3 Assistant. 3 2 1 

4 Data entry operator (D.E.O.) 7 2 5 

5 Senior. Clerk 2 1 1 

6 Junior. Clerk 4 1 3 

7 Daftri 1 -- 1 

8 Naib Qasid 5 3 2 

9 Sanitary Worker 5 4 1 

10 Photographer 1 -- 1 

11 Gardener 1 -- 1 

 

6.4. Characteristics of the respondents of Rawalpindi CTP  

 
In this case study of Rawalpindi City Traffic Police (CTP) the perceptions of a total 

of 296 respondents have been included. The majority of the respondents (94.6%) 

held the rank of Sub Inspectors, as recruitment was made directly only to this rank 

for traffic management. Since CTP was established in 2006 and only two cohorts 

have been recruited so far the majority of respondents (82.8 %) had work 

experience of 3-5 years. Some of the police officers were on detachment from 

Punjab police and therefore a few respondents (13.5%) had experience of 6-10 

years or more. The percentages of respondents of Head Constable, Constable and 

Inspectors were negligible, and these officers were on detachment from Punjab 

police. Some of the Inspectors were given shoulder (temporary) promotion to the 

rank of Deputy Superintendent of Police (DSP), so the six respondents designated 

as Inspectors might include acting-DSPs as well. The under-representation of 

Constables and Head Constables does not affect the survey results because these 

two ranks are not involved in issuing tickets for traffic violations, and they have 

few functions to perform in the organisation, working  as drivers, gunmen, stick 

Ardali (batman, attendant), looking after the vehicles, cleaning vehicles or 

gatekeepers. The majority of the respondents (93.6%) indicated that their salary 

was in the range of Rs.16000-30000. Interestingly, a large percentage of 

respondents (62.2%) had Bachelor degrees and 38.4% had Masters. The reason was 

that the minimum qualification for apply the positions was graduation (14 years of 

schooling).The force is composed of young officers, the majority of respondents 

(94.6%) indicated their age ranges from 25-34 years, because the age limit for 

applying for the position was 18-28 years. 
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Table 6.3 Summary of total strength and survey representation 

 

Sr.# Rank Present % of total 

strength 

% in Sample 

1 CTO (SSP) 1 0.1 0.1 

2 STO (SP) 1 0.1 0 

3 Traffic Officer 

(DSP) 

2 0.1 0 

4 STW (Inspectors) 45 3.2 2 

5 Traffic Warden 

(Sub-Inspectors) 

1203 86.1 94.5 

6 JTW (ASI, 

Constables, Head 

Constables) 

146 10.4 3.4 

  Total 1398 100 100 

 

The next section describes the perception of respondents on the occurrences and 

acceptability of many integrity violations in Rawalpindi CTP. 

 

6.5. Frequency and acceptability of integrity violations and corruption 

Also in this case study the occurrences and moral acceptability judgement of 

twenty five manifestations of integrity violations were used to record the 

respondents’ perception of these (see Chapter 4). In below table the answers of the 

Rawalpindi CTP with regard to the items can be found. 
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Table 6.4 Frequency and acceptability integrity violations and corruption  

 
Observed frequency and acceptability of integrity violations (n= 296) 

Observed frequency  Type and Item Acceptability 

(% of respondents)  (% of respondents) 

Never Once 

or 

occas

ion-

ally 

Some

-

times 

or 

often    

Never  Seldo

m or 

some-

times  

Most-

ly or 

alway

s  

                                           1. Corruption 

86.5 6.4 7.1 Accepting bribes from 

external parties 

87.5 6.8 5.7 

  2. Favouritism by Managers 

18.9 35.8 44.9 Favouritism by managers 

within department (for 

reward, promotion, 

posting, pardon, ACRs,) 

17.6 20.9 60.1 

                                           3. Stealing and theft 
80.7 10,.8 8.4 Stealing from unprotected 

property  

76.0 17.9 6.1 

80.7 8.1 10.1 Stealing from victims of 

accidents  

72.6 17.2 9.1 

82.1 10.1 7.8 Stealing from accused 75.3 16.2 8.4 

81.1 8.8 9.5 Theft of business 

equipment by employees 

75.7 14.5 9.5 

                                           4. Waiving Fines 
61.1 23.0 15.9 Asking a colleague to 

waive a fine given to 

family member  

57.4 31.8 10.8 

61.5 20.9 17.6 Asking a colleague to 

waive a fine given to 

friends 

57.1 28.7 14.2 

61.1 25.0 13.9 Asking a colleague to 

waive a fine given to 

acquaintance 

56.4 31.4 12.2 

56.4 25.3 18.2 Change the nature of 

violation to increase or 

decrease the amount of 

fine 

50.0 37.5 12.5 

                                           5. Accepting Gifts 
48.3 22.3 29.4 Accepting favours in kind 

from private 

people/victims/accused 

50.3 34.1 15.2 

                                   6. Concealing information/ abuse of information 

69.3 16.2 14.5 Concealing the corrupt 

practices of colleague  

62.5 26.7 10.8 
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62.8 13.9 23.3 Concealing information for 

management or 

government 

52.7 25.3 21.6 

73.3 13.9 12.5 Making false or misleading 

statements in police reports 

67.6 18.9 13.2 

                                           7. Discrimination 

66.2 18.9 13.5 Discrimination based on 

gender 

60.5 26.7 11.8 

54.1 20.3 24.7 Discrimination based on 

status 

56.8 27.0 15.2 

71.3 12.5 16.2 Discrimination based on 

ethnicity 

66.2 16.9 16.9 

52.7 22.6 24.3 Discrimination based on 

departmental affiliation  

54.1 24.0 21.6 

                                           8. Sexual Harassment 

79.1 7.4 12.2 Sexual harassment of male 

colleagues 

76.4 12.2 10.1 

80.1 7.4 11.1 Sexual harassment of 

female colleagues 

78.4 10.5 9.5 

77.7 11.8 10.5 Use of offensive language 

to road users 

69.9 19.3 10.8 

                                       9. Using duty hours/privileges for private purposes 

61.1 14.9 24.0 Private use of public perks 

and privileges 

66.6 18.2 15.2 

72.3 16.2 11.5 Falsely reporting sick 68.2 20.9 10.8 

62.5 22.6 14.9 Doing personal 

chores/services during 

duty hours 

64.5 22.3 13.2 

64.9 18.6 16.6 Doing personal 

chores/services for officers 

during duty hours 

65.5 20.9 13.5 

 

The table (6.4) shows that the occurrence and acceptability of integrity violations 

varies with the different manifestations of violations.  The following discussion 

reports the results of different types of integrity violations. 

 

Corruption  

Around 87 percent of respondents indicated that bribery had never occurred in their 

organisation in the last 12 months, while 6.5 and 7 percent of respondents indicated 

that it occurred several times, sometimes or often respectively. It was never 

acceptable to 87.5 percent of respondents, seldom, sometimes or always acceptable 

to about 7 and 6 percent respondents respectively.  
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Favouritism by managers  

Observation of favouritism by managers in awarding rewards, promotions, 

postings, pardon, annual confidential reports, was reported by the majority of 

respondents (36 and 45 percent) as occurring several times, sometimes or often in 

their organisation in the last 12 months, which is quite a high percentage. Only 19 

percent of respondents said that it never occurred in their organisation. On the other 

hand, the majority (60 percent) of respondents indicated it was mostly or always 

acceptable to them, and 21 percent indicated that was seldom or sometimes 

acceptable. It was never acceptable to almost 18 percent. This indicates a higher 

percentage of acceptability and occurrence prevailed in the organisation with 

reference to favouritism. 

  

Stealing, theft 

Most respondents (over 80 percent) indicated that they never observed any 

occurrence of stealing and theft in their team or organisation during the last 12 

months, and over 72 percent of respondents found it never acceptable. In the 

opinion of 10 percent respondents it occurred once, several times or often and it 

was sometimes acceptable to around 15-17 percent of respondents and was always 

acceptable to around 6-9 percent. Therefore it is safe to suggest that even these low 

percentages of occurrence and acceptability can be alarming for organisational 

integrity. 

 

Waiving fines  

Waiving fines, as an integrity violation that was never observed by around 60 

percent of respondents, and around 40 percent indicated that it occurred rarely, 

sometimes or often in their organisation. Some manifestations were found 

acceptable and also occurred sometimes or often. For instance, changing the nature 

of violation to increase or decrease the amount of fine, was found acceptable by 

around 50 percent of respondents and therefore, it also occurred quite frequently as 

indicated by around 45 percent of respondents. 

 

Gifts  

This type of integrity violation as manifested in ‘accepting favours in kind from 

private people/victims/accused/applicant’ was never acceptable and never observed 

by around 50 percent of respondents. This also means that the other half is more 

lenient towards acceptance of gifts, which is indicated by around 52 percent for 

occurrence and 50 percent of respondents for acceptability. This also shows the 

possibility that the more occurred integrity violations tend to be more acceptable or 

vice versa. This also indicates that this type of violation is quite a common practice 

in the organisation. 

 

Concealing information/abuse of information 

This type of integrity violation was manifested in concealing corruption practices 

of colleague from supervisory authorities or management and making false or 
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misleading statements in police reports. According to around 70 percent of 

respondents it had never occurred in their organisation over the last year and was 

never acceptable to around 55-65 percent of respondents. Nevertheless, it occurred 

rarely, sometimes or often in the opinion of around 30-40 percent, and was 

acceptable to 30-45 percent of respondents. There was some information that 

traffic policemen concealed from the general public. It was revealed by one 

interviewee that traffic officers get a target of issuing tickets and if someone is not 

achieving that target, he has to give an explanation. According to the informant, on 

every duty point traffic officers are required to issue 5 tickets per day, and 

patrolling officers (having patrol cars) are given 10 tickets per day as their target. If 

tickets are not given then notices138 to show the reason are issued. 

  

Discrimination  

This type of integrity violation was manifested as discrimination based on gender, 

status, ethnicity and departmental affiliations. In the opinion of around 66 percent 

of respondents discrimination did not occur on the bases of status, while around 35 

percent indicated that it did occur rarely, sometimes or often. Similarly, 

discrimination on the basis of status never occurred in the opinion of 55 percent of 

respondents, and 45 reported as that occurred rarely, sometime or often. Ethnic 

discrimination did not occur in the opinion of 70 percent respondents and 30 

percent indicated that it occurred sometimes or often. Moreover, a slightly higher 

percentage (48) of respondents indicated that it occurred on the basis of 

departmental affiliations, while 52 percent found that it never occurred.  Likewise, 

the respondents indicated that discrimination based on departmental affiliations and 

status was acceptable to around 45 percent of respondents, whereas discrimination 

based on ethnicity and gender was acceptable to 35-40 percent of respondents. 

    

Sexual harassment 

The occurrence of sexual harassment in Rawalpindi traffic police was said by the 

majority (around 80 percent) never to occur, and it was never acceptable to around 

78 percent of respondents. The sexual harassment of male colleagues occurred 

sometimes or often in the opinion of 20 percent of respondents and it is sometimes 

acceptable to 22 percent. On the other hand, 18 percent of respondents indicated 

that harassment of female colleagues occurred once or rarely and was sometime 

acceptable to around 20 percent of respondents. In response to the manifestation of 

‘use of offensive language to road users’ around 22 percent of respondents 

indicated that it occurred sometimes or often and was acceptable to around 30 

percent of respondents. 

                                                 
138 Recently an officer in Lahore city traffic police, was issued a notice for not meeting 

target. For details see this newspaper report http://www.dawn.com/news/802907/wardens-

ticketed-for-not-meeting-ticket-targets retrieved on 25-12-2013  
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  Using duty hours/privileges for private purposes  

This integrity violation involved different manifestations. On the manifestation of 

private use of public perks and privileges, around 40 percent indicated that it had 

occurred sometimes or often in their organisation over the last year, and was 

sometimes or always acceptable to over 33 percent of respondents. In response to a 

manifestation of ‘falsely reporting sick’, 28 percent indicated that it occurred 

sometimes or often, and was sometime or always acceptable to 31 percent of 

respondents. Around 36 percent of respondents said that doing personal chores or 

officers’ chores duty hours occurred sometimes or often and was acceptable 

sometimes or always to 35 percent of respondents. 

 

The above gives the respondents’ perception of occurrences and 

acceptability about different manifestations of integrity violations in Rawalpindi 

City Traffic Police (CTP). From these statistics it can be inferred that the 

occurrence and acceptability of integrity violations presents a different picture than 

ITP: In CTP the occurrence and acceptability of integrity violations was much 

higher than ITP. In Chapter 8 I will examine the cross case analyses in terms of 

integrity violations and influential factors and conditions to comprehend the 

different pictures of three case studies.  

 

The statistics show that corruption (accepting bribes) and stealing and theft 

were two types of violations that occurred relatively infrequently in CTP in 

respondents’ perception. The reason is that they have limited opportunities in their 

organisation for these types of violations, and a vigilance team has been formed 

who regularly check the activities of Traffic Wardens in the city. However, there 

were some respondents who still claimed its existence there, and it might become a 

matter of concern for the department. The most frequent type of violation in CTP 

was favouritism by managers in awarding rewards, postings, pardon etc. However, 

that does not necessarily involve the higher ranking officers, but those officers who 

are close to the higher ranks and those who make rotation plans and postings are 

sometime bribed or offered something in kind for favours. Interestingly, higher 

officers do sometime pay heed to suggestions and recommendations of 

subordinates.139 In the opinion of half of respondents accepting gifts or accepting 

favours in kind from private people, accused or applicants occurred several times, 

sometimes or often in CTP Rawalpindi: this is quite a large percentage. It was 

mentioned in the survey that those higher up from mainstream/district police force 

who are on detachment to this organisation indulged in such activities. Another 

violation that was quite frequent was discrimination based on status and 

                                                 
139  This can be in seen in case of City traffic police Lahore in which one officer resigned in 

protest saying that officers are paying attention to close subordinates rather than deciding 

on merit. For detailed story see http://www.dawn.com/news/1025694/traffic-warden-

resigns-in-protest-at-humiliation retrieved on 25-12-2013 
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departmental affiliation. It was pointed out in interviews and in the survey 

suggestion section that there was much political, media and departmental pressure 

on the Traffic Wardens, so they try to avoid being involved in any conflict with 

persons of high status concerning traffic violations or issuing tickets because they 

were certain that no proper inquiry would be conducted and they would be subject 

to immediate transfer or issued with notice to show the cause.  

The moral acceptability judgment of integrity violations in CTP Rawalpindi 

shows that corruption and stealing and theft were least acceptable to the 

respondents. Regarding corruption, it was indicated during the interviews that CTP 

has a good image in public and print media as being a corruption free police force; 

interviewees also said that they joined the force because of that image and did not 

want to be part of corrupt organisation.  Interestingly, favouritism occurred most 

frequently and it was acceptable to the majority of respondents. The reason might 

be that lower ranking officers consider it prerogative of the higher ranking officers. 

Likewise, waiving fines and accepting gifts were seen as more acceptable to the 

respondents. Regarding the acceptability of ‘change the nature of violation to 

increase or decrease the amount of fine’ the interviews revealed that officers 

showed more indulgence toward violators who approached the officer to reduce the 

fine. Interestingly, the respondents indicated that the practice of accepting gifts is 

connected to officers from district or mainstream police in the organisation, but 

they also show acceptance (sometimes, or mostly) toward this type of integrity 

violation. It implies that while watching others their acceptance increases 

(proverbial ‘follow sheep’ attitude), which might become a serious concern for the 

department if left unchecked. 

These explanations of observance of occurrences and moral acceptability 

judgment can be explained further with the help of information gained when 

respondents were asked to express their perception of these violations,  whether 

they considered them as integrity violations or not. The same twenty five 

manifestations used for frequencies and acceptability were used to record their 

responses. The next section describes these perceptions.  

 

6.6. Perception of integrity and corruption 

6.6.1. Survey results 

 

The respondents were asked the following question:  to what extent do you 

agree/disagree with the following behaviours as integrity violations in your 

department? 1, Strongly disagree; 2, Disagree; 3, Neither agree nor disagree; 4, 

Agree; 5, Strongly agree  
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Table 6.5 Perceptions about integrity violations 

Perceptions about Integrity violations (% of Respondents) n= 296 

Type and Item Strongly 

Agree 

or 

Agree 

Neither 

Agree 

nor 

Disagree 

Strongly 

disagree or 

disagree 

1. Corruption 

Accepting bribes from external parties 49.7 4.8 45.6 

2. Favouritism by Managers 

Favouritism by managers within department (for 

reward, promotion, posting, pardon, ACRs,) 

55.4 15.3 29.3 

3. Stealing and Theft 

Stealing from unprotected property 34.8 5.7 59.5 

Stealing from victims of accidents 36.6 9.6 53.8 

Stealing from accused 37.3 9.2 53.6 

Theft of business equipment by employees 37.4 10.5 52 

4. Waiving Fines 

Asking a colleague to waive a fine given to 

family member 31.4 21.3 47.3 

Asking a colleague to waive a fine given to 

acquaintance 35.1 15.5 49.3 

Change the nature of violation to increase or 

decrease the amount of fine 33.1 19.3 47.6 

Asking a colleague to waive a fine given to 

friends 31.8 21.3 47.0 

5. Accepting Gifts 

Accepting favours in kind from private 

individuals/victims/accused/applicants/ 39.7 13.9 46.4 

6. Concealing information/abuse of information 

Concealing the corrupt practices of colleague 

from supervisory authorities 

38 14.6 47.5 

Concealing information for management or 

government 

34.1 14.2 51.7 

Making false or misleading statements in police 

reports 

34.1 15.0 50.9 

7. Discrimination 

Discrimination based on gender 31.4 15.0 53.6 

Discrimination based on status 15.4 16.4 68.3 

Discrimination based on ethnicity 33.9 12.5 53.6 

Discrimination based on departmental affiliation 34.0 13.9 52.0 

8. Sexual Harassment 

Sexual harassment of male colleagues 37.5 10.3 52.2 

Sexual harassment of female colleagues 32.2 12.3 55.5 
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Use of offensive language to road users 

 27.0 12.8 60.1 

9. Using duty hours/privileges for private purposes 

Private use of public perks and privileges 36.8 10.8 52.4 

Doing personal chores/services during duty 

hours 28.1 12.5 59.3 

Doing personal chores/services for officers 

during duty hours 31.9 10.8 57.3 

Falsely reporting sick 29.4 9.5 61.1 

 

The table above (6.5) gives sets of percentages that represent the share of 

respondents in Rawalpindi City Traffic Police on agreement or disagreement on 

integrity violations or corruption. The higher the percentage of agreement, the 

more they considered these manifestations as integrity violations and the more the 

respondents disagreed means that they did not consider these as integrity 

violations. Based on the table and response from the respondents it is clear that on 

the average over 50 percent of respondents do not agree with the above 

manifestations as integrity violations, which is quite a precarious situation in this 

newly established organisation consisting mostly of new, young and educated 

professionals. It is should be obvious that Rawalpindi City Traffic Police need 

more hard work in educating their staff in regard to these integrity violations, 

provided the department considered these as serious. Surprisingly, even accepting 

bribes from external parties was not considered as integrity violation. By not 

considering a serious manifestation as integrity violation is a matter of concern for 

the organisation. The responses on different integrity violations are as follows:  

 

Corruption  

In the Rawalpindi City Traffic Police (CTP), which is a comparatively new 

organisation, and comprised of young and educated officers, accepting bribes from 

external parties was considered by just half of the respondents as an integrity 

violation and corruption, almost half not considering it as such. Interestingly, 

possibly because of ‘social desirability bias’, the non-occurrence of this type of 

violation was reported by the majority of respondents (i.e., 87 percent), and was 

never acceptable to the same percentage of respondents (i.e. 87.5 percent). 

Therefore, it is very surprising that they did not consider it as an integrity violation, 

but reported that it occurs less frequently and is not acceptable. The possible reason 

for this attitude could be that it was apparent during the interviews that the officers 

do not see any future career (promotions) in the department, and circumstances 

compelled them to indulge in such activities. This makes sense for the acceptance 

of corruption, but not considering it as an integrity violation is beyond 

comprehension. Perhaps the officers did not understand the word integrity violation 

because from interviews it was clear that only one word “corruption” was being 

used for all wrong-doing, including bribery. In interviews it was heard that officers 

used the word in these sentences, “corruption is not just taking money, it is also 
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corruption when you are not present on duty, or your behaviour is not good with 

people, this is also corruption when the government facilitates you with perks and 

privileges, and you take these home or misuse it...” 

 

Favouritism by managers  

This manifestation in the form of giving favours in distributing rewards, 

promotion, posting, pardon, or annual confidential reports was reported by 55.5 

percent of respondents, with strong agreement or agreement as an integrity 

violation. 15 percent of respondents were neutral and 29 disagreed or strongly 

disagreed with that as an integrity violation. There are a number of possible 

explanations for the views of the latter thirty percent of respondents: it is very 

common practice in Pakistan, so there is general acceptability. Second, when no 

money is involved people feel less guilty when offering such favours. Third, the 

lower ranking officers might also consider it as a prerogative of the higher ranks 

rather than an integrity violation. When this perception was compared with 

frequency and acceptability around same percent of (i.e., 45 percent, sum of neutral 

and disagreement) respondents indicated that it occurred (sometimes or often) in 

their organisation. So perhaps the frequent occurrence of these manifestations, the 

higher (i.e., 60) percent of respondents indicated that it was more acceptable, 

despite the fact that having the highest percentage of agreement that it is an 

integrity violation.  

 

Stealing and theft  

The table above indicates that only 34-38 percent of respondents believed that 

these manifestations are integrity violations, in contrast to over 50 percent who 

indicated that these were not integrity violations. Stealing from unprotected 

property was considered by the lowest (i.e. 34.8) percent of respondents as an 

integrity violation and this was disagreed or strongly disagreed by around 60 

percent. It is again very surprising that respondents did not consider it an integrity 

violation but to majority it was never acceptable and in many respondents opinion 

it never occurred. The reason could be, like ITP,  that Traffic Wardens (CTP) are 

busy on the road monitoring moving violations and faulty parking and so they 

might come across fewer such opportunities to steal from unprotected property. 

Such incidents occur mostly when the police have the authority to check vehicles, 

and if an officer chanced to be caught, his excuse would be that he was checking 

the vehicle for security reasons.140 However, Rawalpindi traffic police have no 

authority to check the vehicles.141Hence, these sorts of violations occur more 

                                                 
140 This was once heard from a friend in informal discussion. 
141 Even if someone try to confiscate others valuable things, there is an action against the 

officer, see http://tribune.com.pk/story/591609/overstepping-authority-traffic-wardens-

confiscating-valuables-as-guarantee-on-failure-to-produce-registration-book/  
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frequently in mainstream/district police force, as was indicated during the 

interviews.  

Waiving fines  

Waiving fines given to family members, friends and acquaintances was generally 

not considered as an integrity violation, only around thirty percent of respondents 

considered it to be so, while about 20 percent were unsure and around 50 percent 

did not agree or strongly disagreed that it was  an integrity violation. From the 

interviews it was apparent that officers do change the nature of violations upon the 

request of violators, and issue lower fines instead of what is deserved. This was 

actually treated as doing a favour to the poor public. Hence, this favour is found 

more often in CTP, as is evident from around 45 percent of respondents who 

indicated that it occurred sometimes or often, and was acceptable to the same 

percent of respondents. 

 

Gifts  

Accepting favours in kind from private individuals, victims, accused or applicants 

was considered an integrity violation by just 40 percent of respondents in 

Rawalpindi City Traffic Police, and around 47 percent did not consider it as an 

integrity violation. 14 percent of respondents were not sure, so opted for neither 

agreement nor disagreement. That respondents did not consider it as an integrity 

violation might be the reason the majority of respondents (i.e., 50 percent) 

observed this type of violation occurring sometimes or often in their organisation, 

and it was acceptable to same percent of respondents. This implies that not 

considering it as an integrity violation, the occurrence and acceptability would be 

high.   

    

Concealing information/abuse of information:  

The majority of respondents neither agreed nor strongly agreed that this was an 

integrity violation: only 35-38 percent regarding it as such. In the opinion of 

around 50 percent of respondents it was not an integrity violation, around 15 

percent opted for neither agree nor disagree. It occurred sometimes or often in the 

opinion of 30 percent respondents, but was never acceptable to 55-65 percent of 

respondents.  

 

Discrimination  

The agreement of this being an integrity violation was indicated by a lower percent 

(15-34) of respondents. The respondents perceived discrimination differently based 

on differences in its nature. For instance, discrimination based on status was 

considered as an integrity violation by only 15 percent in comparison to other 

grounds (i.e., gender, ethnicity and departmental affiliations) which were so 

regarded by around 33 percent. This might be a social pressure or norm in which 

high class officers or families are always well-regarded and with much respect. 

This also demonstrates the class-system in Pakistan; the influential people are 
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treated well, and low class officers try to avoid any issue or problem with them.142 

When compared with moral acceptability judgment, it was indicated that to around 

40 percent of respondents this was acceptable; it occurred sometimes, rarely or 

often in the opinion of 30-40 percent respondents. 

 

Sexual harassment  

In Rawalpindi City Traffic Police about 32-38 percent of respondents considered 

sexual harassment to be an integrity violation, while over 52 percent disagreed. 

Even more respondents (around 60 percent) indicated that use of offensive 

language to road users was not an integrity violation. This was evident from the 

discussion with Traffic Warden in Rawalpindi; they were taught during training not 

use foul language with the road users, but sometimes they are compelled by the 

situation. When this violation is compared with frequency and acceptability, 

around 80 percent of respondents reported that it never occurred in their 

organisation, and it was unacceptable to 70-80 percent.  

 

Using duty hours/privileges for private purposes  

Few respondents (30-36 percent) strongly agreed or agreed that doing personal 

chores for officers and for themselves during the duty hours was an integrity 

violation, with around 70 percent of respondents not considering as integrity 

violation. In the opinion of around 30-40 percent respondents duty hours were 

misused doing officers’ and personal chores, and public perks were misused for 

private purposes. Around 28 percent of respondents indicated that the 

manifestation of falsely reporting sick had occurred rarely, sometimes or often in 

the organisation over the last year. Considering moral acceptability judgment, these 

manifestations were sometimes, mostly or always acceptable to 30-35 percent of 

respondents. From interviews with officers it was evident that policemen with the 

rank of Constable and Head Constable were being used for these sorts of activities. 

These lower ranking officers hardly read the laws or rules, for them the order of 

higher officer is the law. That is why it was more acceptable to CTP and was not 

considered as integrity violation. Considering the relatively high frequency of 

falsely reporting sick, it was mentioned in the survey suggestions that short leaves 

were rarely granted so apparently it occurs more often because of pressing 

circumstances. 

 

 

 

 

                                                 
142 This was pointed out in a TV programme on Rawalpindi Traffic Police, and the anchor 

person impersonated a traffic officer and said, that if we stop a high class officer or person, 

then he stop our salary, and disclosed the target of issuing tickets per day. 

http://www.youtube.com/watch?v=UfNKXuqui9o retrieved on 04-12-2013 
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6.6.2. Perceptions on integrity and corruption: Interview analysis 

 

The findings above are based on the responses collected through the survey of 

Rawalpindi CTP. In order to triangulate the information, formal and informal 

discussion/interviews with police officers were conducted.  The focus was to 

record the opinions of the police officers on the perception of integrity 

violations/corruption, and how would they define it or sketch corruption. In other 

words, the intention was to understand the perception of corruption among 

Rawalpindi City Traffic Police, whether the officers (as would be thought) were 

really lenient regarding corruption and integrity violations. This section examines 

information gathered mostly from interviews with police officers, comprising of 

definitions, recognitions, and distinctions among different integrity 

violations/corruption. During the interviews the term corruption was used more 

frequently because in a society like Pakistan this term is used more generally and is 

more comprehensible than integrity violations.  

In Rawalpindi City Traffic Police the definitions for corruption and integrity 

violations were intermingled. In general the impression from interviewees was the 

same as in ITP and other police in Pakistan that only money related matters were 

considered as corruption and the more serious type of violation. However, from a 

few interviewees it was learnt that the word corruption was also used for different 

violations or misdeeds. In addition, in CTP the emphasis was more on misuse or 

transgression of one’s authority. One interviewee defined it as, “if someone is 

involved in activities beyond his authority / discretion, then that is corruption, or if 

someone supports his relative by transgressing one’s authority. It is also 

corruption if one uses power somewhere in wrong way. It is also corruption, if one 

gets some illegal benefit by misusing his authority.” However he added that, “what 

is generally perceived includes extortion to accumulate money.” Another 

interviewee briefly defined it as, “if we are giving wrong favours to someone, then 

it is corruption. But in general, if someone receives something in shape of an 

amount, then it comes under the sphere of corruption.”  

Since the interviewees had limited understanding about the difference 

between corruption and integrity violations, they perceived them as the same. For 

instance one interviewee said that, “corruption is not just taking money, corruption 

is that if you are assigned a duty, and you ignore that then this is corruption with 

your duty…on the other hand, financial corruption is done with other people…” 

From this statement it can be inferred that for them integrity violation is considered 

as something related to harming the organisation, while financial corruption 

(accepting bribes) is to harm the people. However, from the interviews it was 

evident that they were quite young and new to the force; they had limited 

understanding of corruption. More clear definitions were recorded from those who 

had served for longer than ten years in the police in Pakistan and who had seen 

different types of corruption. These Traffic Wardens were less exposed to 

corruption, and in their perception, mostly money related things were corruption.   
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6.6.3. Difference between corruption and police corruption 

This section briefly describes the respondents’ opinion on the difference between 

corruption and police corruption. As expected, most of the respondents replied by 

explaining differences between police corruption and corruption in other public 

sector departments in the country. However, it is relevant to note that the 

Rawalpindi City Traffic Police is a relatively new organisation. Only few 

interviewees who had served in mainstream/district police were better in 

distinguishing corruption and police corruption. 

Given the fact that Rawalpindi CTP is a relatively new organisation and 

most of the employees were young, although educated, and had limited exposure 

and work experience in district police, they had little understanding about 

differences between corruption and police corruption. For a few interviewees it was 

noted that no difference existed between corruption and police corruption they said 

“As such there is no difference, but since police have more public dealings, so it is 

highlighted more.” Similarly another interviewee pointed that, “it is the same but 

procedures adopted are different”, but was unsure what different procedures were 

adopted. 

The Rawalpindi CTP officers’ perception was that police corruption is more 

visible, while in other public sector department it is very secretive and covert. In 

addition, in Pakistan many public sector organisations have touts (representatives) 

who deal on the behalf of the organisation and the real organisation seldom comes 

to the forefront. One interviewee narrated that, “Take for instance gas department; 

they have hired contractors for the distribution of gas connections. The fee of the 

contractor is 20,000143 rupees, the public are willing to pay the money and also 

with requests that they take the money but give us gas connection. In this 

corruption the gas department is not directly involved...deals are done and there 

arises no complaint.” 

In Rawalpindi CTP police corruption was perceived more as excesses of 

physical force and less about the accumulation of money. In their perception, the 

general public think that this physical (mis)handling by police is only for extorting 

money and consequently stigmatized police. One interviewee mentioned that, 

“police compel the public physically, and other departments compel the public 

financially.” Similarly, an interviewee recounts that, “when you get slaps, kicking 

(beating) then you complain worse about police and say that the police is doing 

more corruption.”. Similarly, in police officers’ perception, some influential 

persons are not doing the police justice by blaming them for excesses and 

corruption. In their (police) opinion the iniquitous behaviour of the elites of society 

to the public is found acceptable, but when the police put a hand on them it is 

assumed an insult. Therefore, the bad name of the police is because the police 

                                                 
143 In this report the fee of 50,000 rupees for gas installation is mentioned. 

http://www.ipaidbribe.pk/allegation/detail/40 retrieved on 18-12-2013 
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sabotage the superiority of these elites and criminals. This was explained in an 

interview: “Police function is very different. In our society all the powerful, 

influential, Chowdhury144, and Khan145, when they do excesses to poor people, it is 

okay…but when police put a hand on them they consider they’re insulted…the 

influential start shouting that how dare you attempted to arrest me, [point toward 

police] are you doing this or pestering us only for money.” 

Some of the perceptions of Rawalpindi City Traffic Police overlap with 

Islamabad ITP. In some officers’ perception it is the government exchequer that 

suffers because of corruption in many public sector departments, whereas in police 

department it’s the public rights that are violated, as well as some accumulation of 

money (through illegal means). One interviewee described, “corruption is 

corruption, whether that is practiced in Wapda146 or police. If you are working in 

Wapda and doing some corruption [accepting bribes], by fudging in the electricity 

meter [reducing the number of units consumed] for a person, then you’re also 

committing damage to the government as well… However, in the police department 

you accumulate money from the ones whom you are supposed to assist, and which 

is his right, and also from those who are criminals.”  

 

Some contradiction in statements can also be noticed during the interviews, 

indicating two things: first, officers claimed that the extent of police corruption is 

limited and second, they admit that it is real and exists in the police. In one 

officer’s opinion, “In Pakistan at national and political level, there is 80 percent 

corruption, and with this percentage, it is prevalent in all departments in the 

country including police. However, the police department has an active role and 

other departments have a silent role….corruption ratio in police is the least in 

comparison to other departments in Pakistan.” The justification for this was given 

in a statement that, “when our police officers are retiring, and when you observe 

them from very close up, and examine their living then you will realise how much 

money they have. When they retire they do not even own a house. He cannot 

provide shelter for his children, cannot provide education for his children.”  

Summing up the difference between corruption and police corruption, the 

responses of the interviewees differed. To some interviewees there existed no 

difference; however, a few experienced police officers elaborated on the difference 

while comparing it with other public sector departments. In CTP the impression 

                                                 
144 Chowdhury literally meaning "a holder of four" or "owner of the fourth part". 

Traditionally, the term is used as a title indicating the ownership of ancestral land, but now-

a-days it is often taken as a surname. The term "Chowdhury" does not indicate a caste or 

tribe, rather a position held within the tribe. The term is mostly used for influential people 

in Punjab province in Pakistan. (Wikipedia) 
145 It is a surname, usually used by Pashtun, in Pakistan; this is also usually used by chief of 

area in some parts of Pakistan. 
146 Wapda stands for Water and Power Development Authority. 
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was that they did not admit that the police was the most corrupt department in the 

country, as shown by Transparency International (2006, 2009, and 2010) reports. 

To them, the scale is much lower than other public sector departments, but police 

have more powers to undermine the superiority of the public, so that is why it is 

highlighted more in media.  

There were some perceptions that police do not indulge in corruption 

(accepting bribes), but they are mostly involved in physical excesses against the 

society elites or criminals who consider it as an insult, and as a consequence 

stigmatise the police department. A general perception is that if one adds all the 

bribes police get from people and compare it with any public sector department, 

then in money terms it is much lower.  

 

The next section describes the views and perception of CTP officers on different 

characteristics of the force that seem relevant for curbing corruption and integrity 

violations. This information is then used to reflect on the actual influence of the 

selected factors.  

 

6.7. Influential factors for curbing integrity violations and corruption 

This section aims to examine the information gathered from respondents on their 

perception about different influential factors and focuses on the extent of 

satisfaction of CTP officers with these factors in their department/organisation. It 

first describes their perception in the survey and then information from interviews 

is added for better comprehension.    

 

Table 6.6 Influential factors for curbing integrity violations and corruption 

 

Factors Agree or 

Strongly 

Agree 

Neutral Strongly 

Disagree or 

Disagree 

Salary and Reward       

Salary was one of the cause that attracted me 

toward this organisation 

60.1 10.5 29.4 

My salary is sufficient for my own and family 

needs 

49.0 9.8 41.2 

My salary is sufficient for the work which I am 

doing 

44.3 9.5 46.3 

My salary is commensurate with the 

discretionary authority I have 

 

41.6 12.2 46.3 

I am satisfied with the current pay structure in 

my organisation 

47.6 11.8 40.5 

Lower salary increases temptations to deviant 

behaviour (corruption) 

73.3 6.1 20.6 
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I get more salary than any other public sector 

employee having similar qualifications 

41.2 13.9 44.9 

There are constant rewards for an 

acts/displaying of honesty in our organisation 

37.5 11.8 50.7 

I receive sufficient appreciation for my efforts 40.5 11.5 48.0 

Recruitment and Selection    

In my organisation recruitment is done on merit 61.1 15.9 23.0 

In my organisation selections are based on 

honesty and integrity of individuals 

60.7 15.3 24.1 

High officers’ personal preferences play no role 

in recruitment in this organisation 

53.2 16.3 30.5 

Political affiliations play no role in recruitment 

in this organisation 

40.2 22.3 37.5 

Supervision and Control    

There is strict supervision of  patrolling officers 64.5 12.2 23.3 

In my department there exist strict rules on 

integrity violations 

77.4 9.5 13.2 

In my department rules are implemented fairly 52.0 13.5 34.5 

Once reported corrupt behaviour is never 

tolerated in my organisation 

73.3 7.8 18.9 

Disciplinary actions are often taken against 

corrupt officers 

69.3 9.5 21.3 

Organisational Culture    

Each person in this organisation decides for 

himself/herself what is right and wrong 

48.0 13.2 38.9 

In our organisation employees are willing to 

violate the law to achieve their performance 

targets 

26.4 12.8 60.8 

If one of our colleagues violates some rule 

/displays unacceptable behaviour, colleagues try 

to cover up his errors. 

32.8 13.5 53.7 

In our organisation it is expected  that we will 

always do what is right for the customers and 

the public 

70.6 9.5 19.9 

The lack of discretionary powers reduces the 

opportunities for corruption in our organisation 

60.5 13.2 26.4 

In our organisation we have good chances of 

promotion 

35.5 13.2 51.4 

Training Quality    

Good training is provided in good training 

institutes 

59.8 10.1 30.1 

Ethics and integrity lessons were provided 

during training 

74.0 7.4 18.6 



164 

 
I am satisfied with the skill taught during the 

training 

53.7 8.1 38.2 

I am satisfied with the instructional team 

(trainers) of this organisation 

53.7 14.9 31.4 

Leadership (Operational and Strategic)    

My direct supervisor sets a good example in 

terms of ethical behaviour 

59.5 18.6 22.0 

My direct supervisor keep his promises 57.8 17.6 24.7 

My direct supervisor can be trusted 61.1 16.2 22.6 

My department head takes reports of undesirable 

conduct seriously 

71.6 14.9 13.5 

My department head would never tolerate 

unethical or illegal conduct in our organisation 

72.3 11.5 16.2 

My department head takes disciplinary action 

against those who violate ethical standards, or 

display undesirable conduct 

73.3 9.8 16.9 

 

Findings on factors and characteristics 

 

Salary and Rewards  

This factor recorded perceptions of the Rawalpindi CTP based on several items. 

According to 60 percent of respondents, salary was one of the factors that attracted 

them to their organisation. Around 50 percent of respondents expressed their 

satisfaction with the current salary as sufficient for their own and family needs, in 

contrast to 40 percent who were not satisfied. Likewise, 48 percent of respondents 

indicated that they were satisfied with the salary structure in their organisation, and 

40 percent disagreed. In the opinion of 73 percent of respondents lower salary 

increases temptation to deviant behaviour in the organisation, but around 21 

percent disagreed with this. According to 50 percent of respondents, there are no 

constant rewards for acts displaying honesty and sufficient appreciation for their 

efforts in the organisation. 

  

Recruitment and Selection  

Around 61 percent of respondents agreed or strongly agreed that recruitment was 

made on merit, or honesty and integrity were the bases of selection in the 

recruitment process in their police force: only 24 percent of respondent disagreed 

or strongly disagreed with merit recruitment in the organisation. However around 

53 percent and 40 percent respectively also agreed that higher officers and political 

preference played a role in the recruitment process.147  

                                                 
147 In an interview it was disclosed that many political appointments were also made by the 

previous government: the majority were recruited on merit and then the number of 

vacancies were created and political appointments were made for those positions. 
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Supervision and control  

The perception of this factor was recorded using various items. According to 64 

percent of respondents there was strict supervision and control, and 77 percent 

agreed or strongly agreed that there were strict rules on integrity violations, while 

only 23 percent of respondents disagreed that supervision was strict and 35 percent 

said that rules were implemented fairly in their department. The majority of 

respondents (73 percent) also agreed that once corrupt behaviour was reported it 

was never tolerated in their organisation. Around 70 percent agreed that often 

disciplinary action was taken against corrupt officers.  

 

Organisational cultures  

Questions were asked on different manifestations of the organisation culture and 

the responses were mixed. On the manifestation independence of employees, 48 

percent indicated that employees in the organisation decide for themselves, while 

39 percent disagreed about this independence. In one questionnaire it was 

mentioned that, “one important thing is that we have no autonomy, e.g. in any 

emergency situation we have to wait for the decree of our officers, and in this way 

precious time is wasted. We as traffic wardens are treated like Pharaoh’s 

labourers.” There was strong disagreement from 61 percent of respondents on the 

manifestations that employees (CTP) are willing to violate the law to achieve their 

performance targets, but still 26 percent agreed and 13 percent were neutral. Over 

half of the respondents (53.7 percent) indicated disagreement with the statement 

that if a colleague violates rules other colleagues try to cover-up for him, but 

around 33 percent expressed agreement. In response to a statement that lack of 

discretionary powers reduces opportunities for corruption in the organisation there 

was agreement or strong agreement by 60 percent of respondents. Around half of 

the respondents expressed disagreement with the statement that in their 

organisation they had good chances of promotion, but 35 percent believed that they 

had.  

 

Training quality  

When the respondents were asked about training quality their responses were 

mixed. For instance, 60 percent indicated that good training was provided in good 

training institutes, and 74 percent agreed that ethic and integrity lessons were 

provided during the training. However only half of the respondents (53 percent) 

expressed their satisfaction with skills taught during training and with instructional 

team, therefore around 40 percent were not satisfied with the skills taught, and 

around 30 percent were not satisfied with overall training and the instructional 

team.  

 

Leadership (operational and strategic)  

An overall satisfaction with this factor was reported by the respondents. For 

instance, around 60 percent agreed that their direct supervisor sets a good example 
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in terms of ethical behaviour, keeps his promises and can be trusted. However, 

around 20-25 percent disagreed with that. Even more respondents (around 72 

percent) expressed agreement or strong agreement with the statement that the 

department head takes reports of undesirable conduct seriously and never tolerates 

unethical or illegal conduct in the organisation. About 73 percent of respondents 

indicated that often disciplinary actions were taken against undesirable conduct in 

their department. 

 

Interview analysis 

 

The statistics above (table 6.6) show overall mixed responses to questions of 

satisfaction with factors from Rawalpindi CTP. Nevertheless CTP is performing 

well and maintains a good image in the public view. Why is that so? Is it really 

performing well? These questions were explored during the interviews with the 

police officers in CTP. The section below describes the responses of interviewees 

to different factors and afterwards relates the answers to these questions. 

With respect to the salary and reward system in Rawalpindi City Traffic 

Police (CTP), the statistics showed that around half of respondents were satisfied 

with their salary. It was indicated during the interviews that when the CTP started 

operations (in 2006) the salary was good, but with passage of time the salary 

increments did not keep the pace with inflation in the country. There is a risk that 

these officers will start accepting bribes if no attention is paid to this factor as a 

high ranking officer stated: “if sufficient pay is not provided to the officers and if 

they have to live with the existing salary, then these people will also indulge in 

corruption.” The existing salary was sufficient for a single person, but if one had to 

support a family then it would become very difficult. As another interviewee 

explained that, “everybody’s needs multiply, and if you [the department] are 

expecting someone should not do corruption then provide facilities, so that he will 

not inclined toward corruption.”  

During the interviews it was also pointed out that in Pakistan everything is 

about politics, including establishing and dismantling institutions. In the opinion of 

many interviewees the current government in Punjab was not happy with them, 

because the department was established in a previous government. Since they are 

performing relatively well, the credit of this goes to previous regime. The current 

regime, in their view, tries to reduce the organisation’s resources so that 

performance goes down, thus providing an excuse to dismantle it. Different issues 

related to this perception were recorded from various interviewees.  Regarding 

salary, there had been a nominal increase during the last four years. One 

interviewee explained: “The current government/politicians do not like us, during 

the last government/regime our salary was 25,000 rupees (=180 Euros), however, 

for the last four years our salary increased by only 2,500 to 27,500 (=200 Euros).” 

In addition, in the opinion of all interviewees, the salary they were getting was not 

commensurate with the work they do. In their view that should be in the same 

range as that paid to ITP and MP in the same ranks . One interviewee stated, “If we 
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compare our salary with capital police (Islamabad) and Motorway Police; we are 

in same rank of sub-inspectors as they are, but their salaries are almost double. If 

you look at the circumstances around, and inflation in the country, our salary is so-

so, it is not very good…so I think our salary should also be around MP and ITP 

salaries.” 

This force was built on the pattern of MP and ITP, but no reward system was 

structured for them. It was said during the interviews that they used the same 

ticketing book for fines as MP and ITP, but now they have reduced the amount of 

fines (see Appendices D and D1) to be on a par and synchronize with other district 

traffic police. There were fewer instances in which rewards were given for 

displaying honesty or better performance. However, it was observed during the 

Durbar that the Chief of CTP Rawalpindi announced a cash award for a police 

officer. Later when asked, another officer explained that, “I will only pray for him 

that he gets that…because the account section (financial department) raises many 

obstacles. Even to get a certificate for that reward, the officer has to run and clear 

so many formalities that getting reward becomes hectic in our department.”    

To sum up the CTP’s perceptions, their salaries are much less than that of 

ITP and MP, and it is quite understandable that that around half of the respondents 

expressed their dissatisfaction. The reason given during interviews was government 

lack of interest in increasing their salaries regularly. If this situation continues for 

long, then as said in interviews, the CTP Rawalpindi might succumb to corruption 

(i.e., acceptance of bribes).  

 

Recruitment and Selection  

In 2006 CTP recruitment was made for five districts individually: that for 

Rawalpindi CTP was made in Rawalpindi and specifically for traffic management. 

The first cohort that entered the training institute in Sihala was around 3,300 

candidates who were selected for the rank of Sub-Inspectors from all five districts 

(namely Rawalpindi, Lahore, Faisalabad, Gujranwala and Multan). This 

recruitment and selection was not conducted by the Public Service Commission, 

but the police department conducted internal exams and selected the candidates. It 

was learnt during the interviews that the next recruitment and selection will be 

made through the Public Service Commission, which is generally perceived as an 

impartial and autonomous institution, meant to select candidates on merit. Since 

the selection was made by the police department, issues related to recommendation 

and favours were recorded during the interviews. However, almost all interviewees 

agreed that no money (bribes) was involved during the process, only affiliations 

with officers and politicians were used. However one interviewee opined that 

recruitment was made purely on merit. One interviewee said that : “Indeed people 

used recommendations and favours in the department. But up till now there is no 

evidence that people asked for money for the recruitment or money being 

offered…but I know myself and from my colleagues which channels were 

used…some used the channel of bureaucrats, politicians and also police officers 



168 

 
used their positions as well for recruitment. But since the numbers of places were 

large, so that could be adjusted.” Another interviewee claimed that “recruitment 

was made on merit in the beginning, but later the numbers of places were revised 

and recruitment was made while favouring their own candidates.” 

To sum up the recruitment and selection process, it shows that recruitment of 

candidates was made in part on merit. However, recommendation and favours were 

granted to some candidates, but during the interviews and informal discussion no 

one claimed that money was ever involved during that process. It was also very 

interesting and surprising that selection criteria were not lowered for the 

recommended/favoured candidates in terms of education qualification plus physical 

fitness, as was described in ITP case. 

 

Supervision and control  

In Rawalpindi CTP supervision and control were perceived as tough, and 

respondents from the survey also indicated that there were strict checks on officers. 

For the first time in the Punjab police a vigilance team has been established to 

check on this newly established organisation. From the interviews it was learnt that 

officers put more emphasis on integrity. They were repeatedly reminded that this 

force is meant to be a corruption free force and no concession would be made if 

any officer was found guilty of such charges. Although the vigilance team is 

operational in CTP there are many issues related to the monitoring and checking 

process that make it uncertain and less based on justice. There were many 

complaints from the traffic officers that no proper inquiry was conducted against 

accused officers; the higher authorities punished the officer for trivial issues. 

During the interviews many complaints were recorded of officers giving 

partial/biased decisions against police agents on complaints from the public 

(having connections with higher authorities). One interviewee narrated a story in 

support of such claims: “I gave a ticket to somebody for overloading…the 

complainant mentioned in his letter that ‘who is not doing overloading in this 

city?’[means it is common practice in public transport], and secondly falsely 

mentioned that this officer threatened him with a  ticket daily…actually he was 

requesting do not give me ticket, because I know this officer and that officer…we 

were new in police, and I told him do whatever you can…I issued him a ticket, but 

that ticket made my life miserable…my duty used to start from 3pm-11pm, for two 

days I used to come to DSP office at 9am, with request to listen to me…every time 

the excuse was the ‘officer is busy’, come tomorrow, day after tomorrow…”  This 

also shows that for a two minute hearing one has to come and report to the higher 

ranking officer for weeks. Secondly, there was no proper inquiry mechanism by 

which the accused’s point of view could be recorded. One interviewee called it a 

human rights violation because decisions are made on hearsay. For instance, an 

interviewee disclosed that “there are incidents in which officers were asked 

‘confined to headquarters in Lahore’ [one of the strictest punishment] on 

complaints of taxi drivers with no proper inquiry or evidence…I would say that this 

is human rights violations which is very rampant here.”  
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It was learnt during the interviews that the vigilance team is composed of 

honest individuals who do undercover operations against corruption and 

misconduct. This team was formed around two years after the formation of CTP, 

the objective being that CTP had no prior check and balance system and was 

formed with the intention of being a corruption free organisation. Interestingly, this 

vigilance team is/was doing covert operation in Punjab province among traffic 

police including the district traffic police and City Traffic Police in five districts. 

However, candidates were selected only from city traffic police in five districts and 

not from district traffic police, except inspectors who supervised this team. In some 

officers’ opinion, it was honour for CTP that higher authorities trusted them with 

these tasks. Moreover higher authorities perceived CTP as completely clear, with 

no doubts of the integrity of the selected officers. Their duties comprise of many 

activities and are not limited to controlling bribery; one interviewee stated that 

“our main motive was that this City Traffic Police do serve the public, perform 

their duty well…and are loyal to their duties…checking time management of 

officers, i.e., officers come and leave on time; whether resources provided are 

utilised as directed, and also to check the office staff whether they are serving the 

public or not…and to monitor officers’ misbehaviour with public while issuing 

tickets…”  

However some problems that were connected to the vigilance team were also 

mentioned. First it involved a cumbersome procedure of reporting, because in 

Pakistan it is really very hard to find and present witnesses in the court of law. One 

interviewee opined that, “there are many people who will give/deliver long hours 

of debates on and against corruption, but when it comes to being a witness, they 

would hardly be willing for that. The reason is that we have such a cumbersome 

procedure, and everyone tries to avoid it…” Even when such a cumbersome 

procedure was completed, the high authorities were not convinced by the evidence.  

An interviewee stated, “the process continues and the inspectors used to prepare a 

report for the DSP to analyse the evidence against the official, and the report goes 

upward to SP, DIG and AIG, but there are instances, in which higher rank officers 

were not satisfied with the proof. Because most of the time the complainants were 

missing, and the accused officers were given small punishments…” 

 

To sum up, the description above shows that there was strict supervision of officers 

in the form of a vigilance team, but no proper accountability mechanism. The 

reports that the vigilance team prepared were compromised by a chaotic procedure 

and so corrupt officer never got due punishment. Other complaints from officers 

were that no proper inquiry was conducted against the accused officer, and 

sometimes judgments were made on ‘hearsay’, which raises doubts that these 

decisions are always based on justice.  
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Organisational culture  

This factor was explored in the survey with different items/questions that included 

work environment, code of silence, autonomy available to employees/police 

officers, their discretionary authority and chances of promotion. From the survey 

results it seemed that respondents’ perception of the organisational culture was 

rather positive. However, in the interviews the responses were mixed. For instance, 

many respondents indicated that they were very cautious in issuing tickets because 

most of them found lack of support from their organisation and their leadership. In 

a few interviews it appeared that senior officers were taking the violators’ side 

rather than that of officers from their own department148 or deciding the case on 

merit. Because of this biased attitude and lack of support from supervisors the 

morale of employees diminished As one interviewee disclosed, there was not a 

single case against traffic wardens of accepting bribes, the most common complaint 

from public/accuser was that officers misbehaved, “but now we have become 

sane/wise and now handle things differently…but the point is that lack of support 

from department gets your morale down…”Another interviewee declared, “bach 

bacha key nokri kar rahay hein yahan [while serving here we adopt ‘cover one’s 

ass attitude’ or self-protective attitude]…we are compelled by the organisation’s 

environment and now we listen to the phone call on violator’s mobile, because we 

do not want our officers to open enquiries against us, or dismiss us…” Listening to 

violators’ phones is against the standard operating procedures in MP and ITP as 

well as CTP, but to keep the violators away from CTP supervisors or to prevent 

them having the opportunity to approach the high command, the CTP officers try to 

settle the issue on spot. This not only lowers the morale of the CTP but also the 

violators become bolder in denouncing fines and will get it waived or reduced. 

Sometimes the violators are allowed to go without a ticket.  

 

Like ITP, Rawalpindi CTP also regarded the lack of discretionary authority as a 

reason for less corruption. However, a few interviewees contested that, despite 

acknowledging that traffic police have a limited job description compared to 

district police. For instance, one interviewee admitted that “Yes, there is difference 

like that of sky and earth. Here we can only do challans/tickets according to motor 

vehicle ordinance and motor vehicle rules. If you are fined then you have to go to 

the bank to pay it. But if someone is using abusive language or fighting with you 

then the issue has to be taken to the police station, and there it is at the will of the 

thana/police station officer whether to register your complaint or not…here we 

cannot arrest anyone in any criminal case…” However another interviewee felt 

                                                 
148  In many survey results (in suggestion part), it was indicated that their “officers (on 

deputation from mainstream police force) are corrupt, their standard is that in lunch they 

take burgers and soda bottle and damage the career of the sub-ordinates”…. “The violators 

are served with tea and are offered chairs to sit while traffic wardens are standing in 

violators’ boots/place”.  
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that discretion has limited impact on corruption control because, in his opinion, 

“you can do corruption of 100,000 rupees and you can do of 10 or 20 rupees, but 

both are corruption. Here [in CTP] chances are prevalent. From morning till 

evening officers issue tickets to around 10-20 vehicles. If they [traffic officer] try to 

remit them, then they can also earn around 3,000-4,000 rupees per day…” 

With respect to favouritism and peer group support, during the interviews it 

was learnt that there was less support among colleagues of the same rank, but 

higher ranking officers do favour lower ranking officers (subordinates). For 

instance, one interviewee mentioned that, “yes, grouping like giving favours to 

loved ones in the department prevails here.” Another interviewee affirmed that and 

justified that, “yes it is here as in every department, recommendations are 

granted…in Pakistan you cannot do even a legal job unless and until you have 

some approach the higher authorities...” 

All the interviewees agreed that there were few or no chances of promotion 

in the organisation, which indirectly affects their performance. The reason is that 

no promotion structures or criteria have been developed for this force. A high 

ranking officer said of the performance of CTP that it is not what it should be, and 

attributed this to this lack of proper structure of the force: in his opinion, “It is not 

improving, this is my personal thinking. But it should be improved and…should be 

improved to the extent which it can…”, he added that pay packages and lack of 

promotion were the reasons for relatively poor performances. Another interviewee 

explained briefly that, “the biggest problem we are facing now is our service 

structure, and service cadre. Almost five years on but there is no service structure 

of CTP. Nobody is certain about our future, how promotions will be made…we are 

not sure whether we will be merged with district traffic police or not…in our offer 

letter it is written that ‘your seniority will be fixed on your age’149….” 

To summarise, it was learnt that CTP officers had limited or no promotion 

chances, and limited autonomy in deciding about the cases on spot. The officers 

adopted a self-protective attitude in the organisation where they had no support 

from seniors. Grouping did exist and was found more between high ranks and 

subordinates and less among the officers of the same rank. On lack of discretionary 

authority, the responses were mixed, i.e., in some opinion there is no relation 

between this and corruption. 

Training quality  

The recruitment for CTP was made in 2006, but the training for selected candidates 

started after a year, in 2007 and took place in the Police College Sihala. In the 

history of Sihala College it was the first large cohort in the training institute. 

                                                 
149 This was also indicated in a newspaper report about CTP Lahore, the officers were 

expecting to get promotion by fixing their seniority by age. Since all CTPs have same 

structure it might also be adopted in other city traffic police. 

http://www.pakistantoday.com.pk/2011/05/21/city/lahore/city-traffic-police-to-get-first-

promotions/ retrieved on 25-12-2013 
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Around 3,300 candidates were trained at one time. The duration of training was 

shortened from one year, normally required for the same ranks in Pakistan, to six 

months. The reason stated was that since the government tenure was due to end one 

month after launching the force and it was considered desirable that the force must 

be in the field before this, and the provincial government could take the credit of 

the establishment of this new force. After the successful completion of training, the 

candidates graduated and were sent to their respective cities. For six months the 

candidates worked without rank in the field with district traffic police. They were 

not allowed to issue tickets, just regulate traffic. During those six months the 

selected candidates were given training with National Highway and Motorway 

Police (NHMP) for 22 days, one week training with Elite150 Force, arranged by the 

Pakistan Army. These courses usually take place in Lahore, but for CTP 

Rawalpindi, it was arranged in Rawalpindi city. 

There were some issues related to the training period were highlighted 

during the interviews. One interviewee explained that “as per police rules in 

Pakistan, when medical tests are passed then selected candidates become employee 

of the organisation, and candidate salary starts.” However since their training 

started one year after the final selection, he continued “in our case we were not 

paid at all. There were many appeals against that decision but the issue has not 

been resolved to date.” A second issue was that their salaries were less during 

training and TA/DA151 allowance was deducted at source, which was totally against 

the rules. One interviewee recalls: “We appealed against that decision and the 

higher authorities gave decision in our favour. The total amount the department 

owes to us is 35,000 rupees per Traffic Warden, but we haven’t received that yet.” 

 Most of the interviewees expressed satisfaction with the instructional team 

in Sihala Police College. In their opinion, the instructors were good and up to their 

mental and educational level. In other words, the instructional team was good but 

not outstanding, and complaints were made about the reduced training period. 

However major subjects were covered during those six months. A high ranking 

officers admitted in interview: “Yes, they had six months training, which is not 

sufficient, they should be given extra good training…but now they all have been 

posted here, and now we cannot afford to send them back for more training…” 

One interviewee explained, “I repeat it again, that was very disappointing, and 

that [training] should have been for one year. There was less about police rules 

and more about traffic rules, other subjects included PPC [Pakistan Penal Code], 

                                                 
150 Elite Police is the highly trained special force that assists district police in situations that 

need expertise with high-risk searches, raids and rescue operations. The officers in the Elite 

Police are trained to a high degree of skill in use of firearms, personal combat, and 

reconnaissance missions. They are trained at a modern facility, the Elite Training School on 

Baidian Road Lahore. The Additional Inspector-General of Police, Elite Police heads the 

force. http://punjabpolice.gov.pk/elitepolice retrieved on 23-12-2013 
151 Transportation allowance and disturbance allowance  
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CrCP [Criminal Procedure Code], Law of Evidence [Qanon-e-Shahadat]…Ethics 

and Islamic studies were taught during the training period” However, he added 

“In my opinion if government want to improve the integrity and attitude of 

policemen, then they [government] should introduce scholars’ lectures in the entire 

training institutes. I mean scholars, not Maulvis [clergymen], who have graduated 

from some university, because when you listen to them, that is quite understandable 

that these people have worked hard and have done research on religion.” 

A general perception that prevails about instructional teams in Pakistan is 

that they are penalised and were sent to training institutes as punishment. Some 

interviewees agreed with this view, and some did not. In some interviewees’ 

opinion, there are still such instructors in the training institutes but now that trend 

is diminishing and training institutes are becoming a desirable place to work. One 

interviewee explained, “The instructors have joined the institutes willingly, and I 

have personal experience observing them from very close up. They have joined 

either because they wanted to escape from corruption in their districts, or they 

wanted to give sometime to their families, because you get more time to spend with 

your family…and some instructors are fond of teaching, so they opted for these 

institutes.” 

 

To sum up, the majority of interviewees agreed that the training period 

should have been one year instead of six months. The officers did six months 

training on the job when they were also given the opportunity to learn and work 

with Motorway Police and had one week Elite force training. The interviewees 

expressed reasonable satisfaction with the instructional team, but described some 

financial problems attached to the training period. 

 

Leadership (operational and strategic)  

From interviews with different police officers in CTP Rawalpindi it was learnt that 

leadership was very strict and less cooperative in understanding and solving 

subordinates problems. Even in interviews it was alleged that officers/leadership 

violated human rights by treating them inhumanly. From observation it was clear 

that, unlike ITP, in CTP Rawalpindi there is a big gap between leadership and 

subordinates. From the survey results, the majority of the respondents indicated 

malfeasance and incompetence in their leadership. This can be seen from table 6.7 

where it can be seen that around 30-40 percent respondents did not agree with 

statement related to their leadership. 

Unlike, ITP where the all the officers in all ranks wear the same uniform, in 

CTP the officers with rank DSP and above wear district police uniform (black shirt 

and khaki trouser), whereas Inspectors and below have a greyish uniform. In some 

interviews and informal discussions it was described as discrimination and 

connected to improvement of integrity in CTP, whereas from survey data it was 

reported that higher officers feel insulted by the grey uniform. For instance, one 

interviewee, “In city traffic police the element of corruption has been removed to a 
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large extent. In order to improve it further it is imperative for traffic police to wear 

the same grey uniform. Secondly, if from Traffic Warden to DIG rank wears the 

same uniform then corruption will be controlled and eliminated and rule of law 

will improve.” Another respondent stated that “In reality they are our officers but 

they feel ashamed wearing our uniform. Do the Motorway Police not wear the 

same uniform? Do Islamabad Traffic police not wear the same uniform?”  When 

this was put to a high ranking officer, he explained that, “Yes, in Punjab it is like 

that and works from the very beginning. If we are instructed to wear another type 

of uniform we will wear that too. But I am from Punjab police and just on 

detachment here…It depends on IG [Inspector General, chief of police 

department], if he asks us then we will wear that too.” 

Many respondents from the survey indicated (in the suggestion section) a big 

gap between leadership and subordinates. This gap was not just because of rank but 

also due to education qualifications. The subordinates claimed that newly recruited 

CTP staffs were all graduates and the majority held a master’s degree, whereas the 

leadership on detachment from the Punjab Police had a maximum intermediate (12 

years) education. There were complaints that the leadership was not even aware of 

the problems of Traffic Wardens, and the most cited reason was this educational 

gap. 

An important finding about leadership was that officers easily succumbed to 

political pressure, and less frequently took a stand for their officers even when the 

matter/issue was quite legitimate. This political interference was mentioned by the 

majority of respondents in survey questionnaires. One interviewee emphasised the 

role of strong leadership: “You may have heard that if there are hundred jackals 

and their leader is one lion, then they all become lions, and if hundreds of lions are 

headed by one jackal, then all will become jackals…” However, he explained, 

without mentioning names, that, “Officers/leaders have different 

compulsions…they try their best to control the staff officers on one side and also 

not to disappoint the politicians on other side…sometime they succeed and 

sometime not…” Another interviewee said: “We do not want to see any 

involvement of politics in our department…when we stop a high class family 

member to implement the law equally, but if your Head/leadership is OK, then 

things are going fine…we had an officer (…) who supported us in every respect, in 

his tenure, but because of his strictness, he was not allowed [by the politicians] to 

serve for long…now we are lacking such support.” 

 

The majority of respondents from the survey and interviews expressed their 

dissatisfaction with their leadership. In their opinion, their leaders could easily 

succumb to political pressure. The most frequent complaint was that their 

leadership is less educationally qualified, and had less understanding of the 

problems of CTP and is less competent152. The leadership wanted to differentiate 

                                                 
152 My personal observation was also the same when I approached the DSP and SP in 

 



175 

 

 

 

themselves from CTP by wearing different colour uniform, and officers’ 

perceptions were that their officers feel it demeaning to don the greyish uniform. 

 

Resources and politics 

An important finding was noted about availability of limited resources in 

Rawalpindi City Traffic Police. The reason cited frequently was lack of interest 

from the present government. From interviews and survey data it was learnt that in 

Pakistan everything is about politics, even establishing institutions. If one 

government establishes something, the other will try to dismantle it, or reduce 

resources so that performance of the organisation diminishes, giving them an 

excuse to abolish it. It is generally perceived and can be observed that nothing is 

built on proper planning or for the benefit of public. Rather, politics is being played 

everywhere. The interviewees153 explained and gave credit to the previous 

government (though it was mentioned that they had little integrity, calling them 

smaller thieves than the existing one), for the establishment of Punjab Highway 

Police, Rescue1122 and Traffic Wardens. All the three newly established forces 

were provided with state of the art equipment and resources. However, now the 

existing government is cutting their budgets and making them less effective. It was 

disclosed that because of lack of a fuel budget, the patrolling staff are not patrolling 

but just standing at one duty point for eight hours. A high ranking officer also 

stated “If the objective is to make this force much better then, they must be 

provided with more resources…from the Punjab government we are not being 

assisted or funded, we are not getting fuel as per our requirements…besides that 

medical facilities are near to non-availability…” With respect to dismantling the 

organisation, one interviewee explained: “I myself heard on TV, when Chief 

Minister [existing] was saying that these wardens are my brothers and sons. I am 

thinking about these, because their hiring procedure had many flaws. But rumours 

are that the party members are advising the CM not to take any steps against these 

wardens, which will affect the party reputation in future, because we are around 

6,000-7,000 force in five districts. So it means that there are around 7,000 families 

behind them, so it is a vote bank too. Therefore, CM did not bring any abrupt 

changes… ” 

During the discussions (formal and informal) and from the survey results, it 

was made clear that CTP Rawalpindi was under a number of different pressures, 

                                                                                                                            
Rawalpindi. They both declined to give an interview or even to talk informally.  One police 

officer who was sitting with me outside their office told me that they are very incompetent. 

The SP was female, and the officers told me that her husband was a Federal government 

officer and he used his influence and promoted her to this position.  
153 One interviewee put the blame on the government, not even supporting the previous one, 

“I am not saying that that only those were good, rather, in fact, some are smaller thieves, 

some are in middle and some are bigger thieves. So among all the thieves the smaller 

thieves will become favourite (laugh).” 
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which has affected the performance of the organisation to great extent. With 

specific reference to CTP Rawalpindi, one interviewee mentioned that there were 

political, media, and transport pressure groups. The most important and damaging 

pressure group was political. From different interviews it was made it clear that 

promotion to higher rank, confirmation of different positions, resources allocation 

to the organisation and even salary increment are subject to political pressures. One 

interviewee continued “certainly we face political pressures, when you give a 

ticket to someone, then the possible repercussions are that either you get posted 

from that duty point or you are pressurised by your seniors. For instance, if there 

is any violation on a route, I mean if there overloading or over-charging of fares 

etc., and if you take action against those forces, if in that issue a political person 

gets involved, or if he is a member of National or Provincial assembly, then he will 

never talk to a Warden, he says that this is not his level, he will pressurise your 

bosses (high ranking officers), either he will directly pressurise him or will ask 

another senior officer to take care of the matter. Our officers are part of this 

society, they also have many compulsions, then he will ask you ‘dear, be careful’, if 

you are not obeying his request, then he gets you transferred from this position, 

and these are quite often…” 

This is an interesting finding from interviews, and can be generally observed 

and with which the majority of the people would agree, but with hardly any 

empirical research to support it. According to one respondent: “In Pakistan 

everyone is a victim and everyone is cruel.” In other words, those who have 

influence in their own sphere misuse it, and outside that sphere they are the victims 

other people misuse of power or influence. Moreover, in Pakistan, it is mostly the 

poor who are exploited and the rich/elites who have prerogatives (awam ka istehsal 

and khawas ka istehqaq). This is politics and this seem to be the rule in Pakistan.  

 

6.8. Perceptions on anti-corruption mechanisms 

This section describes briefly the interviewees’ perceptions of anti-corruption 

mechanisms154. This helps in understanding the opinions of those who are directly 

involved in these issues and which factors are important in their opinion. Some of 

these responses were directed toward CTP Rawalpindi in establishing a corruption-

free environment and some suggestions or opinions were general and applicable to 

other police departments. This section also helps to highlight the factors that 

frequently emerged during the discussion, factors that the survey respondents 

considered important for corruption control by CTP Rawalpindi. 

Different opinions were recorded in the discussions about factors that help 

CTP to put an end to corruption in their organisation, or hold corruption and 

malpractice at bay. When the question was raised during the interviews of the 

reason only traffic police was reformed and no attention was paid to other 

                                                 
154 This question was posed at the end of interview. 
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mainstream/district police in Rawalpindi the responses were mixed. Some officers 

had some idea while others were unaware. One interviewee explained: “Firstly, 

traffic is the face of police department, when it is not looking good or the face’s 

impression is not good, then the whole impression is not good. Secondly, it was the 

wish of the Chief Minister [at that time] who introduced this. His intention was that 

first, we will change the face of police department and then will introduce reforms 

in other districts’ police department. Those officers who are performing well, and 

are of high integrity will be transferred to the Punjab Police stations…” However, 

there was nothing in writing that could prove this statement, but the first point that 

traffic police is the face of police department, is moot, and this was mentioned in 

ITP and in informal discussion with other police officers. 

Survey respondents gave a comprehensive (wish) list of corruption control 

mechanisms and important factors that might help. Similarly, during interviews 

those factors also emerged.  

A factor mentioned was that when it comes to accountability in the police, 

then it is only for lower ranks and not across the board. One interviewee declared: 

“The foremost important factor is that there should be a check and balance system. 

It should be from below to the highest level. It should not be like that if a constable 

does something wrong, then he is punished and dismissed from service. But if a 

higher rank officer commits something, then there is no one to call him into 

question…” Other interviewees identified more or less similar factors. One 

described the police department and its corruption with an idiom of “follow sheep”, 

meaning it is the whole environment that needs to be changed. According to him, 

“An important reason for being involved in corruption is that it is sheep gait, 

means that people look at each other and then indulge in corruption. At the 

moment I would say that our institutions with the level of integrity the officers are 

supposed to work, they are not doing that. The reason is that here looking at each 

other, people start behaving alike. But if you provide good training, facilities, have 

good monitoring and vigilance systems, then certainly corruption can be 

minimised.” 

In discussions and various interviews there were hints that the most 

important factor in corruption control was the political influence on police 

departments in Pakistan. This was spotlighted as the root cause of corruption: in 

many interviewees’ opinion, the public looks at the police department and not at 

the force that is steering it. One interviewee stated: “The most powerful politician 

will be the most corrupt in Pakistan155. Their [politicians’] psychology, attitude 

and character are in the background of police departments, and the police 

department attitude, character and psychology is in the forefront. This attitude of 

                                                 
155 This was similarly described by Khwaja, A I, and Mian.A (2005) “Do lenders favor 

politically connected firms? Rent provision in an emerging financial market.” Quarterly 

Journal of Economics, 120(4): 1371-1411. 
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police is not personal; it belongs to politicians in Pakistan. The more a police 

officer is corrupt, the more he will be renowned, and will be a useful part for the 

government machinery…the politicians intentionally keep police weak in terms of 

resources. So that police remain obedient, and some [police officers] will 

succumbed to greed…” 

In Pakistan police officers have different cadres, because the officers join the 

police force at three different levels (as mentioned previously). There is always a 

tussle among different cadres for promotions and postings. Even within one cadre 

when an officer realises that he is not going to get promotion, then he might be 

more likely to indulge in corruption. One interviewee put it like this: “If a person 

knows that he is constable and is graduate, if he thinks that if passes the exams for 

promotion and will become ASI on time then he will never indulge in corruption. 

Corruption occurs when one knows that one will have no promotion and remain 

constable till retirement. Then he thinks why not do something as he is doing now 

[i.e., corruption].”  Therefore, his suggestion for corruption control was to fix 

recruitment at one level, for instance at that of ASI and conduct internal 

examination on a yearly basis, and all officers will have an equal chance to shine 

and get promotion. That ASI will one day occupy the position of Inspector General 

of Police in Pakistan. 

 

During the survey respondents were asked to select five important factors from a 

list of 12 which they perceive as important for curbing corruption and safeguarding 

integrity in their police department. In addition, they were also given an 

opportunity to add other factors not mentioned in the list. Their responses are given 

in the table (6.7) below. These responses are ordered from high frequency to low. 
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Table 6.7 Important factors for curbing corruption in CTP Rawalpindi 

perception (n=296) 
 

Important Factors Frequency 

Paying a good salary 278 

Strong supervision and no tolerance of corrupt acts 167 

Rewarding honest and efficient behaviour 138 

Proper (pre) job training on ethics 135 

Proper (pre) job professional training (on duties) 129 

Openness and no secrecy among colleagues 117 

Merit recruitment 116 

Mechanisation of police work 103 

Less duty hours 103 

Leadership: giving a good example 93 

Leadership: clear and strict on integrity 82 

Clear rules on the work to do 19 

  

Table 6.7 shows that almost every respondent (278/296) opted for a good salary as 

an important factor for curbing corruption and safeguarding integrity in their police 

department. The reason can be understood from the discussion on their insufficient 

salary. The CTP has a strong supervision and control mechanism (although not free 

of reservations), strong supervision and no tolerance of corrupt acts and these were 

chosen as second best factors by the majority of respondents (n=167). Since there 

is no reward system in the CTP Rawalpindi and there were some complaints about 

insufficient training, the third and fourth most popular options were rewarding 

‘honest and efficient behaviour’ (n=138); ‘proper (pre) job training in ethics 

(n=135); and ‘pre job professional trainings in duties’ (n=129).  

Merit recruitment, openness and no secrecy among colleagues were chosen 

as an option for corruption control and safeguarding integrity by almost the same 

number of respondents (n=116 and 117 respectively). Interestingly, around one 

third of respondents opted for less duty hours and mechanisation of police work 

(n=103): during interviews it was mentioned that by mechanisation of work 

(including software for conducting tests and issuing licenses etc.) much corruption 

has been controlled. Likewise, less duty hours were mentioned as a reason that 

many police officers from mainstream/district police opted for joining city traffic 

police. As was indicated during the interviews, fewer respondents opted for 

leadership influence on corruption, because they had less trust in their leader and 

expected less cooperation and support from them. Therefore a number of (n=92 

and 83) respondents considered that as an important factor for curbing corruption 

and preventing integrity violations. 
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6.9. Conclusion 

Based on these findings, this section sketches a general picture of the Rawalpindi 

City Traffic Police or Traffic Wardens’ perception of integrity 

violations/corruption and factors contributing to their control. It also addresses how 

CTP perceive integrity violations (or corruption), and which manifestations 

occurred more frequently and which were more acceptable in their work 

environment. The above analysis makes it possible to draw some preliminary 

conclusions about integrity violations (corruption) and influential factors that 

contribute to curbing corruption in RCTP. 

From the analysis of frequencies observed and moral acceptability 

judgments of nine types of integrity violations the following profile for CTP 

Rawalpindi can be given In CTP the occurrence and moral acceptability of 

integrity violations is relatively higher than in ITP. The survey results evinced that 

corruption (i.e., acceptance of bribes), and stealing and theft occurred least often in 

the organisation, having limited opportunities and because of the existence of a 

vigilance team. The most frequent type of violation was favouritism by managers 

in awarding rewards, postings, pardons etc. The complaints from the interviewees 

and some survey results showed that officers who were close to managers 

influenced such decisions. In addition, acceptance of gifts and discrimination based 

on status were also reported by a higher percentage of respondents as occurring 

sometimes or several times.  

With respect to moral acceptability judgment, corruption and stealing and 

theft were also reported as the least acceptable integrity violations. The reason for 

this was that among the public and in print media the image of CTP is a corruption 

free organisation, and the officers were instructed not to damage this image, despite 

the fact that there were many problems with the organisation. Favouritism was 

reported as the most frequently occurring violation; it was also reported as the most 

acceptable, possibly because lower ranking officers considered it as a prerogative 

of the managers. Moreover, the manifestation of ‘change the nature of violation to 

increase or decrease the amount of fine’ was found to be acceptable. The possible 

explanation for this is, as indicated in interviews, that most often the violator 

requested a reduction of the fine and officers were willingly to oblige. This is a sort 

of usage of discretionary authority, but officers also do it out of courtesy and social 

compulsions (cf. Loyens and Maesschalck, 2010). 

The Rawalpindi CTP officers’ perception of integrity violations afforded a 

very surprising finding; although CTP officers are comparatively highly educated, 

around 50 percent of respondents did not consider various manifestations as 

integrity violations. This is a precarious situation for this newly established 

organisation. The most surprising finding was about the acceptance of bribes, 

which was not considered as integrity violation by around half of the respondents. 

The possible reason could be that respondents did not understand the word integrity 

violation, as it is not a very common term in Pakistan. The words that are most 

commonly used are recommendation (sifarish), approach (jack), bribes (rishwat) or 
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corruption (bad unwani) that summarises everything. Most of the respondents 

perceived that when a money-related transaction is involved then it is corruption. If 

the managers or leadership sees stealing and theft as serious integrity problems, 

then the organisation requires great effort to be made because the survey results 

showed that 60 percent of respondents did not consider it as an integrity violation. 

Similarly, ‘discrimination based on status’, and ‘doing personal chores during duty 

hours’ were also not considered as integrity violations by the majority of 

respondents, i.e., by around 60 percent. There is less evidence to support the reason 

such behaviours are not considered as integrity violations, but there are many 

explanations why it occurs and is acceptable. That could be a reason for the 

frequency of occurrence and the greater acceptability as considering it bad lessens.  

Policy suggestions for the integrity problems can be categorised into four 

types (cf. Lasthuizen, 2008: 112; Lasthuizen, Huberts, and Kaptein, 2002). 

According to the respondents, the urgent integrity problems were discrimination 

and waiving fines (for family, friends and acquaintances, and changing the nature 

of violation). These integrity violations were considered less acceptable, but occur 

relatively often. Recurring integrity problems, those considered occurring 

relatively often and somewhat acceptable, were favouritism by managers (in 

awarding promotions, postings, pardon or ACRs) and accepting favours and gifts. 

Specific integrity problems comprised those problems that hardly ever occurred and 

were unacceptable. From respondents’ perception these were corruption (accepting 

bribes), sexual harassment and stealing and theft were those problems. Finally, 

non-integrity problems, considered as somewhat acceptable but scarcely occurring 

were using duty hours/privileges for private purposes, concealing information 

(from supervisory authorities, management or government and making false or 

misleading statements in police reports). 

From the analysis of survey results and the discussions in interviews on 

influential factors, it was evident that there were problems attached to almost every 

factor. From survey results a large number of respondents expressed their 

satisfaction with those factors, however the discussions in interviews told a 

different story. The difference between surveys result and interviews showed that 

when the confidence of the respondents on anonymity was gained156 then a more 

nuanced picture of the organisation surfaces. 

From the discussion on factors it was evident that every factor played some role in 

the organisation, but not without reservations. For instance, starting from the salary 

and reward system, only half of respondents from the Rawalpindi CTP in the 

survey indicated that they were satisfied with their salaries. However, during the 

                                                 
156 This anonymity was also assured during the survey, but possibly because of speaking to 

them in their own language, they had more confidence during the interviews than the 

survey. Their confidence in face to face discussions was evident from the fact that during 

the interviews many respondents shared information that were explicitly mentioned as ‘off 

the record’. 
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interviews it was clear that they felt that their salary did not meet the work they 

were doing. That might be the reason that almost every respondent opted for 

‘paying good salary and reward’ as an important factor for corruption control. With 

respect to the reward system in the organisation, it was indicated during the survey, 

as well as in interviews, that it was near to non-existent, and those involved had to 

follow numerous chaotic procedures. If the organisation wants to keep the 

employees motivated and committed to their work, then the salary and reward 

system should be improved, otherwise, as indicated by a high ranking officer, it 

will be inevitable that the officers will succumb to corrupt practices. 

With respect to satisfaction with recruitment and selection, the responses 

were mixed. It was agreed by many respondents and interviewees that political and 

bureaucratic affiliations played a role in selection processes, but no one claimed 

that bribes were involved. It was also found that selection for the post of Sub-

Inspectors was against the criteria used for recruitment in police.  This 

unauthorised recruitment for such positions blocks the career path for lower 

ranking officers and thereby usually results in discord between different cadres.  

This large number of recruitment to one rank also creates problems for the 

individuals/employees for promotion in their respective organisations. This was 

disclosed during the interviews; no specific criteria for promotion have been 

designed for the newly recruited traffic police officers, but it is also impossible for 

the management to promote employees in large numbers as the number of positions 

in higher ranks is always limited. 

Supervision and control was found to be very stringent: the CTP have 

developed a vigilance team under the supervision/command of the Additional 

Inspector General, the team being selected from CTP officers and not from 

district/mainstream police in Punjab province. The reason was that these officers 

were relatively young, more energetic, had less inclination to corruption and were 

more committed toward changing the system. The vigilance team controls 

misconduct of traffic police officers in the whole Punjab province. However, the 

process was so cumbersome, and most of the time the complainants go missing, so 

the accused officers receive less punishment for corruption and other misconduct. 

Therefore it can be inferred that supervision and control was strict, but lacking a 

proper accountability mechanism. In other words, it is less than effective. 

  The responses from the survey indicated that organisational culture was 

reasonable, but from the interviews responses were mixed. The officers had limited 

autonomy in issuing tickets and most of the time they were hesitant to do so to high 

class families or high ranking officers. It was learnt that supervisors were taking 

the side of violators rather supporting an officer’s action. Therefore the officers 

adopted a self-protective attitude. If it persists, then the morale of the employees 

will decrease -“we are treated like Pharaoh’s labourers”. With respect to 

favouritism and peer group support, there are groups, but less among colleagues of 

the same rank, more among different ranks (i.e., high rank and subordinates). 
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Promotion157 was not in sight, and the force was even lacking a proper service 

structure and can be termed as ‘stand-alone specialised units without a proper 

cadre’ (see Shigri, 2012: 26). 

  For Rawalpindi City Traffic Police training was provided in Sihala Police 

College. Because of political pressures the training period was reduced from one 

year to six months; however, almost all agreed that major subjects were covered 

during those six months. Other than that a few reservations were recorded about the 

time period that it should have been one year and that officers were paid a lower 

salary, which was against the police rules in Pakistan. Moreover, after selection the 

officers had to wait a year before training started, and during that time no salary 

was provided, which was also against the police rules.  

The leadership in Rawalpindi city traffic police was perceived as very strict 

and less cooperative and understanding in solving subordinates’ problems. Their 

behaviour was even seen in terms of human rights violations. There existed a big 

gap between lower ranking officers and high ranking officers. Their leadership was 

less qualified in terms of education, so many respondents and interviewees 

perceived them as incompetent. The leadership also distinguished themselves from 

City Traffic Police or Traffic Wardens by not wearing the same colour of uniform, 

and in many respondents opinion this was seen as the leadership regarding 

themselves as above the ranks. The leadership was also perceived as easily 

succumbing to political pressure, and not taking a stance even in legitimate matters. 

In many police organisations in Pakistan lack of resources emerged as a 

reason/justification for corruption, the government of Pakistan failing to fulfil the 

legitimate needs of the police. In Rawalpindi CTP this issue was also raised, and 

was seen as lack of political will and interest in the development of the 

organisation. The organisation was not getting fuel it needed and also the majority 

of the officers were lacking basic necessary equipment to properly fulfil their 

duties. 

Overall, the presented analysis of the Rawalpindi CTP offers a mixed and 

complex picture of the state of the art on the occurrence of corruption and other 

integrity violation and the factors that might explain that.  

Even though the general public seems to acknowledge its performance, also 

on ‘integrity’, CTP is clearly confronted with more integrity violations then the 

Islamabad traffic police force (as sketched in the previous chapter).  CTP police 

officers signal more violations in their force, and are more willing to accept that. 

What might explain those differences, will be a central topic for the concluding 

analysis in the last chapters, with a comparison of the police forces, including the 

Attock force that will be described and analysed in the next chapter.   

                                                 
157 This was also indicated in this report by Former Inspector General of Police, Sindh; 

Former Director General, National Police Bureau 

http://asiasociety.org/files/pdf/as_pakistan_police_reform.pdf  
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7. Case Study: Attock Traffic Police 
 
 

7.1. Introduction 

 

This chapter presents the findings of a case study on integrity violations and factors 

of influence in the context of Pakistan in the Attock Traffic Police. First the 

reasons for selecting this case study are given; then in section 7.3 there is a short 

profile of the city and the police organisation comprising of history, structure and 

mission and vision statements. In the next section demographic information from 

the survey is discussed. Section 7.5 sketches the observed frequency and moral 

acceptability judgment on integrity violations, followed by information on the 

consideration of different manifestations of integrity violations. Section 7.7 

elaborates on the information from the survey and interviews with regard to 

selected factors that influence integrity violations. Finally section 7.8 considers 

information from interviews and the survey on the perceptions of anti-corruption 

mechanisms in the organisation and also what the police officers perceived as 

important for curbing corruption in their organisation.  

This case study provides information on the extent to which police officers 

in Attock perceive integrity violations and the important factors in controlling 

them. This information is the result of two weeks of intensive fieldwork in Attock. 

The views and information of the police officers are based on questionnaire-survey, 

observation, interviews and discussions that took place informally or formally with 

police officers on duty. 

 

7.2. Case selection 

 

This case investigates police corruption and integrity violations in order to find 

what factors influence these in the context of Pakistan. Attock Traffic Police have 

been selected for this research project for comparison purposes. The case of ITP 

and CTP were selected because they are known for their corruption free reputation, 

although the case studies show that integrity problems nevertheless occur in both 

police forces. However in Attock Traffic Police no reforms have been introduced 

and they function on the old patterns. The selection for non-reformed traffic police 

was intentional to find the differences of opinion of corruption, integrity violations 

and control measures. In Punjab province there are 31 districts where old style 

traffic police are deployed. Attock is one of those districts/cities. The choice of 

Attock city was pragmatic: I used my family contacts to approach the Head of 

District Police, who was also operationally in charge of the Traffic Division, and 

secondly it was easy commuting to Attock from Islamabad city. 

Data was collected the same way as for the previous two cases. Once again I 

used a letter of authorisation from VU (see in the appendix), explaining the purpose 

of the study and guaranteeing respondents anonymity and confidentiality of 
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information. The District Police Officer (DPO) called the officer in charge of 

Traffic (Inspector cum DSP rank) and Mohrar (clerk) to his office and instructed 

them to cooperate in every possible way in this research project. It was learned that 

a total of 70 Traffic Police officers are deployed in the whole Attock district158, 

therefore 70 questionnaires translated into Urdu (national language) were handed 

over to the traffic officer in charge. Since these Traffic Police officers were not 

located at one duty point, so I visited them in person at every duty point in the 

whole district. Earlier each Traffic Police officer (of all ranks) received a call on 

their wirelesses devices from the officer in charge, requesting participation in the 

survey and emphasising the importance of the research. Meanwhile, six semi-

structured interviews were also conducted and one focus group discussion was 

held. In order to ascertain any differences of opinion in the various ranks care was 

taken that each rank in the force should be included in the interviews. However, the 

selection had to be pragmatic and was based on convenience and the willingness of 

the officers to discuss openly sensitive issues, and also the majority of the 

respondents were matriculate or intermediate graduate with limited knowledge of 

police operations and less understanding of the issues. Moreover, every Traffic 

Police officer was apprehensive of expressing their views openly, despite my own 

and their supervisor’s assurances. Some of the officers were willing to discuss 

issues informally but did not allow audio recordings.  

What Attock Traffic Police considered as corruption was explored, then how 

frequently integrity violations had occurred in their organisation during the 

previous year, and to what extent were they satisfied with selected factors in their 

organisation. Later they were asked to select the five most important/influential 

factors in curbing integrity violations/corruption in their police organisation. 

 

7.3. Attock City and Traffic police profile 

 

7.3.1. Attock city 

Attock district is in the north-west of Punjab Province in Pakistan. It was created in 

April 1904 during the British era. Attock is renowned for Attock Fort complex, 

which was built in 1581 by the Emperor Akbar the Great, the grandson of Babar, 

after recognising the strategic importance of the area. The old name of Attock was 

Campbellpur named after the British Sir Colin Campbell who founded the city. The 

total population of Attock district is estimated 1.58 million in 2008.159 The total 

area is 6,857 square kilometres, comprising of six tehsils - Attock, Fateh Jang, 

                                                 
158 There are six tehsils in Attock district. These 70 traffic officers are distributed in these 

six tehsils. For details see below section on Attock profile  
159 http://en.wikipedia.org/wiki/Attock_District#Population and 

http://www.pakinformation.com/attock/profile.html retrieved on 07-01-2014 
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Jand, Hassan Abdal, Hazro and Pindi Gheb. It has a literacy rate of 49.3 percent.160 

The majority (90%) of the population speak Punjabi and 10 % others languages, 

including Pashto and Urdu. 

 

Figure 7.1 Map of Attock District 

 

 
Source: http://wiki.fibis.org/index.php/File:Attock_district.jpg  

7.3.2. Attock Traffic Police: Brief history  

Traffic Police in Punjab has two main components, under the current command and 

control structure. Traffic Wardens with greyish-blue uniforms deal with traffic 

management in the five City districts i.e. Lahore, Rawalpindi, Faisalabad, Multan 

and Gujranwala and have been designated the Punjab Traffic Warden Service. 

Traffic Police Punjab with white shirt and blue trousers perform duties in the 

remaining 31 districts. In each of these 31 districts (including Attock District), a 

Superintendent of Police (SP) supervises traffic and is known as SP Traffic Region, 

whereas an ASP/DSP is posted in each district as officer in charge Traffic District, 

and is  answerable to his SP Traffic Region but is under the operational control of 

the District Police Officer (DPO) concerned. Deputy Inspector General (DIG) of 

Police Traffic Punjab looks after operational matters of Traffic Regions of Punjab 

under the command of Additional IGP Traffic stationed at Traffic Headquarter 

Lahore (see figure 2).  

                                                 
160 http://www.pakinformation.com/attock/profile.html  retrieved on 07-01-2014 
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7.3.3. Punjab/Attock Traffic Police mission and vision statements and core 

values 

 

Vision and mission statements highlight the main objectives and functions of the 

organisation and, along with core values, help a better understanding of the 

department. 

  

Vision Statement: The vision statement of the Punjab Traffic Police is to: 

 Educate  the general public at all times regarding traffic laws  

 Achieve unhindered flow of traffic with minimum deployment of manpower  

 Gradually to shift to the use of modern technology to regulate, control traffic and 

ensure effective enforcement of traffic laws161. 

 

Mission Statement: The mission statement declares that it is: 

  To ensure safety and provide help to road users in distress. It is our commitments 

to extend due respect to all road users, be fair and uphold ethical practices all the 

times.  

 To ensure smooth flow of traffic with minimum resources and economical use of 

manpower/ equipment.  

 To gradually shift to the use of modern technology to enforce traffic laws and 

regulate traffic.  

 

The core values of the Punjab traffic police consist of integrity, courage, 

loyalty, and fairness. 

 

Based on the above mission and vision statements the functions of the traffic 

police in Attock can be summarised as follows. To prevent and reduce road 

accidents, effective enforcement of traffic regulations, to inculcate a sense of 

discipline amongst road users, to ensure smooth and secure traffic movement for 

special occasions and VIPs, to render assistance to the public in various stressful 

situations, such as prompt first aid to accident victims, and ensure protection of the 

environment and take appropriate steps for the prevention of noise and air 

pollution.  

According to statements on the department website, road accidents, 

(non)fatal accidents, persons killed or injured have been greatly reduced in Punjab 

province162. Moreover, the amount accumulated from fines has increased over 

time.163 

                                                 
161 http://www.trafficpolice.punjab.gov.pk/overview retrieved on 07-01-2014 
162 http://www.trafficpolice.punjab.gov.pk/road_accidents retrieved on 07-01-2014 
163 http://www.trafficpolice.punjab.gov.pk/comparative_statement_issuance_tickets 
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7.3.4. Organisational structure of Punjab Traffic police (including Attock)  

 

The organisational chart shows that Punjab Traffic Police is headed operationally 

by Additional Inspector General of Police (Addl.IGP). There are nine regions164 in 

the Punjab province, and every region is supervised by a Superintendent of Police 

Traffic Region, who is responsible for supervising traffic in each region. An 

Assistant Superintendent of Police (ASP) or Deputy Superintendent of Police 

(DSP) is posted in each district in charge of the Traffic District, and who is 

administratively answerable to the Superintendent of Police (SP) Traffic Region 

but are under the operational control of the District Police Officer (DPO) 

concerned. The Deputy Inspector General (DIG) of Traffic Punjab looks after 

operational matters under the Additional IGP Traffic who is stationed at Traffic 

Headquarter in Lahore. Therefore, in Attock a Deputy Superintendent of Police165 

(DSP) is in charge of Traffic, and operationally answerable to DPO Attock, but 

administratively reporting to SP Traffic Region in Rawalpindi. The officer in 

charge of Traffic also supervises the Traffic Police in six tehsils in Attock 

 

Figure 7.2 Organogram of Attock traffic police 

 
Source: http://www.trafficpolice.punjab.gov.pk/organogram retrieved on 07-01-2014 

 

                                                                                                                            
retrieved on 08-01-2014 

164 Region or Division is the third tier of government in Pakistan, between the provinces 

and districts. The nine regions or division in Punjab are Bahawalpur, Dera Ghazi Khan, 

Faisalabad, Gujranwala, Lahore, Multan, Rawalpindi, Sargodha, and Sahiwal. 
165 The In charge Traffic was serving as Acting DSP, his real rank was Inspector, but was 

expecting promotion in near future.  
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The total strength and ranks of the Islamabad traffic police can be seen in the table 

below (7.1). There was no female police officer in Traffic department in Attock. 

 

Table 7.1 Total strength of Attock traffic police 

 
S.

# 

Ranks Strength % of total 

strength 

% of sample 

(n=30)  

1 Senior Superintendent of Police (SSP) 1 1 3.3 

4 Inspector 2 3 3.3 

5 Sub-Inspector (SIs) 9 13 16.7 

6 Assistant Sub-Inspector (ASIs) 7 9.8 13.3 

7 Head Constable (HCs) 5 7 6.7 

8 Constables 47 66.2 56.7 

 Total 71 100 100 

Source: Attock DPO office 

 

7.4. Characteristics of the respondents of Attock traffic police  

 
The perceptions of a total of 30 respondents in the Attock Traffic Police have been 

recorded. The majority of the respondents (56.7%) held the rank of Constable. The 

sample representation of HCs, ASIs and SIs is either equal or greater than that of 

the population size. The sample representation of HCs, ASIs and SIs were 56.7%, 

6.7% and 16.7% respectively. These HCs and Constables are the rank and file of 

the police force, and are more concerned with office and clerical work, and less 

involved in issuing tickets, but can assist the officers in traffic management. Most 

of these Constables and Head Constables can be seen watching traffic at 

intersections. Unlike ITP and Rawalpindi CTP, in Attock the rank of ASI was also 

authorised to issue tickets for traffic violations166. Of more senior officers there was 

only one respondent of the rank of SSP and two of the rank of Inspector. Since the 

female representation in Attock police as whole is negligible167, it is not surprising 

that there was no female police officer in the Traffic Department. Secondly, Attock 

district is more like a rural area, so from societal point of view traffic management 

is rarely recommended or required of female officers.  

Like many other district police in Pakistan, there is no direct recruitment 

procedure into the Traffic Department: officers join and leave the department on 

detachment basis, so almost all (96.7%) of the respondents had work experience of 

more than 15 years. The majority of respondents (86.7%) had lower educational 

                                                 
166 This was mentioned in this report http://www.dawn.com/news/14251/ticket-system-for-

traffic-violations-inaugurated retrieved on 08-01-2014 
167 Negligible in a sense that the total strength of Attock police is 2,450, include all ranks, 

but female representation is just 13 as Lady Constable and 1 as Head Constable. 
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qualifications, and only one respondent had a Bachelor’s degree. The minimum 

educational requirement for the rank of Constable is just High School (i.e., tenth 

grade), and a Bachelor degree is the minimum requirement of every commission-

based exam in Pakistan. Since it is very hard to find any other job in Pakistan with 

such low qualifications, once selected for the police, the officers remain in the 

department until their retirement at the age of 60. That might be the reason that the 

majority of respondents’ age ranged 35-44 (60%) and 45-54 (36.7%) years. 

Keeping in mind their work experience, the salary of the majority of the 

respondents (80%) was in the range of 16,000-30,000 rupees, and compared with 

ITP and Rawalpindi CTP much lower.  

 

7.5. Frequency and acceptability of integrity violations and corruption 

The respondents were – as in the other two case studies - asked the same questions 

on frequency and acceptability of integrity violations. This research utilized nine 

types of integrity violations and its different manifestations. The respondents were 

asked how often did they observe the selected manifestations in their department 

over the period of last twelve months, and to what extent did they find them 

acceptable in their department. The responses of the respondents can be seen in 

table 7.2.  

Example for integrity violation frequency: 

How often did you see an occurrence of such incidents in your department over 

the last year?  

1, never; 2, only once; 3, rarely (few times per year); 4, sometimes; 5, often (every 

week) 

 

Example for integrity violation moral judgment (i.e., acceptability): 

In my opinion, the occurrence of this kind of behaviour is  

1, never acceptable; 2, seldom acceptable; 3, sometimes acceptable; 4, mostly 

acceptable; 5, always acceptable 
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Table 7.2 Frequency and acceptability integrity violations and corruption 

 
Observed frequency and acceptability of integrity violations (n= 30) 

Observed Frequency 

(% of respondents) 
Type and Item Acceptability 

 (% of respondents) 

Never Once 

or 

occasi-

onally 

Some-

times or 

often  

  Never  Seldom 

or some-

times  

Most-

ly or 

alway

s  

      1. Corruption       

73.3 20 6.7 Accepting bribes 

from external parties 

93.3 3.3 3.3 

   2. Favouritism by 

Managers 

   

40.0 33.3 26.7 Favouritism by 

managers within 

department (for 

reward, promotion, 

posting, pardon, 

ACRs,) 

76.7 0 23.3 

   3. Stealing and theft    

90.0 6.7 3.3 Stealing from 

unprotected property  

96.7 3.3 0 

96.7 0 3.3 Stealing from victims 

of accidents  

100 0 0 

93.3 6.7 0 Stealing from 

accused 

93.3 3.3 3.3 

96.7 3.3  Theft of business 

equipment by 

employees 

93.3 3.3 3.3 

   4. Waiving fines    

96.7 0 3.3 Asking a colleague to 

waive a fine given to 

family member  

90 3.3 6.7 

96.7 0 3.3 Asking a colleague to 

waive a fine given to 

friends 

96.7 3.3 0 

96.7 0 3.3 Asking a colleague to 

waive a fine given to 

acquaintance 

93.3 6.7 0 

70.0 10.0 20.0 Change the nature of 

violation to increase 

or decrease the 

amount of fine 

90 3.3 3.3 

   5. Gifts    

66.7 20.0 13.3 Accepting favours in 

kind from private 

persons/victims/  

86.7 6.7 6.7 
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   6. Concealing 

information/abuse 

of information 

   

80.0 16.7 3.3 Concealing the 

corrupt practices of 

colleague from 

supervisor authorities 

90.0 10.0 0 

90.0 6.7 3.3 Concealing 

information for 

management or 

government 

90.0 3.3 6.7 

90.0 3.3 6.7 Making false or 

misleading 

statements in police 

reports 

96.7 0 3.3 

   7. Discrimination    

50 26.7 20 Discrimination based 

on gender 

83.3 3.3 13.3 

56.7 30 13.3 Discrimination based 

on status 

93.3 0 6.7 

96.7 3.3 0 Discrimination based 

on ethnicity 

96.7 3.3 0 

50 23.3 26.7 Discrimination based 

on departmental 

affiliation  

83.3 6.7 10 

   8. Sexual 

harassment 

   

100 0 0 Sexual harassment of 

male colleagues 

96.4 3.6 0 

100 0 0 Sexual harassment of 

female colleagues 

96.4 3.6 0 

60 30 10 Use of offensive 

language to road 

users 

93.3 3.3 3.3 

   9. Using duty 

hours/privileges for 

private purposes 

   

43.3 33.3 23.3 Doing personal 

chores/services 

during duty hours 

83.3 10 6.7 

46.7 30 23.3 Doing personal 

chores/services for 

officers during duty 

hours 

86.7 10 3.3 

63.3 23.3 13.3 Falsely reporting sick 90 6.7 3.3 

50 30 20 Private use of public 

perks and privileges 

90 6.7 0 
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As in the previous chapters, it is important to note that on both the left and right 

hand sides of table 7.2 the respondents’ percentage represents the share of 

respondents and not the exact number of integrity violations in the organisation. 

The table above shows that occurrence and acceptability of integrity violations 

varies with different manifestations. It is important to note the number of 

respondents is relatively low compared to the other cases (N=30). 

 

Corruption   

Around 73 percent of respondents indicated that bribery had never occurred in their 

organisation in the last 12 months, and to 93 percent of respondent it was never 

acceptable. However, around 20 percent and 7 percent (2 respondents) indicated 

that it occurred once or several times, and sometimes or often respectively. Only 3 

percent (1 respondent) said that it was seldom, sometimes or always acceptable to 

them. 

 

Favouritism by managers  

Less than half of respondents (40 percent) said that they had never observed 

favouritism by managers in awarding rewards, promotions, postings, pardon, 

annual confidential reports, and to around 77 percent it was never acceptable. 

However, around 33 percent and 27 percent of respondents reported that it was 

observed once or several times, and sometimes or often respectively. Around 23 

percent respondents reported that it was mostly or always acceptable to them. We 

can conclude that favouritism by managers is scoring relatively high. 

 

Stealing, theft  

Most respondents (over 90 percent) indicated that they had never observed any 

incidence of stealing or theft in their team or organisation during the last 12 

months, and over 93 percent of respondents found it never acceptable. However, 

partly due to the low N of respondents, it is extremely difficult to make a judgment 

about ‘more or less’ of these incidents/manifestations in Attock traffic police: 

around 7 percent indicated that ‘stealing from unprotected property’ and ‘stealing 

from accused’ was observed once or several times in their organisation, only 3 

percent (1 respondent) observed that it occurred sometimes or often.  

 

Waiving fines  

Waiving fines was also reported as never having been observed by the majority 

(over 96 percent) of respondents, and was never acceptable to over 90 percent of 

respondents. However, ‘change the nature of violation to increase or decrease the 

amount of fine’ 70 percent of respondents indicated as never happening; 10 percent 

indicated as only once or several times and 20 percent of respondents as sometimes 

or often occurring in their organisation. Similarly, on acceptability, around 7 

percent of respondents indicated ‘asking a colleague to waive a fine given to 

acquaintance’ was seldom or sometimes acceptable, and waiving fines given to 
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family member was mostly or always acceptable to around 7 percent. Remarkable 

is the fact that these percentages are well below the figures found for CTP. 

 

 Gifts  

This type of integrity violation as manifested in ‘accepting favours in kind from 

private persons/victims/accused/applicant’ was never acceptable to around 87 

percent and never observed by 67 percent of respondents. Around 20 percent and 

13 percent of respondents perceived that it occurred once or several time, and 

sometimes or often respectively. Again, in CTP the occurrence of accepting gifts 

scores much higher. 

 

Concealing information/abuse of information  

Over 80 percent of respondents reported that concealing corrupt practices of 

colleagues from supervisory authorities, management and making false or 

misleading statements in police reports had never occurred in their organisation 

over the last year, and was never acceptable to over 90 percent of respondents. 

Nevertheless, concealment of corrupt practices of colleagues was reported by 17 

percent of respondents as something that occurs either sometimes or often, and to 

10 percent of respondents was seldom or sometimes acceptable. Moreover, about 7 

percent considered ‘making false or misleading statement in police reports’ 

occurred several times or often and to 3 percent (1 respondent) reported this to be 

mostly or always acceptable. 

 

Discrimination 

This type of integrity violation met with mixed responses. With respect to 

discrimination based on gender and departmental affiliations, only half of the 

respondents indicated that it never occurred, and half of the respondents reported it 

occurring several times, sometimes or often, and to 83 percent these were never 

acceptable. The majority of respondents (around 97 percent) indicated 

discrimination based on ethnicity never occurred and was never acceptable to same 

percent of respondents. Discrimination based on status was reported by around 57 

percent of respondents as never occurring, but 43 percent mentioned that it 

occurred sometimes, several times or often. However, this was never acceptable to 

93 percent of respondent and was always acceptable to 7 percent of respondents. 

 

Sexual harassment  

The occurrence of sexual harassment in Attock Traffic Police was said by all (100 

percent) respondents never to have occurred, and was never acceptable to over 96 

percent of respondents. However, with respect to use of offensive language to road 

users, 60 percent of respondents mentioned that they had never observed it, and 

around 40 percent said it occurred several times, sometimes or often. This use of 

offensive language was sometimes or mostly acceptable to small percentage of 

respondents (i.e., 3.3 percent). 
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  Misuse of duty hours/privileges for private purposes  

This type of integrity violation was reported by a smaller percentage of respondents 

as never occurring (over 40 percent). Nevertheless, it was reported as rarely or 

never acceptable by the majority of respondents (i.e., 83 percent). With respect to 

‘doing personal chores during duty hours’ and ‘doing personal chores for officers 

during duty hours’ was reported by around 57 percent and 53 percent of 

respondents that occurred several times, sometimes or often. Of the respondents 63 

percent mentioned that falsely reporting sick had never occurred, but occurred 

several times or often in the opinion of around 37 percent of respondent. 

  

From these statistics it can be inferred that in general integrity violations 

occurred relatively infrequently in Attock Traffic Police, and that except for a few 

types and there was a higher degree of unacceptability of integrity violations. Their 

perception of their own organisation in terms of integrity violation incidents 

reveals that in traffic police in general have limited opportunities for such 

violations. From the table above it can be inferred that in their organisation 

integrity violations occurring least frequently are stealing and theft and sexual 

harassment; in addition, there is the fear in the officers’ minds that if exposed, the 

repercussions could be very harsh. Nevertheless, use of offensive language 

occurred relatively frequently. The Traffic Police officers explained during the 

interviews that they had to deal with different people in different ways, and 

sometime they are compelled to use offensive language with the public. The 

element of corruption has largely been controlled by strict supervision from 

vigilance teams, but still some respondents indicated that it occurred rarely or 

sometime in the organisation. The possible reason for this might be their lower 

salaries. The more frequent type of violations were discrimination, misuse of duty 

hours and privileges for private purposes and favouritism by managers. The 

element of discrimination was found more with respect to gender, status and 

departmental affiliations. The reason is quite obvious:  females are highly regarded 

in Pakistani society, so police also take more care in dealing with them. There was 

not a single instance in which a high class person was issued a ticket by Attock 

Traffic Police: they explained during the interviews that they were very cautious in 

dealing with high class persons. The departmental affiliations can also be found 

more in Traffic Police, perhaps due to the small size of the organisation compared 

to ITP and Rawalpindi CTP, and having very close interaction with each other. 

Compared to ITP and Rawalpindi CTP, the Traffic Police in Attock feel more like 

the mainstream police and are under the operational command of mainstream 

police officers. With respect to using duty hours for personal chores and other 

private use of public perks and privileges, it was indicated during the interviews 

that unlike ITP and Rawalpindi CTP but like other mainstream/district police, 

Attock Traffic Police were on call 24hrs, so it is obvious that they do perform 
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personal chores during these duty hours168, or when leave is not granted they might 

falsely report sick169. With respect to private use of public perks and privileges, one 

officer explained that police do that more often for security reasons.170 With respect 

to favouritism by managers within the department (for reward, promotion, posting, 

pardon ACRs), this type of violation was found relatively high. The probable 

reason, as mentioned earlier in case of ITP, is that Pakistan is characterised as a 

collective society; support and favour to/from family and friends are granted and 

accepted without any hesitation, and sometimes considered as an obligation.  

 With respect to acceptability of integrity violations in Attock traffic police, it 

can be seen that for every type of violation there was limited acceptance. In relative 

terms the more acceptable (24% of respondent) integrity violation was favouritism 

by managers, while all the others were acceptable to only 10-15 percent of 

respondent. The reason for the relatively high acceptance of favouritism by 

managers is that officers might consider it as prerogative of their leadership in 

deciding about cases and the fate of their subordinates. 

These explanations of observance or occurrences and moral acceptability 

judgments can be explained further with the help of information obtained by 

requesting the respondents to express their perceptions of these violations, whether 

they considered these as integrity violations or not. The same manifestations used 

for frequencies and acceptance were used to record their responses. The next 

section describes these perceptions.  

 

7.6. Perception of integrity violations and corruption 

The respondents were asked the following question:  to what extent do you 

agree/disagree with the following behaviours as integrity violations in your 

department? 1, Strongly disagree; 2, Disagree; 3, Neither agree nor disagree; 4, 

Agree; 5, Strongly agree. Also here it is important to be aware of the low N of 30 

respondents. 

 

 

 

 

 

                                                 
168 This is better explained later in interviews findings section below (section 7.7). 
169 During an interview with one police officer, he mentioned that he was feeling sick 

(feverish) but had to be on duty that day and no leave was granted to him. Therefore they 

might do such things because of the circumstances.  
170 This statement was made in the context of rising militancy in some parts of the country, 

where the militants not only threaten the police organizations but also attacked them. Police 

is considered as visible state authority in the country. This interviewee is recently martyred 

by militants while performing his duty. 
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Table 7.3 Perception about integrity violations 

Perceptions about Integrity violations (% of Respondents) n=30 

 Type and Item Agree or 

Strongly 

Agree 

Neither 

Agree nor 

Disagree 

Strongly 

disagree 

or 

Disagree 

1. Corruption 

Accepting bribes from external parties 73.3 0 26.7 

2. Favouritism by Managers  

Favouritism by managers within department 

(for reward, promotion, posting, pardon, 

ACRs,) 

16.7 3.3 80.0 

3. Stealing and Theft 

Stealing from unprotected property  50.0 6.7 43.3 

Stealing from victims of accidents  53.3 3.3 43.3 

Stealing from accused 56.7 3.3 40.0 

Theft of business equipment by employees 56.7 6.7 36.7 

4. Waiving Fines 

Asking a colleague to waive a fine given to 

family member  

33.3 6.7 60.0 

Asking a colleague to waive a fine given to 

friends 

33.3 3.3 63.3 

Asking a colleague to waive a fine given to 

acquaintance 

36.7 6.7 56.7 

Change the nature of violation to increase or 

decrease the amount of fine 

31.0 3.4 65.5 

5. Gifts 

Accepting favours in kind from private 

persons/victims/accused/applicants/ 

63.3 3.3 33.3 

6. Concealing information/abuse of information 

Concealing the corrupt practices of colleague 

from supervisory authorities 

36.7 

  

63.3 

Concealing information for management or 

government 

23.3 6.7 70.0 

Making false or misleading statements in 

police reports 

33.3 

  

66.7 

7. Discrimination 

Discrimination based on gender 16.7   83.3 

Discrimination based on status 30.0   70.0 

Discrimination based on ethnicity 26.7   73.3 

Discrimination based on departmental 

affiliation  

 

20.0 3.3 76.7 
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8. Sexual Harassment 

Sexual harassment of male colleagues 46.4 3.6 50.0 

Sexual harassment of female colleagues 46.4 3.6 50.0 

Use of offensive language to road users 16.7 3.3 80.0 

9. Using duty hours/privileges for private purposes 

Doing personal chores/services during duty 

hours 

26.7 6.7 66.7 

Doing personal chores/services for officers 

during duty hours 

26.7 

 

73.3 

Falsely reporting sick 20.0  80.0 

Private use of public perks and privileges 44.8 3.4 51.7 

 

Findings: Survey 

 

The table above (7.3) shows sets of percentages that represent the share of 

respondents’ agreement or disagreement on integrity violations. Based on the table 

above and answers of the respondents it is evident that respondents’ responses were 

mixed, some integrity violations meeting with more agreement than others. It is 

also hard to put a benchmark on the percentage of respondents in agreement or 

disagreement in relation to something being considered as an integrity violation, or 

what percentage of disagreement on a certain violation could harm the reputation 

or performance of the organisation. Moreover, it would not be an exaggeration to 

infer that relatively high leniency was found in their perceptions of integrity 

violations. It can also be inferred that the perception of Attock traffic police was 

not that very different from those of ITP and Rawalpindi CTP officers. 

Nevertheless, the respondents from Attock Traffic Police did not consider many 

behaviours acceptable, but at the same time did not consider them integrity 

violations. The reason that can be inferred from interviews was that corruption was 

considered as activities limited to offering and receiving of money, whereas all 

other violations were just misbehaviours in their view. However, in many 

interviews the officers made no distinction between misbehaviour, dishonesty, 

integrity violations and corruption. Sometimes the term corruption was used for all 

violations; nevertheless they were regarded as unacceptable in their organisation. 

The responses on different integrity violations are as follows:  

 

Corruption   

Accepting bribes is considered by the majority (around 73 percent) as an integrity 

violation and corruption. Keeping in mind the ‘social desirability element’, that 

might be a reason that non-occurrence of this type of violation is reported by same 

percent respondents, but was not acceptable to 93 percent of respondents. 

However, surprisingly 27 percent still disagree or disagree strongly with this as an 

integrity violation. The reason, as inferred from interviews, could be that 

respondents had limited understanding of the terms misbehaviour, integrity 
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violation, dishonesty and corruption. When asked whether accepting of bribe was 

an integrity violation, Attock Traffic Police might have misunderstood it as there is 

only one term for accepting bribes that is ‘corruption’. 

 

Favouritism by managers   

This manifestation concerns managers giving favours by granting rewards, 

promotion, posting, pardon, or annual confidential reports, and only 17 percent of 

respondents strongly agreed or agreed, and 80 percent of respondents disagreed or 

strongly disagreed that it was an integrity violation. When this is compared with 

occurrence/observance and acceptability, a relatively high (around 60) percent of 

respondents said it occurred in their organisation over the last year. Nevertheless, it 

was found unacceptable by the majority of respondents (i.e. 76 percent). The 

possible reason that it is not considered an integrity violation is their opinion that 

only those behaviours and activities were serious that involved some sort of money 

transactions. Since this favouritism did not involve any exchange/transaction, the 

interviewees as well as survey results regarded it as a less serious activity and 

possibly a prerogative of the managers and supervisors.  

 

Stealing and theft   

The table above indicates that around 50-56 percent of respondents believed that 

these are integrity violations, in contrast to around 36-43 percent who did not. 

When this type of violation was considered in terms of occurrences and 

acceptability, surprisingly, it was reported as never occurring in their organisation 

over the last year by 96 percent of respondents and the same percent of respondents 

found it unacceptable. It is possible that this type of violation was generally 

considered an integrity violation because it is against social and cultural norms and 

values in Pakistan. 

 

Waiving fines   

Like ITP and Rawalpindi CTP, in Attock Traffic Police, waiving fines imposed on 

family members, friends and acquaintances is generally not considered as an 

integrity violation. This was evident as around 60-66 percent of respondents 

indicated strong disagreement or disagreement with these manifestations as 

integrity violations. However, in the frequency and acceptability part over 96 

percent respondents indicated that it never occurred and was never acceptable to 

them. The reason for not considering it as an integrity violation can be understood 

from the fact that Pakistan has a collective society, and favours are granted to near 

and dear, but it is very surprising that it never occurred and was not acceptable to 

them. A reason for this might be that unlike Rawalpindi CTP, Attock Traffic Police 

were not locals, as mentioned in their interviews. They came from elsewhere, 

renting rooms in the city assigned for duty. 
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Gifts   

Accepting favours in kind from private persons, victims, accused or applicants was 

considered an integrity violation by around 63 percent, but around 33 percent of 

respondents disagreed. From the interviews it can be inferred that to some 

respondents gifts were akin to bribery. When this is compared with occurrence and 

acceptability, around 66 percent of respondents said it never occurred in their 

organisation, and to 86 percent it was never acceptable. Although Attock is 

considered to be an old school police force, in CTP the perception of gifts shows a 

less rose-tinted view. 

    

Concealing information/abuse of information   

Around 63-70 percent of respondents strongly disagreed or disagreed that this is an 

integrity violation, while only around 23-37 percent strongly agreed or agreed that 

it was an integrity violation and around 7 percent of respondents were not sure. 

Nevertheless, in the opinion of 90 percent of respondents it never occurred in their 

organisation and it was not acceptable to same percentage of respondents. 

 

Discrimination  

Discrimination on the bases of gender, status, ethnicity and departmental 

affiliations was seen as a violation by only 16-30 percent of respondents; 70-80 

percent expressing their disagreement. The least agreement was on ‘discrimination 

based on gender’: as a larger percentage of respondents did not consider it as an 

integrity violation, it also might have a higher frequency in the perception of the 

respondents. For instance half of the respondents indicated that it occurred in their 

organisation over the last year.  Like ITP and Rawalpindi CTP, Attock Traffic 

Police officers also admitted they showed some leniency to female road users.  

 

Sexual harassment  

In Attock Traffic Police around 47 percent of respondents believed that sexual 

harassment is an integrity violation, while 50 percent did not. Even more 

respondents (80 percent) indicated that the use of offensive language to road users 

is not an integrity violation. From the discussion on occurrence and acceptability 

with reference to male and female sexual harassment, it is evident that it never 

occurred in Attock Traffic Police, probably due to the absence of female police 

officer working there. It was indicated as well as explained during the interviews 

that in Attock the public are less educated and misbehaviour by the public is quite 

frequent so the use of offensive language to road users occurs in response.   

 

Using duty hours/privileges for private purposes   

Agreement or strong agreement as to whether doing personal chores for officers 

and for themselves during the duty hours is an integrity violation were reported by 

fewer (around 27) percent of respondents, in contrast to around 66-73 percent of 

respondents who strongly disagreed or disagreed. Around 80 percent strongly 
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disagreed or disagreed that falsely reporting sick was an integrity violation. 

Moreover, around 45 percent of respondents considered the private use of public 

perks and privileges as an integrity violation. When compared to occurrence it is 

evident that they did not consider it as integrity violation, and therefore it might 

occur more frequently in their organisation. The possible reasons for this type of 

violation, as mentioned earlier, could be that Attock Traffic Police are on call 24 

hours, so for them it becomes unavoidable to do personal chores or officers’ chores 

during duty hours. 

 

Findings: Interviews 

  

The above findings are based on the responses collected through the survey of 

Attock Traffic Police officers. In addition, information was gathered through 

formal and informal discussions and interviews with police officers.  The focus 

was on obtaining the opinions of the police officers on the perception of integrity 

violations/corruption, and how they would define it, or would outline corruption so 

as to understand their perception of corruption and whether the officers were really 

lenient in regard to corruption and integrity violations. This section concerns 

information gathered mostly from interviews with police officers and comprises of 

definitions or interpretations of different integrity violations and corruption types.  

The case study of Attock is very different from the previous two case studies 

for a number of reasons. First, the respondents were not highly qualified; the 

majority of the interviewees had only matriculation (10 years of schooling) or 

Intermediate (12 years of schooling). Second, they had limited understanding of 

their organisation, and in response to various questions they simply said they were 

not in a position to answer, declaring that only higher authorities could do so. 

Third, either they were very reserved in responding to interview questions, despite 

the fact that one question was asked in three different ways for better 

comprehension171, or lack of knowledge made them a bit hesitant. Despite, these 

problems and limitations, there were many good points raised during the interviews 

and informal discussions with reference to corruption and anti-corruption in 

Pakistan. 

With respect to definitions of corruption, the case study of Attock confirmed 

what was found in the previous cases - that only money related things or exchange 

of tangible things was corruption. In most of the interviewees’ opinion, other than 

money related things were dishonesty172. Since gifts are also tangible, to some 

                                                 
171 For instance when asked about the definition of corruption, the interviewees had no 

specific definition or understanding. They started explaining that corruption is very bad, 

and we do not do any corruption here. Another interviewee started explaining that it is 

illegal and a very bad thing, and after doing corruption, our salary will not be legitimate. 

Later another interviewee stated that it is due to lower salaries and inflation…  
172 For instance, one interviewee described that “to misuse one’s authority, for the sake of 
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interviewees exchange or acceptance of gifts was also corruption. This was 

explained by one interviewee: “It is very unfortunate that in Pakistan we say that 

when we pay some gratification, here gratification means money, then we mean it 

as corruption”. However, he elaborated his definition:“ Anything that you illegally 

obtain from someone, just by virtue of your posting or position…I think as per 

books and as per criteria, it is not only related to the cash, but also in shapes or 

related articles…I think all these things come under the definition of corruption, 

when you are intellectually doing something wrong, given that you are using your 

authority not in the prescribed manner, I think this is also corruption…legally it is 

like that but you know in Pakistan, it is something in cash…”  Another interviewee 

considered acceptance of gifts as corruption: he stated that, “In my opinion 

accepting of gifts is corruption, or to do some work for someone in exchange for a 

gift…” There were some interviewees who could not define it but described it with 

a situation. For instance, one interviewee said, “suppose if a car is on road, and 

did some violation, we have stopped him, we are giving him ticket, the car owner 

tries not to get a ticket, and tries to give corruption (bribe) and acquit himself, then 

he gives money to police for not issuing a ticket, this is corruption.”  

 

To sum up, all the above definitions confirm that only money related matters 

are corruption and the rest are just dishonesty, which is not as serious an activity in 

the perception of Attock traffic police. 

 

7.6.1. Difference between corruption and police corruption 

All ranks of officers found no difference between corruption and police corruption. 

For them it was all the same. The reason for such perception, as inferred from 

interviews, was that all most all considered exchange or illegal transaction of 

money (cash) as corruption whether it happens in the police or elsewhere. One 

interviewee declared: “No, there is no difference, it is the same. It is everywhere in 

all departments, and I think the perception is also the same. If you take something 

in cash, then everybody will say, he is corrupt and this is corruption…” Another 

interviewee stated that, “There is no difference but police are more stigmatised, 

and corruption in other departments get covered or hidden from the public eye. 

Our work is open to everyone, if we are giving ticket to someone, then public think 

that we are doing this for the sake of money…” Likewise, one interviewee made no 

differentiation: “corruption is the same, if a police is doing or any other person in 

other department is doing, corruption is corruption…other departments are more 

                                                                                                                            
getting some money is corruption…and misuse of public perks and privileges are 

dishonesty…” Another interviewee said on perks and privileges: “I am not considering it 

as corruption.” 
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corrupt than us, but corruption of one rupee or hundred thousand, it is the 

same…” 

As mentioned earlier in the case of ITP, the Attock Traffic police 

nevertheless, considered the role of the police as more crucial and as an arbitrator 

between two aggrieved parties. This was explained during the interviews, with 

reference to the stigma of corruption that is attached more to the police department 

than any other department in Pakistan. One interviewee explained this: “50 percent 

of your clients will be against you, all the time, because two parties come to you at 

a time, in which one is culprit/accused and one is complainant. Now you [police] 

have to decide against one party, that this party is right and this is wrong. The 

decision that goes against one, will lead to a complaint that this was not justice. If 

you look at health, education, banks or social sector you have one client. 

Therefore, there are rare chances that someone will go back/leave with 

disappointment, but here 50 percent are automatically against you…” That is the 

reason that public have more complaints and grudges against the police than other 

departments.  

During the interviews it was also learnt that the stigma of corruption is 

attached to the police because they have wide discretionary powers: there are many 

causes of police corruption and many remedies can be suggested. However, 

although some of the causes are not under the control of police department, 

discretionary authority is. The police are perceived as very rude, the reason being 

that they have great discretionary powers. One interviewee explained that “as a 

nation we are corrupt, whether it is constable or IG [Inspector General] or 

president of Pakistan, our psyche is made like that…so when we get some authority 

we would like to misuse it….” The point here is that it is the discretionary authority 

that makes people corrupt, and police is no exception in Pakistani society. 

Another general perception that is prevalent in Pakistan, as previously 

mentioned, is also prevailing in among Attock traffic police that unless and until 

one has paid, one’s work will not be completed. It has become a norm that only 

when ones pays a bribe, will the task be accomplished satisfactorily. One 

interviewee explained that in Pakistan, “everyone is looking at the negative aspects 

of things and not the positive aspects, and we as a nation have got used to 

complaints…In my police career there are many incidents that we have done work 

for people without taking money, but people were not satisfied, and even after 

completion of his job, I received complaints raised against me [That the work was 

not properly done]”. 

During the interviews many different and interesting issues were raised with 

respect to corruption, anti-corruption and flaws in the existing laws that mean that 

corruption is not decreasing. For instance, in Pakistan there are corruption cases 

against those who accepted money, and not a single case has been registered 

against those who offers money/bribes. Islamic law also says that “al rashi wal 

murtashi kilahuma finnar” (‘the giver and taker of bribes are both to go to the fire 

of hell’). If a person pays a bribe, no one questions him, only the receiver of the 

bribe. In fact both are equally responsible for the guilt. 
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In most countries in the world if one registers a complaint or case against 

somebody, and if the judgement goes against one, then that one is liable for costs. 

In Pakistan there are no such measures. Section 182 of the law could be considered 

applicable, but it is non-cognisable173 crime and out of police jurisdiction without 

the permission of a magistrate: the maximum penalty is two months. However, 

there is not a single case in which anybody has been tried or punished under this 

section of the law. 

Summing up the difference between corruption and police corruption, many 

interviewees believed that it is the same, because to them only taking money or a 

gratuity is corruption. Therefore, if accepting money occurs in the police or in any 

other department, it is the same. However, it was mentioned that more stigma is 

attached to the police because their role is to decide a case between parties, and so 

half of the people they deal with will be dissatisfied and will brand them corrupt. 

Nevertheless, the element of greed does exist in the police too, as part of Pakistani 

society, and they have wide discretionary powers. 

 

7.7. Influential factors for curbing integrity violations and corruption 

This section aims to collate the information gathered from respondents of their 

perception about different influential factors. It focuses on the perception of the 30 

Attock Traffic Police officers of these factors and the extent of satisfaction with 

them in their department/organisation. This section first gives their perception from 

the survey and later the information from interviews is added for better 

comprehension.   

 

Table 7.4 Important factors for controlling integrity violations 

 

Factors Strongly 

agree or 

Agree 

Neutral Disagree or 

Strongly 

disagree 

Salary and Reward       

Salary was one of the things that attracted me 

to this organisation 

16.7 10.0 73.3 

My salary is sufficient for my own and family 

needs 

23.3  76.7 

My salary is commensurate with the work 

which I am doing 

20.0  80.0 

My salary is in commensurate with the 

discretionary authority I have 

26.7  73.3 

I am satisfied with current pay structure in my 

organisation 

23.3  76.7 

                                                 
173 Not being within the jurisdiction of a court. 
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Lower salary increases temptations toward 

deviant behaviour (corruption) 

70.0  30.0 

I get more salary than any other public sector 

employee having similar qualification 

26.7  73.3 

There are constant rewards for an 

acts/displaying of honesty in our organisation 

16.7  83.3 

I receive sufficient appreciation for my efforts 13.3  86.7 

Recruitment and Selection    

In my organisation recruitments are done on 

merit 

53.3 23.3 23.3 

In my organisation selections are based on 

honesty and integrity of individuals 

63.3 13.3 23.3 

High officers’ personal preferences play no 

role in recruitment in this organisation 

76.7 10.0 13.3 

Political affiliations play no role in recruitment 

in this organisation 

53.3 10.0 36.7 

Supervision and Control    

There is strict supervision of patrolling 

officers 

83.3  16.7 

In my department there exist strict rules on 

integrity violations 

96.7  3.3 

In my department rules are implemented fairly 83.3  16.7 

Once reported corrupt behaviour is never 

tolerated in my organisation 

76.7  23.3 

Disciplinary actions are often taken against 

corrupt officers 

80.0 3.3 16.7 

Organisational Culture    

Each person in this organisation decides for 

himself/herself what is right and wrong 

60.0  40.0 

In our organisation employees are willing to 

violate the law to achieve their performance 

targets 

26.7  73.3 

If one of our colleague violates some rule 

violations/displays unacceptable behaviour, 

colleagues try to cover up his errors. 

10.0 10.0 80.0 

In our organisation it is expected  that we will 

always do what is right for the customers and 

the public 

76.7  23.3 

The lack of discretionary powers reduced the 

opportunities for corruption in our 

organisation 

66.7 6.7 26.7 

In our organisation we have good chances of 

promotion 

73.3 13.3 13.3 

Training quality    

Good training is provided in good training 

institutes 

83.3 3.3 13.3 
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Ethics and integrity lessons were provided 

during training 

93.3  6.7 

I am satisfied with the skills taught during the 

training 

93.3  6.7 

I am satisfied with the instructional team 

(trainers) of this organisation 

93.3  6.7 

Leadership (Operational and Strategic)    

My direct supervisor sets a good example in 

terms of ethical behaviour 

96.7  3.3 

My direct supervisor keep his promises 90.0  10.0 

My direct supervisor can be trusted 96.7  3.3 

My department head takes reports of 

undesirable conduct seriously 

96.7  3.3 

My department head would never tolerate 

unethical or illegal conduct in our organisation 

96.7  3.3 

My department head takes disciplinary action 

against those who violate ethical standards, or 

undesirable conduct 

96.7  3.3 

 

Findings on factors 

 

Salary and Reward  

This factor consisted of several items. Around 20 percent of respondents in Attock 

were satisfied with their salary, as against around 75 percent who indicated that 

their salaries were not sufficient for their own and family needs, nor commensurate 

with their discretionary authority.  In response to the items on reward system, more 

than 80 percent of respondents did not agree that ‘there are constant rewards for 

acts/displaying of honesty in our organisation’ and that they receive sufficient 

appreciation for their efforts. 

 

Recruitment and Selection  

The majority of respondents agreed that recruitment was made on merit. For 

instance, around 53-76 percent said that recruitment was made on merit or honesty 

and integrity were the bases of selection in recruitment process in their police 

force, while only 13-23 percent disagreed. Of the respondents 53 percent agreed 

that political affiliations played no role in the recruitment and selection process, 

and 10 percent were undecided.  

 

Supervision and control  

According to 77-96 percent respondents there were good supervision and control 

mechanisms in their organisation. For instance, 97 percent of respondents agreed 

that there were strict rules on integrity violation, and 83 percent indicated that there 

is strict supervision of officers and rules are implemented fairly. Around 80 percent 
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of respondents mentioned that disciplinary actions are often taken against corrupt 

officers in their organisation. 

  

Organisational culture  

The organisation culture was regarded with some degree of satisfaction. About 60 

percent of the respondents agreed that they had autonomy in the organisation. 

Around 73 percent and 80 percent of respondents disagreed that ‘employees are 

willing to violate the law to achieve their performance targets’, and that ‘colleagues 

try to cover up the mistakes/rules violations/unacceptable behaviour of other 

colleagues’, respectively. In response to the statement that lack of discretionary 

powers reduced the opportunities for corruption, around 67 percent of respondents 

agreed, and around 73 percent indicated that they had good chances of promotion 

in their organisation. 

 

Training quality  

Great satisfaction with training was reported. About 83-93 percent of respondents 

indicated satisfaction with different factors related to training quality. For instance, 

83 percent agreed that good training was provided, and 93.3 percent expressed 

satisfaction with skills taught, with the instructional team and with ethics and 

integrity lessons during the training.  

  

Leadership (operational and strategic)  

This factor was reported with an overall 90-97 percent satisfaction or agreement 

from the respondents. About 97 percent of respondents indicated agreement with 

an item on ‘my direct supervisor can be trusted’; ‘my department head reports of 

undesirable conduct seriously’; and ‘my department head take disciplinary action 

against those who violate ethical standards or undesirable conduct’. In response to 

an item ‘my direct supervisor can be trusted’ around 90 percent of respondents 

agreed with the statement. 

  

Interview analysis 

 

The above statistics (table 7.4) demonstrate that the majority of the respondents 

were satisfied with the factors, except with their salaries and reward system. 

However, some of the responses from interviews told a slightly different story. The 

section below gives the responses of interviewees to different factors. 

 

Salary and reward  

With respect to salary and reward system in Attock Traffic police, the statistics 

above showed that around three quarters of respondents were not satisfied with 

their existing salary structure and reward system. However, in interviews they 

expressed more satisfaction, but also highlighted their problems that were attached 

with their meagre salaries. One interviewee said, “When we look around in 

Pakistan and other departments, the salary of police is quite a lot, I would say it is 
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sufficient, if not more. At a lower level the salary of a Constable is as much as a 

doctor of any 17th grade officer gets, i.e., 18,000174 rupees.” Almost all 

interviewees expressed their satisfaction, and they explained that they just had 

Matriculation (10 years of schooling) or Intermediate (12 years of schooling); and 

nowadays Bachelor and Master degree holders are unemployed, so they were very 

thankful when they looked at jobless people. However, they added, immediately 

that they have that (…) much salary, and have to pay electricity and gas bills, and 

have to pay children’s school fees etc., then the salary becomes insufficient. A few 

interviewees also mentioned that their salary was too low for the duties they 

performed and thought that it should be in line with ITP and Motorway police. 

In a focus group discussion, in which the majority of participants had more 

than 20 years’ work experience, it was revealed that in 1980s Muhammad Khan 

Junijo (then Prime Minister of Pakistan) discussed the problems of police in 

Pakistan. It was decided by the PM in meeting with police officers that every 

Constable would get a salary equivalent to 10-12 grams of gold. This amount 

would be sufficient to manage his household expenses, and would not compel the 

police to indulge in any corrupt activities. However, up to now that system has not 

been implemented, and the average salary in Attock was 28,000 rupees (200 

Euros), after 32 years of experience. If the mentioned criterion had been adopted 

then their salaries would have been at least 46,000-50,000 rupees (based on current 

gold prices). With respect to the reward system, it was unanimously agreed that no 

such system was to be found in their organisation. 

To sum up on salary and reward in Attock Traffic Police, it is evident that 

their salaries were less than ITP and Rawalpindi CTP. That is the reason that they 

expressed dissatisfaction or disagreement in the survey. However, during the 

interviews they were a bit careful in responding to the questions with satisfaction. 

Nevertheless, they were very realistic in comparing their educational qualification 

with their existing salaries. The reason being that at the moment for many highly-

qualified people there are no jobs in Pakistan. 

 

Recruitment and selection  

In Attock Traffic Police, like ITP, the recruitment and selection was not 

specifically for traffic police, but a general recruitment in district police and then 

selected candidates were distributed among different divisions and departments.  

The majority of the interviewees agreed that the most recent recruitment and 

selection in the Punjab police was made purely on merit. This was also indicated in 

the survey results. All interviewees agreed that earlier the element of corruption 

was involved in recruitment, but now those practices have stopped. However, they 

admitted that some recommendations and favours were granted. It is not very 

                                                 
174 Personally I question this figure, the average salary of a 17th grade doctor ranges from 

50,000-70,000 rupees, depending on the years of experience she/he has.  



210 

 
surprising, and like ITP and Rawalpindi, they considered recommendations and 

favours lesser infringements than accepting money. One interviewee described the 

process:“In this new government, the recruitment is 100 percent on merit based. 

Before that there used to be MNAs, MPAs, Senators and Nazims’ quotas in 

recruitment; but now that is finished. Before this government, all the recruitments 

[for lower ranks] were made locally at district level. However, now all question 

papers and answer sheets and then final interviews are conducted by one DIG 

[Deputy Inspector General] who is not local. In many cases very few people know 

him…that is why we also face no pressure as we cannot favour anybody, and 

instead ask the people to go and ask for his [DIG] favour…so I would say that for 

the last three years it is 100 percent merit…” With specific reference to political 

affiliations in recruitment, one interviewee revealed that, “Political affiliations do 

play a role, but money is not involved in police recruitment…”  

To summarise, it shows that recent recruitment was primarily on merit, 

though political affiliations played a role, but no money was involved. As 

mentioned in earlier case studies, recommendations and favours are used very 

frequently in recruitment in almost every department but the acceptability of the 

practice has become so general that very few consider it against moral, ethical or 

organisational policies or rules.   

 

Supervision and Control  

In Attock Traffic Police, there is strict supervision, as was evident from survey 

results. Unlike other case studies, there were no complaints from officers that 

decisions were not based on justice. It was revealed during the interviews that an 

Internal Accountability Division (IAD)175 has been established in Punjab police 

under Article 8 (2) (e) of the Police Order (2002) for complete accountability of the 

police force on a permanent basis. By the provision of this standing order of the 

Inspector General (IG) Punjab, a local team is set up in a district, headed by 

Assistant Superintendent of Police (ASP), assisted by three subordinates who are 

well known for their integrity and honesty. They investigate all cases when any 

complaint is received. Under this provision the District Police Officer is authorized 

to review the gravity of matter and can suspend or dismiss the police officers, and 

can also institute criminal charges against them. In one interview, an officer 

described that it as: “if any such case arises, the law says to charge-sheet176 him 

first and then conduct inquiry, after all these processes, the final notices to show 

cause are issued and then he can be penalised.” 

Specifically, Traffic Police are also supervised and controlled by vigilance 

team under the command of Additional Inspector General (AIG). As mentioned 

                                                 
175 For details see this report http://ppolice.pitb.gov.pk/23052012-pr retrieved on 12-01-

2014 
176  This means to provide the accused police officer in written the list of charges against 

him. 
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earlier, the team is mostly composed of Traffic Wardens from five districts. 

However, it was very surprising that nobody (from Constable to Inspector-cum-

Deputy Superintendent of Police) had any idea about the vigilance team, how it is 

formed and who are selected, but it is still a deterrent. It was mentioned during the 

interviews that because of vigilance teams the corruption in the Traffic Department 

has been reduced by 90 percent. When a high ranking officer was asked how 

corruption cases or complaints reach him, the answer was through media, upper 

subordinates, complainants from those from whom the money was received and 

vigilance teams177. However, no indication of corruption cases of higher ranking 

officers was discussed. All the cases involved officers of lower rank and only from 

district/station police, and there was no case against Traffic Police officers in 

Attock. The reason was only those cases were discussed which were under his 

supervision and authority, and all those cases involved acceptance of bribes 

(money/cash) from the public. 

 

Organisational culture  

From the survey results it can be inferred that this factor was viewed with relative 

satisfaction in Attock Traffic Police. This factor was explored in the survey with 

various items/questions that included work environment, code of silence, autonomy 

available to employees/police officers, discretionary authority and chances of 

promotion. However, information from interviews exhibited some differences.  

With respect to work environment, it was revealed that their job was very 

stressful. Unlike ITP and Rawalpindi CTP, Attock Traffic police were on call 24 

hours. The reason for the high level of stress was the lack of human resources. In 

every tehsil three to four Traffic Police officers controlled all city traffic. One 

interviewee described his own experience and compared it with Traffic Wardens in 

Rawalpindi as, “I do not consider the Traffic Warden system a success. They are 

young and on every duty point four of five officers doing the same job. We were 

eighty officers in Rawalpindi and were controlling the traffic…now how would you 

compare these 600 plus with us [80 traffic officers]…” The lack of human 

resources has resulted in fewer holidays for the officers178 and no proper time 

schedule for them. The officers were instructed that if any accident occurs they 

have to report for duty at the first call. 

                                                 
177 After saying this, he immediately asked me to open and read the files in front of him, 

and he also asked his subordinate to share corruption cases with me. When I went through 

them, there were only cases of receiving money. He also mentioned that he receives such 

cases on daily basis. Therefore it also implies that only accepting money is regarded as 

corruption/integrity violation, and no other disciplinary actions are/were taken for other 

violations in Attock district.  
178 It was observed during the interview with one officer, that he was very sick, but had to 

report for duty. 
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Many interviewees believed that no such thing as a code of silence existed in 

their organisation. They believed that it is colleagues who inform higher authority 

about corrupt practices of other police officers.  This lack of support was described 

in two interviews. One opined that: “Police is the only department in the world 

that nobody outside the police department can catch/arrest another police officer, 

and nobody knows about the secrets of police outside the department, but it is the 

police officers who are doing whistle blowing to each other. It is the only 

department all over the world, that the case against police officer will be registered 

by another police officer; and within few minutes the police officers views his 

colleagues differently…”  

It was learned from Attock Traffic Police officers, that they had that very 

limited autonomy and discretionary authority. When looking at collection of fines, 

it was revealed that the fines issued to motor car179 owners was less (instead of very 

much) than those issued to rickshaws, motorcycles, trucks, public buses and 

wagons etc. (transport of the weak (poor) segment of society). It was also 

mentioned during the interviews that they did not give tickets to MNAs or high 

ranking officers, because that might create problems for them. Some of the 

interviewees were very happy with this new fine system in which the discretion of 

Traffic Police was further reduced. They opined that this fine system is better than 

the previous one in which cases were sent to court; this system has brought relief 

from such involved procedures. 

The survey results showed that the majority of respondents agreed that 

promotion chances were better in their organisation. This was further confirmed 

during the interviews. When asked about the fact that when they joined the police 

service/department everybody served there for more than twenty years, but still 

they remained in lower ranks: the reason given was not the lack of chances of 

promotion in their organisation, but their lack of educational qualification and not 

taking courses. One interviewee whose education qualification was Intermediate 

(12 years of schooling), described his service history, which also shows the number 

of years he waited for promotion. He said, “I joined the police service in 1975 as 

Constable, after three years in 1979 I was promoted to ASI probationer, after 

passing the competition exam. In 1983 I was promoted to Sub-Inspector (SI), and 

in 1991 I was promoted to the rank of Inspector…I hope soon I will be promoted to 

Deputy Superintendent of Police (DSP)…” He held the rank of Inspector, and was 

due to retire in few years.  

 

To sum up the organisational culture, the job and work environment of the Attock 

Traffic Police is very stressful, due to the lack or scarcity of human resources. 

                                                 
179 In Pakistan the motor car is generally perceived as status symbol: if one has big car, then 

he is regarded either as a high ranking officer or belonging to wealthy family. If the car is 

small then he might belong to middle class family. On the other hand, public transport is 

associated with those who cannot afford cars. 
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Secondly, unlike ITP and Rawalpindi CTP, they are on call 24 hours. Although 

they perform shift duty they still remain on call. With respect to the code of 

silence, it was mentioned that no secrecy existed among colleagues, rather they 

were much more afraid of their colleagues than those outside the department. After 

the introduction of the fine system the discretionary authority of the police has 

been reduced to a large extent, and since the review of fines their authority is 

exerted to a greater extent on the weaker segment of society. As far promotion is 

concerned, the barrier is not the lack of opportunities, but their lack of educational 

qualifications and the courses requirements. However, it can be inferred that 

officers can have a working career of more than 20 years. 

 

Quality of training  

From the survey results it can be inferred that the majority of respondents were 

satisfied with their training and training institutes. The responses from interviews 

did not differ from these. Almost all interviewees expressed satisfaction and were 

complimentary about their training. In Pakistan training is given to officers for 

promotion to different grades, but not at every stage. This was aptly described by 

high ranking officer:  “We have training schools. When a Constable joins the 

police department, he gets training. When he is becomes Head Constable, then 

again he passes through training…then for ASI promotion again training. From 

ASI to SI, there is no training, and from SI to Inspector again training. Then from 

Inspector to DSP, and DSP to ASP there are courses. From ASP to SSP, and SSP 

to DIG and from DIG to IG there is training…there are capacity building courses 

consisting of short and long training sessions…” It was also learnt that ethics and 

integrity lessons were taught during the training sessions. 

Almost all interviewees expressed satisfaction with their instructional team 

and the content of the courses, perhaps because the majority of the interviewees 

had only matriculation and intermediate qualifications, so possibly the training was 

too heavy and demanding, but compared to ITP or Rawalpindi, the respondents 

were very satisfied with their training. 

 

Leadership (operational and strategic) 

From the interviews with various police officers in Attock Traffic Police, it was 

learnt that the majority of interviewees were happy with their leadership and also 

stated that their leadership was very strict with reference to any misbehaviour by 

any officer. As mentioned in ITP case, the reason might be that it is very rare that 

lower rank subordinates would say anything derogatory about his superior, 

irrespective of his true feelings. One interviewee explained the influence of 

leadership with reference to corruption. He said; “From my level [Superintendent 

of Police] and to DSP level, there is much influence. I think there is 40-50 percent 

role of leadership in influencing corruption control. For example if I [as…] am not 

taking money from someone [police officers], then definitely their [police] demand 

from others [public] also reduces. If I am not taking monthly money from them, or 
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if I am not asking every SHO [Station House Officer180] to bring money to me on 

every 1st of the month then definitely their tendencies will be low…If I am right 

(upright) at the top, who is he [police officer] that he will demand from others. If 

he is taking money, then he will definitely never escape from me…” 

The description above also demonstrates that there are instances in Pakistani 

police that leadership at a high level demands money from lower rank officers on 

monthly basis. Nevertheless, in the interviews it was mentioned that there are some 

incorrigible types of officers and it appears to be difficult to correct them, but 

definitely leadership deterrence matters. In another interview it was stated: “The 

leadership is randomly checking on them, beside vigilance teams, and give them 

punishments…if the leadership does not do it and ignores cases of corruption in 

the department, then the role of leadership diminishes…” 

Some of the interviewees mentioned that their leadership changes every 

three to six months, so they had little knowledge about their effectiveness and 

influence, but it was mentioned that every new leader comes with declaration that 

“I am not doing corruption and will not let you do it”. This short term tenure was 

also mentioned by a high ranking officer as a problem in pursuing any policy on a 

permanent basis. 

Unlike ITP, it was observed that there was a big gap between subordinates 

and leadership. It was also learnt that some of the leaders were very strict and even 

issued notices to show causes for issuing fewer fines. While other leaders were 

kind-hearted and instructed the traffic police that “if a traffic violator says sorry, 

that he would not do it again, then leave with just warning, because we are all 

human and mistakes can be made”.   

 

7.8. Perceptions on anti-corruption mechanisms 

This section briefly describes the interviewees’ perception of anti-corruption 

mechanisms that could be of use in their department. This helps to understand the 

opinions of those who are directly involved in these issues, and the factors that are 

important in their opinion.  Some of these responses concerned Attock Traffic 

Police, while others were general and applicable to other police departments. This 

section also highlights factors that emerged frequently in discussions. Finally the 

perceptions of the Attock Traffic Police survey participants of the importance of 

various factors for corruption control are given. 

As mentioned earlier, the majority of respondents or officers in the Attock 

case study were not highly qualified and had less information and knowledge about 

                                                 
180 In one informal discussion with a high ranking officer, he revealed this fact that “usually 

it happens that when a new ASP come to a new area he calls a meeting of all SHOs. He 

tells them that if they let any single smuggler go without getting/extracting anything from 

him, then I will be very harsh. ASP says that he has informers, and if he does not get his 

share then remember he will not spare anyone.” Dated 14-01-2011. 
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all issues related to corruption and anti-corruption. Nevertheless, they had a great 

deal of work experience, and had been dealing with the public on roads for more 

than two decades, so they had many interesting stories to share that increased 

insight into and highlighted the different problems they faced. 

During the interviews and informal discussions with various Traffic Police 

officers in Attock it was learnt that politics and police department are intertwined 

in Pakistani society. This is the root of many problems of corruption and the 

solutions of many of them can be found there. However, this relationship is not 

one-sided: both police and politicians benefited from it. With specific reference to 

anti-corruption mechanisms, a high ranking officer revealed that many difficulties 

were connected with surety of tenure, which is has much to do with political 

decisions and the will of the politicians. All police officers are subject to immediate 

transfer on the excuse of urgent business. He continued: “If you want to end the 

issues of police including corruption, then only one person has to be independent 

and that is District Superintendent of Police [SP] which is known as DPO [District 

Police Officer]…give him security of his tenure, and make him independent, that 

you will be posted here for 3 years, 2 years or 1 year, or even one month…just give 

him any surety, then I think many problems will be resolved by themselves…”. This 

statement also showed the extent to which the police is at the mercy of politicians 

and political decisions in Pakistan. 

Another important finding during observation and interviews with the 

officers (who headed both the district police and traffic police), is that the public 

bring complaints to the police department that are not their (police) concern or 

police is powerless and not authorized to intervene. During frequent visits to Head 

Police officers, it was learned that the public needs more education and awareness 

that police should not be considered as the panacea for all ills. However, by law 

there are many issues that need to be registered with police181, but because of lack 

of awareness regarding laws, police sometimes take advantage of the situation (see 

also ITP case study). For instance, one day three different persons came with same 

housing dispute. The officer pointed to me and said, “Look this is not police case, 

police has nothing to do with this case, this is family court case…what can police 

do in this, but people come to us…now she will go out and will say that police is 

not working on my case, but legally we have nothing to do with this…now we will 

                                                 
181 It was mentioned during the interview that “there is much burden on police, whether it is 

snake biting, or someone is drowned in the ponds or in rivers, if fire has broken out, these 

are all police cases, each and everything is related to the police…” In another informal 

discussion, it was revealed that police department in Pakistan is a “recycle bin” i.e., each 

and everything is thrown into their basket.  In another interview it was mentioned that 

"Police was a bridge between people and government", but now because of so many 

responsibilities they are no longer. As Van Maanen (1973) rightly said that “If one 

considers the president to be the ‘head’ of the political system, then the patrolman on the 

street must be considered as the ‘tail”. 
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use our [undue] influence to do something in order to give her some relief 

[dadrasi]…” It was also revealed that public needs more education to be better 

members of society. They also need to change their attitudes, because everyone 

goes to extremes to ensure that any personal matter is settled according to his 

wishes. In an interview it was said, “In Pakistan if two persons come to you, and 

one has an issue with the other, even if he [the complainant] a Mufti of Khana 

Kaba182 but when his personal matter arises, and if he is Pakistani then he can go 

to any extent, there is no upright person in Pakistan. If police is immoral and 

corrupt then our society too is not upright, police client is that society, there is not 

a single moral person in our society… ” This also implies that, like the previous 

cases, police put the blame on the public for their corrupt activities, which, from 

observation, is not always the case.  

With respect to anti-corruption agencies role in Pakistan, it was found that 

five different laws are current in the country making the matter more complex, and 

many people take advantage of this complexity. It was mentioned a by high 

ranking police officer that “In Pakistan we have different laws, the first is National 

Accountability Bureau (NAB), which has its own Act…but at the same time laws 

already existed for corruption. If we look at Punjab, there is anti-corruption 

establishments (ACE), which have different setups at district and division 

levels…besides that we have Federal Investigation Agency (FIA), basically FIA 

was for this purpose of eliminating the white collar corruption…then we have 

departmental Public Employees Disability Act (PEDA)… then there is Criminal 

Liability Act (PPC-Pakistan Penal Code)…Then what is this law [combination of 

five Acts] that four or five laws to be implemented against one person. So this is 

something like a joke, or mockery of the system. It also means that one case is 

processing at ten different places, so it is against all norms and basic rules or 

Justice of the law. That is why people also get advantages183 of that…”  

In controlling corruption, the perception of the lower and high ranking 

officers differed on the issue of local posting of police officers, including Traffic 

Police in Attock.  The higher officers were of the view that police should not be 

based in their own districts. In this way neutrality could be established between 

police and public. In contrast, the lower ranks thought that if they were posted 

locally then they would undergo less stress: if police were not satisfied and 

tranquil, how could they give others any calm and satisfaction. An interesting point 

raised by lower ranking officers was, “We are far away from our homes and 

kids…and spent over 20 years on roads, and when we get retired our children are 

                                                 
182 Khana kaba is the sacred place for all Muslims, and where Muslims go on pilgrimage 

every year. By saying this, the interviewee meant that no matter how religious a person 

could be or have learnt at sacred place, being a Pakistani, his personal interest come first. 

He wants to get his wishes fulfilled by any means. 
183 It means that if one is acquitted by one department/agency in a case, this can be used as 

an excuse for other departments/agencies to proceed for acquittal. 
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not accepting us at home, because of that tension many of my friends died…” They 

explained further that, lacking their father’s full supervision, their children did not 

fulfil their expectations. The majority of the Traffic Police belong to different 

districts and were on call 24 hours184, so could not go back to their homes on daily 

basis, but had rented rooms in the districts of the duty-station, which was an 

additional expense.  

With respect to use of offensive language and rude behaviour by police, the 

police officers (lower ranks) explained that they had no time schedule for duty, and 

the decades of being subjected to vehicle emissions often causes various diseases. 

For instance, on the day of an interview185, all the Traffic Police officers had to 

report for duty at 6 am because the Chief Justice of Pakistan was travelling on that 

road and needed an escort. The officers only got instructions that road should be 

cleared (no traffic jams), but nobody said how this was to be done or how to reach 

to the new assigned duty point. In focus group discussion it was mentioned that 

Motorway Police and Islamabad Traffic Police are performing well:  the Attock 

Traffic Police can also perform well if they have some certainty. For instance, they 

mentioned that “if we know that we have to come at 7am and leave at 2pm then we 

will also be very alert, and efficient…but if we know that at 12 am if anything 

happens and we have to report, then our interest and attention in duty start 

diminishing…” This statement shows that they too believed that they were lazy in 

performing their duties, but attributed it to long and non-specific duty hours. 

In the perceptions of Traffic Police officers in Attock, the inappropriate 

interference of political elites in the affairs of police can be curbed with help of the 

media. This was explained by one interviewee with a short story, according to him, 

“One day I gave a ticket to a motorcycle rider, he had no documents. I locked up 

his bike and asked him to deposit 200 rupees (= 1.5 Euros) in the bank. The man 

started arguing with me and said that you cannot treat me like this. After this he 

immediately called a general councillor186 of that locality. The councillor looked 

around and asked angrily who locked his bike. I said I did and for this and that 

reasons. The councillor warned that he was just returning from MNA [Member of 

National Assembly] place. But I insisted that this fine has to be paid by this person. 

                                                 
184 It was also revealed that all most all police rules belong to British colonial era, and even 

the 24 hours duty was introduced by British. 
185 On 10th March 2012 
186 Union councils are the fifth tier of government in Pakistan and are often known as 

village councils in rural areas, the territory represented by a village council usually 

comprises a large village and surrounding areas, often including nearby small villages. The 

term "union council" may be used for localities that are part of cities. The representative of 

these union councils is called Councillor who is further headed by District Nazims (mayor 

of that locality). For details see Saleem. S and Ahmed. M, (2012) “Political and 

Administrative Structure of Local Bodies in Pakistan, A case study of City District 

Government of Faisalabad”, Berkeley Journal of Social Sciences, Vol.2 Issue 6-7. 
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The councillor ordered me to pay it from my own pocket...Meanwhile many people 

gathered around us, and luckily a media person was also present. I asked him, you 

[media] always portrait us badly, now look at this councillor he is playing a game 

with me, and threatening me on the behalf of MNA (…). When the media person 

approached the councillor, he started moving back and wanted to escape, and then 

he asked the person to pay the fine and leave the spot. However, the media did not 

leave him easily and even approached the MNA. The MNA called me and enquired 

about the case and why I approached the media. I explained that he [the 

councillor] was threatening me with your name/behalf…so the issue was 

resolved…nowadays people are very much afraid of media, and the person 

deposited the fine only because the media was involved…” However, the role of 

the media is not always positive, sometimes they also use their position and ask for 

undue favour. This was revealed in Rawalpindi CTP case when officers were 

punished for not giving favour to a media person.  

With respect to corruption control and expecting good behaviour from 

police, the public of the city needs more education. From interviews, it can be 

inferred that police put the blame on the public for most of the problems. It was 

very interesting to note during the group discussion that police admitted that they 

do discriminate among the public, based on status. The officers also mentioned that 

public was less educated regarding traffic laws and commit more violations, but 

sometimes even better educated people commit traffic violations. However, 

compared to the past (in 1980s when they joined the force) attitudes have 

changed/improved a little. Speaking of discrimination based on status, one 

interviewee explained, “If you [police officer] call a cart owner SIR, then you will 

see that he become more bold and will reply with WHAT…so we have to come 

down to their status and speak the language which they understand, e.g., we call 

them like Oyee, come here, or get off the road… [Chuckle]” 

In most of the interviews the interference from politicians in police affairs 

was emphasised as a factor for the prominence of corruption. It was revealed that it 

prevailed at all levels in Attock police. However, the views of higher and lower 

ranks differed. The higher ranks claimed that it occurred more at the lower level, 

whereas, the lower ranking officers declared that: “No institution is orphan in 

Pakistan except police department…and our officers [leadership] are political 

orphans”. By political orphan, they meant that without political 

influence/patronage, they cannot achieve anything, including postings, transfers 

and promotion etc. (cf. Farooq, Shahbaz, Arouri and Teulon, 2013). The higher 

ranking officers were right in a sense: in a district only a high class politician will 

approach them, and not every village or union councillor. On the other hand, lower 

ranking officers are pressurised by even a very low status political representative, 

as seen above. 

 

During the survey respondents were asked to select five important factors 

from the list of 12 that they perceive as important for curbing corruption and 

safeguarding integrity in their police department. In addition, they were also given 
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an opportunity to add other factors. Their responses are noted in the table 7.5 

below. These responses are ordered from high to low frequency. 

 

Table 7.5 Important factors for curbing corruption in Attock Traffic police’s 

perception 

 

Important Factors for Curbing Corruption Frequency (n=30) 

Paying a good salary 30 

Fewer duty hours 24 

Strong supervision and no tolerance on corrupt acts 18 

Rewarding honest and efficient behaviour 15 

Merit recruitment 12 

Proper (pre) job training on ethics 12 

Leadership: clear and strict on integrity 11 

Mechanisation of police work 9 

Proper (pre) job professional training (on duties) 8 

Leadership: giving a good example 7 

Clear rules on the work to be done 3 

Openness and no secrecy among colleagues 1 

 

The table above shows that all 30 respondents in the survey opted for ‘paying good 

salary’ as the best option for curbing corruption in their department. Although they 

mentioned in interviews that they were satisfied, survey results gave a slightly 

different view.   This is followed by ‘fewer duty hours’, chosen by 24 respondents; 

the support for this option can be inferred from the interviews above. Strong 

supervision and no tolerance of corrupt acts were chosen by 18 respondents as one 

option out of five. Although the survey and interviews showed that there was strict 

supervision in their organisation, they still valued it highly. Rewarding honest and 

efficient behaviour was selected by 15 respondents: there is no reward system in 

their organisation. Interestingly, the role of leadership was not chosen by many: 

only 11 respondents selected ‘leadership: clear and strict on integrity’ and 7 opted 

for ‘leadership: giving a good example’.  The reason could be that their leadership 

is of short duration in their districts and are transferred frequently, so they had little 

idea about leadership’s role in curbing or influencing corruption. Lastly, ‘clear 

rules on the work to be done’ and ‘openness and no secrecy among colleagues’ 

were chosen least by respondents 3 and 1 respectively, perhaps because they had 

served on roads and with traffic for more than two decades, so rules were quite 

clear to them and they did not feel this to be important. It was mentioned that lack 

of secrecy and openness was not prevalent in their organisation.  
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7.9. Conclusion 

Based on the findings above, this section sketches a general picture of the Attock 

Traffic Police’s perception of corruption/integrity violations and contributing 

factors towards their control. It also addresses the way in which Attock Traffic 

Police perceive corruption and integrity violations, and which manifestations 

occurred more frequently and which were more acceptable in their work 

environment. The above analysis makes it possible to draw some preliminary 

conclusions about integrity violations (corruption) and influential factors that 

contribute to curb corruption in Attock Traffic Police. However it is pertinent to 

note that the case study of Attock Traffic Police is very different from the previous 

two case studies for a number of reasons. First, the respondents were hardly highly 

qualified, but they had much work experience. Second, being less qualified, they 

were very hesitant in openly discussing their problems or understanding the 

purpose of research, despite my own and their leadership assurances.  

As described earlier in this chapter, the case of Attock Traffic Police is not 

really different from other two previous case studies with respect to understanding 

on integrity violations. Also Attock police had less understanding in terms of 

differentiating between misbehaviour, dishonesty, integrity violations and 

corruption. Sometimes the word corruption was used for all violations, and 

sometimes only for illegal transactions involving money. Even in some interviews 

the officers admitted that it was very unfortunate in Pakistan officers were held 

accountable only for receiving money or goods in return for some services. With 

respect to difference in police corruption and corruption, almost all interviewees 

were convinced that there is no difference, because taking/accepting money in the 

police or any other department is corruption. 

From the survey results it was evident that there were some manifestations 

that were not considered as integrity violations by a large percentage of 

respondents, but interestingly were not acceptable and occurred less frequently in 

the view of the majority of respondents. The fewer occurrences can be attributed to 

limited opportunities prevailing in the Traffic Department in Attock, and non-

acceptability because of social desirability biases. From the survey result, it 

emerged that stealing and theft, and sexual harassment were least frequent in their 

organisation. The use of offensive language was found more often, possibly 

because of the attitude of police towards public and lack of public education and 

awareness of traffic rules in the city. The more frequent types of integrity 

violations were discrimination, misuse of duty hours and privileges for private 

purposes and favouritism by managers. Different social and organisational factors 

were mentioned during the interviews as an excuse for the greater frequency of 

such manifestations, such as security reasons and social pressures etc. 

After analysing the observed frequency and acceptability of integrity 

violations, the framework suggested by Lasthuizen et al., (2002) can be adopted as 

tool for policy suggestions. This framework uses the mean scores for both 

frequency and acceptability of integrity violations, and based on that, four types of 
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integrity problems are categorised and different measures are suggested. The 

profile of Attock Traffic Police showed that the mean scores of acceptability of all 

types of integrity violations were less than observed frequency. Therefore the case 

study faces only the urgent and specific integrity problems. The urgent integrity 

violations are considered as less acceptable, but occur relatively often, whereas 

specific integrity problems indicate those violations that less frequently occur and 

are unacceptable. According to the respondents, the urgent integrity problems were 

discrimination, using duty hours or public perks and privileges for private 

purposes; acceptance of gifts and favouritism by managers. Specific integrity 

problems were corruption (accepting of bribes), sexual harassment, waiving fines, 

and stealing and theft. 

From the analysis of survey results and discussions in interviews on 

influential factors, it was evident that respondents from the survey expressed some 

satisfaction with the existing influential factors in their organisation, except for the 

salary and reward system. However analysis from interviews showed that every 

factor had some problems. From survey and interviews, it was revealed that 

although Attock officers had more work experience than ITP and Rawalpindi CTP, 

their salaries were much less. Nevertheless, the traffic police in Attock had lower 

education qualifications than ITP and Rawalpindi CTP. It was unanimously agreed 

that there was no reward system in their department. The officers also regretted that 

their pension on retirement was insufficient to start a small business or to buy a 

small piece of land for their children. Therefore, if the department leadership or 

administration takes introducing a proper salary and reward system in Attock 

seriously then the chance of indulging in corruption might be much less. 

Recruitment was considered as being made on merit because no money was 

involved. However, it was also revealed that recommendations and political 

affiliations still play a role in recruitment. It is also very interesting to know that 

when no money is involved in recruitment processes, it is considered as being on 

merit and acceptable. Supervision and control was perceived as strict because of 

the formation of vigilance teams and Internal Accountability Division (IAD). On 

organisational culture, the majority of respondents revealed that their work 

environment was very stressful, as unlike ITP and Rawalpindi CTP, the officers 

were on call 24 hours. From discussions it was evident that no grouping or code of 

silence prevailed in their organisation, and the officers had very limited autonomy 

and discretionary authority. The chances of promotion were very limited for lower 

ranking officers, probably due to lack of qualifications. Unlike ITP and Rawalpindi 

CTP, it was indicated that they were fairly satisfied with their training and the 

instructional teams, possibly because for less qualified persons the training might 

be more intensive and exhausting. With respect to leadership, it was learned that 

leadership does play a role in curbing corruption and their leadership seemed 

committed to achieving this end, however the leadership needs to do more for the 

welfare of their subordinates. 
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An interesting finding was that the functioning of the police, including 

Traffic Police, was affected by the presence of political pressure in their district. 

The high ranking officer perceived political pressure as being greater on lower 

ranks, while the lower ranks saw it otherwise. Nevertheless, it existed at both 

levels, and depended on the class/status of the politicians. The role of media in 

controlling corruption, including curtailing political pressures, was also 

highlighted. With respect to availability of resources, the higher ranks officers were 

convinced that it was sufficient, whereas the lower rank officers complained about 

lack of human resources and vehicles in their organisation.  
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8. Results and Analyses of the Case Studies and the 

Surveys 
 

 

8.1. Introduction  

 

The central aim of this study is to answer two research questions.   

How corrupt are (traffic) police forces in Pakistan and what factors influence 

corruption within the police forces? and  

What lessons can be learned from that to improve police integrity? 

In order to answer these questions the literature on police corruption and 

integrity was reviewed, which broadened the topic from corruption to integrity 

violations (including corruption). Three traffic police forces in Pakistan were 

researched (chapters 5-7). In each case study, nine types of integrity violations were 

scrutinised, as well as several factors that might influence integrity violations. 

With respect to integrity violations, different questions were asked. Do the 

respondents perceive certain behaviours as integrity violations, are these behaviours 

seen as (morally) acceptable and how often do violations occur? Other questions 

concerned the factors that influence the occurrence of integrity violations - salary 

and reward system, recruitment and selection process, organisational culture, 

training quality, supervision and control, and leadership, in order to assess the 

perception of the respondents in relation to the control of integrity violations.  

In this chapter first the findings of the three case-studies are compared. 

Afterwards the findings based on the surveys among police officers in the three 

police forces will be analysed. This allows us to not only to see the similarities and 

differences of the perception and occurrence of integrity violations, but also helps 

to find combined patterns of influential factors that determine the occurrence and 

acceptability of integrity violations in the context of Pakistan police forces. The 

cross-case comparison also highlights why cases differ or resemble each other 

(Eisenhardt, 1989).  

Section 8.2 presents the views of respondents on integrity violations in the 

different cases (interpretation, acceptability, and occurrence). Section 8.3 describes 

the perceptions of respondents in the three police forces on the influential factors. 

In section 8.4 the cross-case comparison is presented:  which factors might explain 

the similarities and differences in the occurrence of integrity violations in the 

cases? In section 8.5 the survey results are presented. Correlations are described 

between the moral acceptability and the perceived occurrences of integrity 

violations. The section that follows (8.6) relates the factors that might be influential 

in the occurrence of violations. Regression analyses are described in the final 

section (8.7) in order to further establish the relationship between integrity 

violations and influential factors.  
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8.2. Case studies: Integrity violations 

In the three case studies, integrity violations were explored with attention being 

paid to twenty five different manifestations of deviant behaviour as examples of 

integrity violations. In the survey among the officers in the three police forces there 

were a number of principle questions: how do traffic police officers perceive the 

different deviant behaviours (as an integrity violation, as morally acceptable?) and 

how often do these behaviours occur in their organisation? In the coming sections 

the results for the three police forces will be presented. 

 

8.2.1. What is seen as an integrity violation 

The perceptions of police officers of the nine types of integrity violations are 

compared in the three case studies. The different manifestations covered by each 

type of integrity violation were combined to make one violation. Then from the 

descriptive statistics the percentages of respondents in different cities, who 

disagreed or strongly disagreed with these types of manifestations were 

accumulated. The information in table 8.1 shows the percentages of officers that 

disagree and strongly disagree with the idea that the presented types concern an 

integrity violation. 

 

Table 8.1 Types of behaviour seen as an integrity violation  

 

 

The overview of the results evinces that the overall perception or interpretation of 

the behaviours as integrity violations is much higher in the case of Islamabad 

Traffic Police (ITP) than in Rawalpindi City Traffic Police (CTP) and Attock 

Traffic Police. This is apparent in all types of integrity violations. Many of the 

deviant behaviours are not considered as integrity violations in the perception of a 

majority of the Rawalpindi CTP and Attock police officers.  

In Islamabad ITP all behaviours are perceived to be an integrity violation by 

a clear majority; in CTP the officers differ with about 50% pro and contra that 

 
Integrity violations:  

Percentages of officers that ‘disagree or strongly 

disagree’ 

ITP 

(n=114) 

CTP    

(n=296) 

Attock 

(n=30) 

1 Corruption 9% 46% 27% 

2 Favouritism by managers 9% 29% 80% 

3 Stealing and theft 13% 55% 41% 

4 Waiving fines 12% 48% 61% 

5 Gifts 17% 46% 33% 

6 Concealing/abuse of information 13% 50% 67% 

7 Discrimination 13% 57% 76% 

8 Sexual harassment 13% 56% 60% 

9 Misuse of duty hours/privileges for private purposes 14% 58% 68% 
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interpretation - with the exception of favouritism by managers (29%); whereas in 

Attock many behaviours are not seen as integrity violations by more than 60%, in 

particular favouritism (80%) and discrimination (76%), but also waiving fines, 

misuse of duty hours and private use of public privileges and concealing 

information/abuse of information. However, corruption, stealing and theft and gifts 

(the clear money related behaviours) are seen as an integrity violation in that police 

force, and these scores are well above the Rawalpindi CTP scores.   

 

8.2.2. Acceptability of integrity violations 

In order to assess the moral acceptability, this study asked the respondents to what 

extent twenty five different manifestations of violations are seen as acceptable. The 

results on acceptability of the nine types of integrity violations are presented in 

table 8.2. The percentages show the number of respondents who perceived those 

integrity violations as acceptable in their organisation. Acceptability is clearly the 

highest in the Rawalpindi CTP, compared to Islamabad ITP and Attock Traffic 

Police. This perception of acceptability is shown in all types of integrity violations. 

The two other police forces offer a more similar picture, with the clear exception of 

favouritism by managers, which is considered more acceptable in Attock than in 

Islamabad. 

The results further illustrate that the highest percentage of respondents on 

acceptability can be seen for favouritism by managers, acceptance of favours in 

kind, such as gifts, and waiving fines. The highest acceptability of these violations 

is seen in Rawalpindi CTP. The results show that corruption, stealing and theft and 

sexual harassment are the three least acceptable integrity violations in all cases, but 

to different degrees.  

 

Table 8.2 Integrity violations: Acceptability 

 

 
Integrity violations Acceptability 

Percentages of ‘sometimes, mostly or always 

acceptable’ 

ITP 

(n=114) 

CTP 

(n=296) 

Attock 

(n=30) 

1 Corruption 3% 12% 7% 

2 Favouritism by managers 13% 82% 23% 

3 Stealing and theft 8% 25% 4% 

4 Waiving fines 17% 45% 7% 

5 Gifts 15% 50% 13% 

6 Concealing or abuse of information 11% 39% 8% 

7 Discrimination 9% 41% 11% 

8 Sexual harassment 7% 25% 5% 

9 Misuse of duty hours/privileges for private purposes  12% 34% 12% 
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When the results on the acceptability of types of integrity violations are compared 

with the data on the interpretation of behaviours as integrity violations (in the 

previous paragraph), a surprising picture emerges (see tables 8.1 and 8.2). One 

might expect that considering a type of behaviour as an integrity violation is almost 

synonymous to perceiving it as unacceptable. This assumption however, does not 

hold true in the case of Pakistan Traffic Police. The case studies present different 

results on this perspective. In particular, in the Attock case behaviours that are not 

seen as integrity violations are considered as unacceptable. Interpretations of 

behaviour in terms of ‘not acceptable’ and ‘corruption’ do not seem to match with 

what is seen as an integrity violation.   

 

8.2.3. Occurrence of integrity violations 

In table 8.3 the three cases are compared on the occurrence of integrity violations. 

The percentages show the number of respondents who perceived those integrity 

violations occurring once, sometimes or often in their organisation. In general, the 

occurrence varies greatly across the three cases Islamabad ITP, Rawalpindi CTP 

and Attock, as well as across different integrity violations. Overall, the occurrence 

of almost all violations clearly is the least in Islamabad ITP, followed by Attock 

(with a clear exception for corruption and the misuse of duty hours / privileges for 

private purposes), while in Rawalpindi CTP most violations seem to occur more 

frequently. Comparing corruption – a clear and serious type of integrity violation - 

table 8.2 demonstrates that the acceptance of bribes occurs the least in Islamabad 

ITP, then in Rawalpindi CTP, and lastly in Attock traffic police.  

 

Table 8.3 Integrity violations: Occurrence in the three traffic police forces 

during the last year 

  

 
Integrity violations Occurrence 

Percentages of ‘once, sometimes or often’ ITP 

(n=114) 

RCTP 

(n=296) 

Attock 

(n=30) 

1 Corruption 6% 13% 27% 

2 Favouritism by managers 12% 81% 60% 

3 Stealing and theft 5% 19% 6% 

4 Waiving fines 15% 40% 10% 

5 Gifts 15% 52% 33% 

6 Concealing and abuse of information 13% 32% 13% 

7 Discrimination 14% 39% 37% 

8 Sexual harassment 4% 21% 13% 

9 Misuse of duty hours/privileges for private 

purposes 

15% 35% 50% 

 

The tables 8.2 and 8.3 show that the relationship between the acceptability and 

occurrence of integrity violations is fairly coherent and convincing in the three 

cases. In addition, there seems to be a direct relationship between the behaviour 
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perceived as unacceptable and the frequency of that behaviour in Islamabad ITP 

and Rawalpindi CTP, although the Attock case seems to be different. In Attock 

many types of integrity violations are seen as unacceptable, but several more 

serious forms of integrity violations are seen as more frequent.  

 

To sum up, the above description of perceptions of types of behaviour as 

integrity violations, and their acceptability and occurrence shows that Islamabad 

Traffic Police officers (ITP) interpret or regard behaviours more often as integrity 

violations, and they find them least acceptable and also signal the lowest 

occurrence of integrity violations. When the results on the Rawalpindi City Traffic 

Police (CTP) and the Attock traffic police are added, a more complicated picture 

emerges. The Rawalpindi CTP officers have different views of the types of 

behaviour that constitute an integrity violation; they also see those behaviours as 

more acceptable and their occurrence is more frequent than in Islamabad ITP. The 

Attock Traffic Police Officers do perceive certain behaviours as integrity violations 

and unacceptable, while a number of (serious) types of violations occur more often 

than in the other two police forces ITP and CTP.  

 

8.3. Case studies: Influential factors 

The previous section presented the views of respondents on integrity violations 

(interpretation, acceptability and occurrence) in the three police forces, showing 

differences and similarities. In this section it is tried to explain these differences 

and similarities, in particular in the occurrence of integrity violations, by inspecting 

the influential factors.   

In chapter 2 a conceptual framework was developed with factors that might 

influence the occurrence of integrity violations. That framework comprised factors 

on work-related elements such as salary and reward, amount of discretion and types 

of task. Factors related to organisation encompass elements of structure, culture and 

leadership. Regarding structure the factors included the recruitment and selection 

process, supervision and control, rules on accountability, and investigation 

mechanisms. On culture, the factors were informal relations including code of 

silence, organisational values and norms, and (pre) job training on competence, and 

ethics. On leadership both strategic and operational aspects were taken into 

account. Regarding factors on external environment, the political and social factors 

were taken into consideration, such as political will, and community attitude toward 

police departments. This section builds on that and has two objectives: the first is to 

ascertain whether there are any differences and similarities between the forces with 

reference to the factors in the conceptual model, and the second is whether the 

differences between the forces on these aspects can explain the occurrences of 

integrity violations.  
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To what extent are the respondents in the three police forces satisfied with 

the factors or selected characteristics of work and organisation? The results are 

presented in table 8.4.  

For every police force the first column presents the percentage of officers that 

agrees with the statement ‘I am satisfied with the factor mentioned,’ followed by 

the score translated in ++ (80-100%), + (60-79%), +/- (40-59%), - (20-39%) and -- 

(0-19%).  

 

Table 8.4 Police officer’s satisfaction with force characteristics (factors) 

 

Factor ITP CTP Attock 

In your opinion, to 

what extent are you 

satisfied with the 

following factors in 

your department? 

Agree or 

Strongly 

agree 

Score 

Agree or 

Strongly 

Agree 

Score 

Agree or 

Strongly 

Agree 

Score 

Salary and Reward 60% + 40% +/- 26% - 

Recruitment and 

Selection 
53% +/- 54% +/- 62% + 

Supervision and 

Control 
67% + 67% + 84% ++ 

Organisational Culture 

(positive) 
60% + 54% +/- 69% + 

Organisational Culture 

(‘negative’)187 
50% +/- 30% - 18% -- 

Training quality 65% + 60% + 91% ++ 

Leadership 

(Operational and 

Strategic) 

67% + 66% + 96% ++ 

 
The comparison of the three cases reveals that there are significant 

differences across the cases. At the same time some common patterns in the 

satisfaction of officers with the factors can also be observed (with different 

percentages, however). Police officers seem most satisfied with leadership, training 

quality and supervision and control, with in particular high percentages for the 

Attock officers.  

                                                 
187 The factor ‘negative organisational culture’ refers to employee’s willingness to violate 

the law to achieve performance targets and to cover up unacceptable behaviour by 

colleagues. This ‘negative’ character makes the factor different from the other factors when 

‘satisfaction’ of officers is presented. Therefore the scores have been ‘reversed’: the 

percentage refers to the percentage of officers that is dissatisfied with these characteristics.  
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Overall, most police officers are relatively satisfied with many 

characteristics of their police force. For Islamabad this accounts for all factors 

(>50%), Rawalpindi and Attock show more discontent with a number of 

characteristics, including salary and reward, as well as negative elements of 

organisational culture.  

In addition a number of additional characteristics of the three forces - also part of 

the conceptual model are summarised. There are significant differences among the 

three police forces with regard to demographic characteristics (chapter 5-7). The 

Attock Traffic Police are older and have more experience than the officers of 

Islamabad ITP and Rawalpindi CTP.  Islamabad ITP have higher salaries than 

Rawalpindi CTP and Attock Traffic Police. In terms of education, the Rawalpindi 

CTP are highly educated; Attock Traffic Police have the least education and 

Islamabad ITP few officers are highly qualified but the majority has a middle level 

(intermediate and bachelor) education. 

 

The overview of these characteristics of the three police forces and their 

satisfaction leads to the question whether these similarities and differences can 

explain the occurrences of integrity violations.  

  

Conceptual model in comparative context 

In this section the factors in the conceptual model that might explain the occurrence 

of integrity violations (from salary and reward to political and social environment) 

will be related to the findings on the occurrence of integrity violations in the 

different traffic police forces. The information presented is based on descriptive 

and qualitative data (i.e., interviews, observations, informal discussion) as well as 

on the survey results for the three forces.  

To facilitate this type of analysis table 8.5 first summarises the previous 

information on the acceptability and occurrence of the integrity violations in the 

three forces, followed by information on the characteristics of the forces that were 

selected as possibly ‘influential factors’ (how satisfactory according to the police 

officers).  
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Table 8.5 Characteristics of forces vis-à-vis integrity violations (occurrence 

and acceptability) 

 

 

The table 8.5 again shows that Islamabad ITP has the least occurrence of integrity 

violations, followed by Attock and lastly Rawalpindi CTP, as well as that in 

Islamabad ITP all the integrity violations are least acceptable to the respondents, 

followed by Attock, while Rawalpindi CTP is more lenient.189  

Before delving deeper into the separate factors and characteristics of the 

forces in relation to more or less integrity violations, information in table 8.6 is 

presented on the views of the police officers from the three forces on how 

influential the different factors are for curbing corruption and integrity violations. 

The officers were asked to select the five most influential factors out of a list of 

twelve factors.  

 

 

 

 

 

 

                                                 
188 Since the negative organizational culture scores have been reversed, therefore, the lower 

percentages indicate positive evaluation and higher percentage means negative evaluation. 
189 The different signs are based on different percentages of respondents in different police 

forces. For instance, the perception of occurrence of integrity violations in ITP is on 

average 11% (least), in Rawalpindi CTP it is 37% (relatively high) and in Attock 28% (in 

between). Similarly, for acceptability of integrity violations, the average percentage of 

respondents in ITP and Attock traffic police are the same, i.e., 11% and 10% respectively. 

In Rawalpindi CTP the overall percentages of respondents are 39% which is the highest 

among the three police forces. 

Characteristics 
ITP CTP Attock 

More-or-less integrity (occurrence of integrity violations, 

actual behaviour) 

++ -- - 

More or less unacceptability of violations  ++ -- + 

Satisfaction with:    

Salary and Reward + +/- - 

Merit based Recruitment and Selection +/- +/- + 

Supervision and Control + + ++ 

Organisational Culture (positive) + +/- + 

Organisational Culture (negative)188  +/- - -- 

Training quality + + ++ 

Leadership (Operational and Strategic) + + ++ 
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Table 8.6 Ranking of top five influential factors out of twelve factors by the 

respondents 

 
Important factors ITP (n=114) CTP (n=296) Attock (n=30) 

Paying a good salary (1) 109 (96%) (1) 278 (94%) (1) 30 (100%) (1) 

Rewarding honest and efficient 

behaviour (2) 

83 (73%) (2) 138 (47%) (3) 15 (50%) (4) 

Clear rules on the work to be done 

(6) 

67 (59%) (3) 19 (6%) (12) 3 (10%) (11) 

Proper (pre) job training on ethics 

(3) 

57 (50%) (4) 135 (46%) (4) 12 (40%) (5/6) 

Fewer duty hours (4) 44 (39%) (5) 103 (35%) (9) 24 (80%) (2) 

Merit recruitment (7) 40 (35%) (6) 116 (39%) (7) 12 (40%) (5/6) 

Proper (pre) job professional 

training (on duties) (8) 

20 (18%) (7) 129 (44%) (5) 8 (27%) (9) 

Strict supervision and no tolerance 

of corrupt acts (5) 

16 (14%) (8) 167 (56%) (2) 18 (60%) (3) 

Leadership: giving a good example 10 (9%) (9) 93 (31%) (10) 7 (23%) (10) 

Openness and no secrecy among 

colleagues 

2 (2%) (10) 117 (40%) (6) 1 (3%) (12) 

Mechanisation of police work 0 (11) 103 (35%) (8) 9 (30%) (8) 

Leadership: clear and strict on 

integrity 

0 (12) 82 (28%) (11) 11 (37%) (7) 

Note: The information in the table presents the total number and percentage of respondents 

that selected the factors among the five most influential and the resulting ranking. 

 

The above table shows that salary and reward is clearly at the top as well as 

rewarding honest and efficient behaviour. Clear rules on the work done as well as 

strict and supervision and no tolerance of corrupt acts are also in the top 5. Ethics 

and professional training are valued highly. Also merit recruitment and fewer duty 

hours are seen as influential factors curbing corruption and integrity violations. 

In the following subsections the influential factors will be analysed step by 

step, with as central questions: 

1. What are the differences and similarities between the three police forces on the 

selected factors? 

2. Might these differences between the three forces explain the occurrence of 

integrity violations? 

 

8.3.1. Salary and reward 

In this study salary and reward include monthly pay, reward and appreciation for 

displaying honesty, commensurability of salary with discretionary authority and 

nature of work. The comparison of the cases reveals that salary and reward systems 
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differ among the cases, with ‘very good’ in Islamabad ITP (attracting officers to 

this force), good in case of Rawalpindi CTP and low/less in case of Attock. 

Nevertheless, the qualitative data also revealed that the salary of the ITP is quite 

competitive, but that rising living expenses in Islamabad cause more doubts about 

the pay structure among the officers. Nevertheless, the salary in Rawalpindi CTP is 

about half of ITP’s salary for the same ranks. The Attock Traffic Police is paid the 

least, with much dissatisfaction among the officers (even though this seems related 

to their lower level of education). The (dis)satisfaction with salary and reward 

seems to be related to duty duration. In ITP and CTP there is an eight hours duty 

day, while Attock officers are on call twenty-four hours and are the lowest paid. 

How does salary and reward relate to the occurrence of integrity violations in 

the police forces? The violations are least in Islamabad ITP (best salary), then 

Attock (lowest salary) and most frequent in Rawalpindi CTP. This picture differs 

however for bribes (corruption) and misuse of duty hours/privileges for private 

purposes, which are more frequent in Attock than in Rawalpindi CTP (see table 

8.4).  

The views of the officers themselves on the importance of ‘salary and 

reward’ to explain integrity violations are very much the same in the three forces. 

Paying a good salary is on top of the list in all forces. This is remarkable, even 

though a bit of doubt (‘self-interest’: better pay) will also have played a role. 

Over all, the cross-case comparison and the views of the officers in the 

forces, lead to the conclusion that salary and reward seems to be related to the 

occurrence of integrity violations, when Islamabad ITP and Rawalpindi CTP are 

compared, but some doubt remains: Attock with lowest salaries, with the exception 

of two violations (i.e., favouritism by managers and misuse of duty hours), clearly 

shows fewer violations than Rawalpindi CTP. However, one type of violation (i.e., 

acceptance of bribes/corruption) is found relatively high in Attock than the other 

two police forces. This also indicates that salary and reward is an important factor 

vis-à-vis integrity violation occurrences.   

 
8.3.2. Recruitment and selection 

 

Recruitment in this study is defined as a process of searching for candidates for 

employment, whereas selection involves the series of steps by which the candidates 

are screened. The findings of the three case studies reveal that recruitment into 

police department generally takes place at three different levels. One is internally at 

the departmental level (for constables), while for other two (for Assistant Sub-

Inspector and Assistant Superintendent Police) competitive examination is held. 

However, in Pakistan this selection procedure is ignored quite often.  

The officers in the Attock police force are most positive about their system 

of recruitment, followed by Rawalpindi CTP and Islamabad ITP. The case studies 

illustrated that, with information on the specifics of the recruitment, in Islamabad 

ITP (internal recruitment, not non-partisan) and Rawalpindi CTP (political 

manoeuvring), and in general for all forces (also Attock), the use of political, social 
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and departmental affiliations and sources to influence the selection process were 

mentioned. 

When recruitment characteristics are related to the occurrence of integrity 

violations, it is hard to establish a pattern when comparing the three cases. Integrity 

violations occur least in ITP, and at the same time the officers in that force are 

relatively the least satisfied with the recruitment and selection process in their 

organisation. 

The views of the officers in the three forces on the importance of 

‘recruitment and selection’ to explain integrity violations are very much the same.  

‘Merit recruitment’ is selected by 35-40% of the respondents as a factor that really 

matters (although the ranking is somewhat different).  

Over all, ‘recruitment and selection’ cannot explain the differences between 

the Traffic Police forces, even though the officers consider this factor as fairly 

important. 

 

8.3.3. Supervision and Control 

 

In this study supervision and control refers to mechanisms that are adopted to keep 

an eye on officers’ actions and behaviour. The prevailing supervision and control 

mechanisms differ in each case. The Islamabad police force ITP is accountable 

under the federal services rules, while the other two – CTP and Attock - are subject 

to provincial services rules. 

The qualitative data reveals that in general the police departments have not 

developed a complete and trustworthy mechanism in this respect, nor do they allow 

external supervision and control to oversee them. In all cases, the control 

mechanisms are subject to some problems; inequity is evident in each case study. 

For instance, in Islamabad ITP deviant behaviour cases can either be examined in 

the department or sent for legal action. Most of the cases are sent for departmental 

action, which takes around two years to reach a decision. In Rawalpindi CTP and 

Attock special vigilance teams note such deviant behaviours; and here again the 

procedure adopted is so chaotic, lengthy and cumbersome officers can easily 

escape due punishment.  

When this factor is related to the occurrence of integrity violation, a mixed 

picture is seen. Attock has relatively fewer integrity violations (with the exception 

of bribery) than Rawalpindi CTP, and in Attock officers are also more positive 

about supervision and control. Similarly, Islamabad ITP has clearly fewer integrity 

violations than Attock but officers are a bit less positive about this factor. This 

indicates the possibility that the importance of supervision and control might differ 

between forces with more and less integrity violations.  

In line with that, this factor is clearly seen as more important in curbing 

integrity violations and corruption by officers in Attock and Rawalpindi CTP (60% 

and 56% respectively) than by officers in Islamabad ITP (14%). 
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The comparison of cases leads to the conclusion that ‘supervision and control’ 

cannot overall account for the occurrence of integrity violations in the three forces, 

but that this might be related to the frequency of violations. In organisations with 

more violations, it seems to be more important.  

 

8.3.4. Organisational culture 

 

In this study police organisational culture comprises of formal and informal norms, 

such as blue curtain or code of silence, discretionary authority, career enhancement 

opportunities (promotions), autonomy of the officers etc. Some of these factors 

indicate ‘positive’ elements (autonomy; promotion chances, reduction in 

discretionary authority) and others at ‘negative’ ones (code of silence; violating the 

law) of the organisational culture. 

The qualitative data reveals that discretionary authority has been 

substantially reduced in all cases and thereby the opportunities for corruption. 

When associated with negative elements such as ‘code of silence’, this is least 

existent in Attock police officers followed by Rawalpindi CTP, but higher in 

Islamabad ITP. This is also clear from the fact that less evidence is gathered about 

deviant behaviours in Islamabad ITP and Rawalpindi CTP by colleagues or peers; 

information comes mostly from the general public and media. Another important 

positive element, which is related to the autonomy of officers, is a supportive work 

environment and support from supervisors. Interestingly, there is much support 

from supervisors in Islamabad ITP, and less in Rawalpindi CTP and Attock, which 

is also obvious from the distance (in dealings) between supervisors and 

subordinates in those cases.  

The cross case comparison shows that this factor is seen quite differently in each 

case. The positive aspect of this factor is seen as ‘better’ in Attock followed by 

‘good’ in Islamabad ITP, and ‘neutral’ in case of Rawalpindi CTP. The negative 

aspect is less prevalent in Attock, followed by Rawalpindi CTP and lastly more 

prominent in Islamabad ITP.  

When the factor of organisational culture is explored in relation to integrity 

violations, these are fewest in Islamabad ITP (good culture), then in Attock (better 

culture), and lastly in Rawalpindi CTP (neutral culture). However, the element of 

bribery is found more in Attock than in Rawalpindi and Islamabad. The limited 

discretion in all the forces seems to have positive influence on control of integrity 

violations. However, all the case studies also reveal that even with limited 

discretion, the door for petty corruption (acceptance of small bribes) is still open 

and discrimination (based on social class system) can also be found. 

This factor is also regarded as not very important in all forces for curbing 

integrity violations, with as exception of Rawalpindi CTP where 40% of the 

respondents see ‘openness and no secrecy among colleagues’ as an important 

factor.   

Overall, the cross case comparison reveals that organisational culture differs 

between the three police forces, but that there is no clear relationship with the 
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prevalence of integrity violations. For instance Islamabad ITP is less corrupt, but 

the differences with the other forces on negative culture are limited (positive 

culture) and contradictory (most negative in ITP).  

 

8.3.5. Training quality 

In this study training quality concerns items/topics that aim at providing lessons on 

ethics and integrity, skills taught and the quality of the institute and instructional 

staff. 

The qualitative data reveals that in Pakistan there are three different types of 

training for the three tiers of introduction into the police force, given to police 

officers in different academies. The Islamabad and Rawalpindi case studies raise 

some doubts about the qualifications of instructional teams at training institutes for 

lower ranks (i.e., Constables, ASI) and that training courses are devoted mostly to 

marching and other drills, paying little attention to modern policing skills. The case 

of Attock shows a more positive impression of training, and this is in line with the 

education qualifications of Attock police officers. Nevertheless, the true essence of 

ethics and integrity lessons are largely missing in training lower ranking police 

officers in all the three cases.   

The comparison of the case studies reveals that in general the training quality - 

with slight differences - is seen as positive by officers, probably because overall the 

course curriculum and major sections of training are the same across the country. 

Nevertheless, it is found excellent in Attock, followed by good in Islamabad ITP 

and satisfactory in Rawalpindi CTP. In addition to that table 8.8 shows that proper 

job training on ethics is seen as more important by the officers in the three forces 

than professional training on duties for curbing corruption and integrity violation. 

When the occurrence of integrity violations is compared with this factor, it 

can be seen that integrity violations are least in Islamabad ITP (with good training), 

followed by Attock (with excellent training), and lastly Rawalpindi CTP (fairly 

good training). Overall, the existing training quality seems to be unrelated to the 

occurrence of integrity violations across the cases, but it should also be noted that 

ethics training is seen as relevant in the forces with more and less integrity 

violations. In other words, the true essence of training seems to be missed, 

therefore training quality can be improved by incorporating lessons on ethics which 

will further enhance integrity within Pakistan police forces. 

 

8.3.6. Leadership (operational and strategic) 

In this research the factor leadership focuses on ethical aspects for two groups, the 

‘direct supervisor’ (operational) and the ‘departmental head’ (strategic).  

The information from qualitative data reveals that leadership is quite 

different in the cases. In Rawalpindi CTP, leadership is very strict and less 

cooperative, seen as distinguishing themselves from traffic officers by wearing a 



236 

 
different uniform. In Islamabad ITP it is strict but also supportive and the gulf 

between subordinates and supervisors is less. The leaders believe that they have 

influence over their subordinates in integrity violation control, but as some 

interviews reveal, officers doubt this perception of leadership. In the case of 

Attock, the gulf is seen differently because traffic officers are operationally and 

functionally under different commands.  

The leadership in all the cases is believed to be subject and susceptible to 

pressure groups (i.e. political, social, bureaucratic and media etc.). This is often 

seen in case of Rawalpindi CTP, where favours are often given to pressure groups. 

The case study of Attock traffic police demonstrates that these pressure groups are 

very influential and that their leadership is even subject to immediate transfer when 

such a group’s wishes are not fulfilled. The case studies reveal that this problem is 

long associated with police departments. Officers/leadership of the department are 

not assigned for a specific time period/tenure, they can be transferred after one 

month if the government or pressure groups are not happy with the performance190.  

When integrity violations are compared with this factor, it can be seen that 

Islamabad ITP with fewer integrity violations shows good leadership, that in 

Rawalpindi CTP with many more integrity violations, leadership is considered 

good, and that in Attock with a moderate number of integrity violations, leadership 

is seen as excellent. In addition: this factor is not seen as pivotal by respondents in 

all three cases in curbing integrity violations in their respective organizations.  

The overall above information infers that leadership cannot be seen as 

directly related to the occurrence of integrity violations in the three Pakistan police 

cases.  

 
8.3.7. Political and social environment191  

The political and social environment refers to the crucial external factors that 

influence the police organisation operations. These include political (from elites) 

pressure on police organisations to be subservient and under their control, societal 

pressures and expectations for preferential treatment from police, police 

community relation (based on socio-economic conditions).    

                                                 
190 Performance means fulfilling the objectives/interests of the influential pressure groups. 

See for instance short glimpses of such pressure groups in these news reports,  

http://www.awaztoday.com/News_Operation-in-Karachi-faces-doom-as-political-pressure-

comes-into-play_1_41451_Political-News.aspx  and http://www.nation.com.pk/lahore/06-

Nov-2011/Pressure-groups-running-our-powerful-police retrieved on 02-05-2014  
191 It is pertinent to note that this factor was comprehensively explored during the 

interviews and informal discussion because these factors are so abstract and cannot be 

gauged by few items in questionnaire. The two items were added in the questionnaires, and 

these aimed at finding the opinion of respondents on overall influence of these factors in 

relation to integrity violations and corruption control in the respective case studies/cities.  
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The comparison of the case studies reveals that different political and social 

environments prevail in different cases. The capital of Pakistan Islamabad 

demonstrates the whole country in terms of political representation, and the public 

has more access to corridors of power,192 including political, social, economic and 

bureaucratic, with the best socio-economic conditions. This greater access reduces 

the chances of exploitation by the police as well as political exploitation of police. 

Second is the adjacent city Rawalpindi, being completely different from Islamabad 

in terms of political influences (more on the police) and socio-economic conditions 

(lower than Islamabad). The third case study, (Attock), has a more rural-like setting 

with low socio-economic conditions, and seems to have more pressure groups and 

more political influences on police departments. 

The impact of these different political and social settings can be seen in the 

perceptions of the public (media) about the police. For instance, in Islamabad the 

general public, civil society, media and government (politicians/law makers) view 

the traffic forces ITP as competent and being of high integrity. To some extent 

such perceptions also hold for Rawalpindi CTP from the perspective of general 

public and media, but not in the view of political elites193. In Attock the public 

holds the same negative perception about Traffic Police as they do for other 

mainstream and district police (such as incompetent, corrupt etc.) These 

perceptions play a role when the public interacts with such forces. For instance, 

based on such perceptions, there will be fewer instances of offering bribes to ITP 

and CTP officers, than to Attock officers.     

Sometime these social and political forces are seemingly intertwined in 

influencing the police organisation because it is social pressure that sometimes 

compels the political elites to take certain decisions and actions (positive or 

negative) on the police organisation. The positive influence is seen more in the case 

of Islamabad ITP, followed by Rawalpindi CTP and then Attock. This influence is 

also visible in terms of resources allocation for traffic departments (and for general 

police department as well), and also sometimes equals law implementation towards 

the elites194.   

When this factor195 is explored in relation to integrity violations the officers’ 

perceptions reveal that it is ‘good’ in case of Islamabad ITP, ‘satisfactory’ in case 

of Rawalpindi CTP, but ‘not good’ in case of Attock.   

                                                 
192 It was revealed during the informal discussion with a police officer in Islamabad while 

patrolling with him in different streets that the police is very cautious here, because in 

Islamabad everybody has some influence and approach to higher authorities, and even 

every second or third person is a government servant or relative of a high ranking officer. 

Therefore, injustice to the public by the police seldom goes unnoticed.  
193 This is inferred from interviews with traffic officers in Rawalpindi. 
194 As noticed in case of issuing tickets to high profile persons in Islamabad (e.g. to son of 

Chief Justice of Pakistan), much resistance is seen in case of Rawalpindi and Attock.  
195 In the survey this factor was explored not to investigate the satisfaction rather, to see 
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The social and political environment thus seems important to understand the 

occurrence of corruption and other integrity violations in the three police forces. In 

particular societal expectation, access to higher authorities, and better socio-

economic conditions seem to matter. The forces differ in these respects and the 

police officers themselves see this context as important. 

 

Conclusion 
 

To sum up the above information on the occurrence of on integrity violations and 

the characteristics of the three forces, a number of preliminary conclusions seem 

appropriate. For integrity violations, it has been shown that they occur least in 

Islamabad ITP, followed by Attock and then Rawalpindi CTP: the exception is 

bribery and misuse of duty hours and privileges in Attock, which is higher than 

Rawalpindi CTP. 

When the characteristics of the forces are compared, Attock officers seem to 

be fairly positive and satisfied, excepting with the salary and reward system, 

followed by Islamabad ITP and Rawalpindi CTP. When these characteristics are 

compared across the case studies with the occurrences of integrity violation, a 

rather complex pattern arises. Some of the factors seem relevant to explain the 

differences between the three forces, but most often a mixed picture emerges. 

Salary and reward and the political and social environment seem to be related to 

the prominence of integrity violations. Recruitment and selection, organisational 

culture (also negative) and leadership seem unrelated, while training, and 

supervision and control appear to have more or less influence on integrity 

violations, depending on specific circumstances.   

 
Part II: Quantitative analyses 

 

The second part of this chapter describes and analyses integrity violations and 

factors that influence them, by taking into account the combined total survey 

information, rather than analysing individual case studies. The analysis in this part 

gives the overall picture of the project in response to answering the research 

questions. I performed the regression analyses after inspecting the inter-

correlations and correlations between dependent and independent variables. In 

other words, a step-by-step approach has been adopted to reach the final regression 

analysis. For instance, inter-correlations among independent variables show the 

element of the existence of multicollinearity problems. The correlations between 

dependent and independent variables show the extent and direction of the 

relationship to each other. The regression analysis also shows the relationship of 

                                                                                                                            
how these factors helps in curbing integrity violations. In Islamabad more than 70% 

respondent indicated that it helps, in Rawalpindi around 55% and in Attock only 27% 

agreed that these factor influence the occurrences of integrity violations. 
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dependent variables with independent variables by controlling the effects of other 

independent and control variables.  

 

8.4. Survey analysis: Integrity violations and important factors  

This section analyses the various influences and relationships of important factors 

on and with integrity violations. Before proceeding to answer the empirical 

research questions with the help of quantitative data, some preliminary analyses are 

made. The section 8.4.1 focuses on the correlations between occurrences and moral 

acceptability judgement of integrity violations. Later (inter)correlation between 

integrity violations (dependent variables) and important factors (independent 

variables) are analysed. In section 8.4.2, regression analyses are discussed, utilising 

both the Ordinary Least Square (OLS) and Ordinal Regression (PLUM) analysis, 

but opting for OLS for particular reasons. For all these analyses the whole data set 

was used (n=440), and Spearman rank order correlation was used, which does not 

hold the normality distribution assumption and therefore suits better for this study. 

 

8.4.1. Correlations: Integrity violations and important factors 

The correlations between the occurrences and moral acceptability judgement 

provide an important insight about integrity violations and the perceptions of the 

police officers in Pakistan. These analyses help in answering whether more 

acceptable violations lead to more occurrences of integrity violations or vice versa. 

These correlation analyses help in establishing whether occurrences and 

acceptability of integrity violations are intertwined in police officers’ perception. 

This section further pays attention to correlation analyses between dependent 

variables (integrity violations occurrences) and independent variables (important 

factors) and whether these two are related. The following analyses are described 

below.  

 

Correlations between the occurrences and moral acceptability judgement of 

integrity violations, or do more acceptable violations occur more often?    

 

The correlations between acceptability and occurrence of integrity violations (see 

table 8.7) reveal that these are mostly significant and positive. These correlations 

show that if one integrity violation is acceptable, then the respondents also see it as 

occurring more frequently in their organisation, or vice versa, which is quite logical 

and plausible. This holds for almost all types of violations occurrences with all 

types of integrity violations acceptability. However, the favouritism by managers is 

not significantly, or in some cases of very low significance, correlated with other 

violations. It is also important to note that acceptability of one type of integrity 

violation does not mean that it leads to or causes more occurrences of other types of 

violations; rather it is simply a relationship between acceptability and occurrences 
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in the perception of respondents. This is very clear from the high mutual 

correlations of a specific type of violation (for instance acceptability of waiving 

fines versus occurrence of waiving fines).  

 

Table 8.7 Correlations between acceptability and observed frequency of 

integrity violations 

 
Correlations  between the acceptability and observed frequency of integrity 

violations (Spearman's rho, n=440) 

  Observed frequency of integrity violations   

Acceptability of integrity 

violations 1 2 3 4 5 6 7 8 9 

1 Corruption 0.54

** 

0.07 0.45

** 

0.30

** 

.23

** 

0.36

** 

0.34 

** 

0.44

** 

0.36

** 

2 Favouritism by Managers 0.11

* 

0.68

** 

0.08 0.07 .19

** 

0.13

** 

0.11* 0.09 0.11

* 

3 Stealing and theft 0.30

** 

0.04 0.70

** 

0.36

** 

.30

** 

0.46

** 

0.42 

** 

0.54

** 

0.43

** 

4 Waiving fines 0.32

** 

0.03 0.48

** 

0.74

** 

.43

** 

0.55

** 

0.51 

** 

0.48

** 

0.55

** 

5 Acceptance of favours 

and Gifts 

0.28

** 

0.15

** 

0.31

** 

0.50

** 

.71

** 

0.41

** 

0.38 

** 

0.36

** 

0.43

** 

6 Concealing information 0.30

** 

0.04 0.48

** 

0.53

** 

.42

** 

0.69

** 

0.55 

** 

0.47

** 

0.48

** 

7 Discrimination 

 

0.30

** 

0.13

* 

0.46

** 

0.49

** 

.45

** 

0.59

** 

0.70 

** 

0.49

** 

0.50

** 

8 Sexual harassment 0.28

** 

0.02 0.60

** 

0.44

** 

.30

** 

0.53

** 

0.43 

** 

0.65

** 

0.46

** 

9 Misuse of duty 

hours/public privileges 

0.34

** 

0.06 0.52

** 

0.50

** 

.36

** 

0.48

** 

0.51 

** 

0.46

** 

0.69

** 

Note: The correlations are Spearman rho; missing’s in the dataset were replaced by means.     **. 

Correlation is significant at the 0.01 level (2-tailed).  

 

The information on this correlation reveals that occurrences and acceptability of 

types of integrity violations are intertwined. The same holds for the inter-

correlation between the frequency of integrity violations and between the 

acceptability of integrity violations (and perception of integrity violations)196. In 

general, it indicates that when one type of integrity violation is found/occurs, then 

the occurrence of other integrity violations is also more likely to arise/occur in the 

organisation. If one integrity violation is found acceptable, other integrity 

violations also tend to be found acceptable by respondents. In other words, they 

indicate that integrity violations are related phenomena. 

                                                 
196  The information about these can be made available upon request.  
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 As the occurrences of integrity violations form the main variables in this 

study, they are used for the analysis with independent factors for correlations and 

regression analysis.  
 

Correlations between influential factors and observed frequency of integrity 

violations; or how integrity violations are related to important independent 

factors?  

 

Before interpreting the correlations between factors (of the conceptual model) and 

observed frequencies or occurrences of integrity violations, it should be noted that 

respondents were asked about the occurrences of integrity violations in their 

organisations over the last twelve months. For the independent factors their 

perception was recorded in order to ascertain to what extent they were satisfied 

with the important factors. A question may arise on how to correlate these two 

because one perception is about their own satisfaction, while other is measuring the 

perception about an activity in the organisation. Although this is not an ideal 

situation, with sensitive issues like corruption and other integrity violations it is 

hard to record the respondents’ own true perceptions of how or to what extent they 

are involved in such activities. The possible socially desirable response in asking 

such question would be that they would report that they are never involved in these 

integrity violations (cf. Vasquez, 2013). Therefore, the perceived occurrences of 

integrity violations have been used as proxy for determining the correlations 

between influential factors and occurrences of integrity violations (cf. de Schrijver, 

et al., 2010: 698).  
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Table 8.8 Correlations between occurrences of integrity violations and 

influential factors 

 

Correlation between frequency of integrity violations and influential factor (n=440) 

  1 2 3 4 5 6 7 8 9 

SRS 
0 .10* 0.04 -.11* -.17** -.17** -.23** -0.08 -.20** 

RecS 
-.10* .19** -0.09 -.20** -.19** -.22** -.19** -0.06 -.25** 

SupCon 
-.17** .17** -.23** -.25** -.20** -.27** -.27** -.22** -.31** 

POC 
-0.05 0.09 -.13** -.24** -.26** -.26** -.28** -.23** -.28** 

NOC  
.14** -.19** .22** .16** .11* .23** .16** .21** .20** 

TQ 
-.11* 0.09 -.18** -.23** -.26** -.29** -.28** -.21** -.31** 

LOS 
-0.08 0.08 -.15** -.22** -.18** -.26** -.21** -.21** -.25** 

*. Correlation is significant at the 0.05 level (2-tailed). **. Correlation is significant at the 0.01 level (2-tailed). 

SRS=Salary and Reward system; RecS=Recruitment and Selection; SupCon=Supervision and Control; 

POC=Positive Organizational Culture; NOC=Negative Organisational Culture; TQ=Training Quality; 

LOS=Leadership Operational and Strategic; 1) Corruption (acceptance of bribes; 2) Favouritism by Managers; 3) 

Stealing and theft; 4) Waiving fines; 5) Acceptance of favours and Gifts; 6) Concealing information; 7) 

Discrimination; 8) Sexual harassment; 9) Misuse of duty hours/public privileges. 

 

Before interpreting the results of this correlation (see Table 8.8), it is 

important to note that the negative correlation means positive impact on the 

occurrence of integrity violations (meaning occurrences decrease with greater 

satisfaction with factors) and positive correlation means negative impact 

(occurrences of integrity violation increase). However, there is one exception in 

relation to negative organisational culture in which the scores have been reversed. 

For this factor, negative means negative impact and positive mean positive impact. 

For instance if negative organisational culture is promoted, then integrity violations 

(stealing and theft, sexual harassment, waiving fines etc.) will increase. The other 

correlations between frequency of integrity violations and influential factors are 

almost all negatively significant, but have low correlation, meaning that 

occurrences of integrity violations decrease, the greater the satisfaction with the 

factors. An exception is favouritism by managers with three factors (i.e., salary and 

reward, recruitment and selection and supervision and control), where very low but 

positive significant correlation is exhibited, meaning that occurrences of 

favouritism increase with greater satisfaction with these factors. In addition, 

favouritism by managers shows negatively significant correlation with negative 

organisational culture, which means if negative organisational culture increases, 

then favouritism by managers decreases, which is interesting and might be due to 

Pakistan culture. A possible reason for this might be the prevailing cultural norms 

in Pakistan (see Sadozai et al., 2012). Pakistan is basically a collective society, and 

at organisational levels the structure is hierarchical and great distance between 

power levels. It is very hard to rule out the possibility of nepotism, cronyism and 
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favouritism from Pakistan organisations, and which is also considered as cultural 

malaise in Pakistan (for details see Mangi, Jhatial, Shah,  and Ghumro, 2012). 

Therefore, it can be inferred that the more a negative organisational culture is 

prevails, the more the favouritism by managers becomes an integral part of this 

culture and hence not recognised, admitted or seen as an integrity violation. 

However, in general the expected relations between the influential factors 

and the integrity violations are found; the negative correlations demonstrate that if 

the perception of influential factors is positive, then the occurrence of integrity 

violations decreases. These correlations show that in the perception of respondents 

almost every influential factor is perceived as contributing positively toward the 

curtailment of integrity violations (although the correlations are rather low). 

However, the correlation analyses make no prior assumption about two variables 

that which one is dependent or independent, rather give an estimate as to the degree 

of association between the variables. In order to find and determine whether 

integrity violations occurrences are positively or negatively influenced by factors, a 

multiple regression analysis is generally made. This allows measuring the relative 

importance of single independent variables, because this sort of analysis removes 

the potential or distorting influence of other independent variables197. 

 

8.4.2. Regression analysis relationship between integrity violations and 

influential factors 

In this study, a multiple ordinary regression analysis (OLS) and ordinal regression 

analysis (PLUM198) were carried out, the results of which are presented in table 8.9, 

and Appendix (B1) respectively. Although PLUM is technically the best option for 

the data, OLS was also carried out. Since a negligible difference was recorded from 

                                                 
197 The inter-correlations between independent variables comprise of some factors (as 

described in conceptual model of this study) that might influence integrity violations in an 

organisation. The factors (independent variables) show signs of interdependence, and there 

is a risk of multicollinearity in multiple regression analyses (see table Appendix C 1). This 

risk reduces the power in the consecutive steps of the regression analysis, or in other words, 

in the presence of multicollinearity, the regression estimates are unstable. Therefore, in 

order to rule out the multicollinearity, variance inflation factor (VIF) and the condition 

number of the regressor matrix are obtained. Among all the independent variables, the 

largest condition index and largest VIF is found for training quality i.e., 18.67 and 3.5, 

respectively, with salary and reward and recruitment and selection, which are all below the 

common standard of 30 and 10, respectively. 

For details see: https://umdrive.memphis.edu/yxu/public/Multicollinearity.pdf retrieved on 

28-01-2014 
198 PLUM stands for Polytomous Universal Model.  This type of regression analysis is 

generally used for data in which dependent variables are categorical. In addition that it is 

used when the data failed the assumption of linearity, normality distribution, and 

homoscedasticity of the variance, which was the case with our data set.  
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the two analyses, the OLS was selected for further explanation as being a robust 

method and easily interpretable and comprehensible. The analyses controlled for 

independent variables and also for several background variables199.  
 

Table 8.9 OLS regression analysis regarding the influence of independent 

variables on the observed frequency of integrity violations (n= 440) 
 

Dependent Variables 

  1 2 3 4 5 6 7 8  9 

Adjusted R2 0.04 0.3 0.09 0.10 0.14 0.12 0.17 0.12 0.10 

Independent variables                   

SRS 
  

0.16

** 

      

RecS 
 

0.13

** 

     

0.24

** 

 

SupCon 

-

0.24

** 

 

-

0.16

** 

    

-

0.17

* 

 

POC 
 

0.15

* 

 

-

0.14

* 

  

-

0.17

* 

-

0.21 

 

NOC  
0.12

* 

-

0.13

** 

0.24

** 

0.20

** 

0.13

** 

0.24

** 

0.25

* 

0.25

** 

0.24

** 

TQ 
 

-

0.17

* 

  

-

0.24

** 

 

-

0,19

* 

  

LOS 
      

0.18

** 

  Level of significance, normal is 0.01, italic is 0.05 level; SRS=Salary and Reward system; 

RecS=Recruitment and Selection; SupCon=Supervision and Control; POC=Positive 

Organizational Culture; NOC=Negative Organisational Culture; TQ=Training Quality; 

LOS=Leadership Operational and Strategic; 1) Corruption (acceptance of bribes; 2) 

Favouritism by Managers; 3) Stealing and theft; 4) Waiving fines; 5) Acceptance of favours 

and Gifts; 6) Concealing information; 7) Discrimination; 8) Sexual harassment; 9) Misuse 

of duty hours/public privileges 

 

Table 8.9 shows only the significant influence of independent variables (factors) on 

dependent variables (different types of integrity violations), as well as a measure 

                                                 
199 The background variables are age, gender, current rank (from constable to senior 

superintendent of police), education level (from high school to PhD), current salary and job 

experience (from less than three years to more than 15 years). 
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for the overall explained variance200 (i.e. adjusted square (R2) for OLS). The levels 

of significance are represented in different forms (steric **) for 0.01 and (steric *) 

0.05 levels of significance respectively. In total nine regression analyses were 

performed; one for each integrity violation.  

The different figures reveal a complex picture. Some independent variables 

stimulate different types of integrity violations, while others limit them201. The 

influences on each dependent variable (type of integrity violations) are described 

below. 

The acceptance of bribes (corruption) as an integrity violation is less frequently 

observed among the police forces in Pakistan. The regression analyses show that a 

negative organisational culture encourages this type of violation, whereas 

supervision and control has a positive impact on the occurrences; that is with an 

increase in strict supervision, occurrences decrease. 

Favouritism by managers within a department (for reward, promotion, 

posting, pardon, ACRs) is the most frequently observed integrity violation among 

police forces in Pakistan. The regression analyses exhibit a hybrid picture with 

some factors (such as recruitment and selection and positive organisational culture) 

negatively impacting on the occurrence, or in other words stimulating the 

occurrence if satisfaction with those factors increases. In addition, negative 

organisational culture reduces the occurrences of this violation. With respect to 

recruitment and selection, it brings some favouritism by managers, because they 

are partly involved in the recruitment and selection procedures. The possible reason 

for this stimulation by positive organisation culture is that when the autonomy, 

discretion and support of colleagues increase, favouritism also tends to increase. In 

other words, in negative culture favouritism is more allowed and therefore less 

notified. Nevertheless, training in ethics and skill development has a positive 

impact and tend to reduce the occurrences of this type of violation. 

                                                 
200 The estimates mentioned in OLS are the result of stepwise procedure. In addition it 

shows that one unit change in an independent variable (satisfaction) would lead to certain 

change in a dependent variable, once the effect of all other independent variables in the 

model are held constant or are controlled for. In PLUM the estimates are in log-odds: the 

regression coefficients represent the change in logit, or in other words it shows the direction 

of effect for each one unit increase in independent variable once the effect are controlled for 

all other independent variable. The overall measure of variance is Nagelkerke R square for 

ordinal regression analysis, PLUM. The levels of significance are represented in different 

forms (normal and italic) for 0.01 and 0.05 level of significance respectively.  
201 The explanation of some of the results are strange, which is quite often seen in 

quantitative analysis, and which points to be more careful in interpretation. Such strange 

results are sometimes the result of suppression effects of variables (as eloquently described 

by Friedman and Wall, 2005), particularly when differences in the direction of correlations 

and regression analysis are observed. Therefore, interpretation of these strange correlations 

and regression are described with more care to understand whether suppression effect has 

occurred or not in the analysis. 
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 For the observed frequency of stealing and theft, the factors supervision and 

control and negative organisational culture have a significant and positive impact, 

even though these violations occur relatively less frequently among police forces 

(see table 8.3). The regression analyses suggest that when supervision and control 

is strict, then this type of violation can be limited in police forces. When a negative 

organisational culture is promoted, when officers hide each other errors and deviant 

behaviours, then the occurrences of this type of violation will increase. In addition, 

with greater satisfaction in salary and reward, the occurrence of stealing and theft is 

stimulated; the reason might be (as described in interviews) that it is very hard to 

convince a public sector employee (especially police) to be satisfied with his/her 

salary, and as the salary increases, the life pattern changes and new needs arise, 

which is further compensated by more stealing and theft and bribes202. Someone 

has rightly said the richer one gets the greedier he becomes. 

As regards to the observed frequency of waiving fines, this type of violation 

is seen as occurring relatively frequently (see table 8.3) in police forces. However, 

the regression analyses show that only one factor, organisational culture (both 

positive and negative dimension) influences this type of violation. The positive 

culture limits the occurrences while negative organisational culture promotes it. 

The frequency of acceptance of favours and gifts is also seen quite often by 

police officers in Pakistan (see table 8.3). The correlations show that this integrity 

violation is negatively related to all types of factors, meaning that if there is 

satisfaction with factors then this type of violation decreases. However, the 

regression analyses show that negative organisational culture is decisive in 

stimulating this violation, while training on ethics is crucial in limiting it.  

The frequency of concealing information and making false/misleading 

statements is also relatively high among the police forces in Pakistan. This type of 

violation is related to organisational culture. This is also obvious from the 

correlations between concealing information and organisational culture (see table 

8.8). The regression analyses show only the influence of organisational culture 

(both positive and negative) on the occurrences of this type of violation. In other 

words, if the negative organisational culture factor is promoted (i.e., code of 

silence) in police organisations then this type of violation tends to occur more often 

and when organisational culture is positive, this limits the frequency of concealing 

information and making false/misleading statements. 

The frequency of discrimination (based on gender, family and departmental 

affiliations) as an integrity violation is also seen as relatively high. The regression 

analyses show many factors influence the occurrences of this violation; however, 

some are positive influences and others negative. The positive influencing factors 

are organisational culture - positive- and training. Leadership has a negative 

                                                 
202 Salary and reward also has a weak correlation of 0.12 with corruption on 0.1 

significance level, which also reflects that employees compensate their salary by these sorts 

of behaviours. 
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impact, due to this factor stimulating the occurrence of this type of violation. The 

possible reason for this could be that leadership is sometime considered as an 

integral part of organisational culture, and because of the strong influence of 

negative organisational culture, the leadership influence is negative (Lasthuizen, 

2008). 

In terms of observed frequency of sexual harassment, the data (see table 8.3) 

shows that this type of violation is not often observed, however, the regression 

analyses shows that the factors that influence positively are supervision and 

control, and a positive and negative organisational culture. In other words, with an 

improvement in strict supervision and control, and by promoting positive culture 

(such reduction in discretion, providing autonomy and promotion chances) and 

limiting the negative culture (hiding colleague’s errors etc.), this type of violation 

is seen less often.  

The misuses of duty hours, which comprises of behaviours such as falsely 

reporting sick, and doing personal or officers’ personal chores during duty hours 

are seen as occurring quite often. This violation can be related to negative 

organisational culture in which information is kept hidden (i.e., code of silence, and 

peer support) (see table 8.8). Also the regression analyses show that this type of 

violation is influenced by negative organisational culture, which in fact stimulates 

the incidence in police forces in Pakistan. 

   

8.5. Conclusion 

 

To sum up, the overall picture of the regression analysis is indeed complex, 

however it also shows and highlights that some factors might lead to control or 

reduction in integrity violations of different types. The overall analysis shows that 

organisational culture (both positive and negative) is contributing to the occurrence 

of integrity violations; however, negative organisational culture is far more 

decisive. Some results become difficult to interpret because they are in conflict 

with what is normally expected (that those factors would limit the violation). For 

instance, the results show that leadership and recruitment and selection have a 

negative impact on sexual harassment, discrimination and favouritism by 

managers, in the sense that these stimulate these types of violations. It seems that 

such factors then become part of the organisational integrity problem: a bad 

example is followed. On the other hand, supervision and control, positive 

organisational culture and training are shown to help curtail quite a few integrity 

violations, amongst others corruption.  
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9. Conclusion and Discussion 
 

 

9.1. Introduction 

 

The main purpose of this research was and is to increase our understanding of 

corruption and particularly police corruption in Pakistan (or more broadly, integrity 

violations) and to investigate the factors that influence the occurrence of integrity 

violations, including corruption. In addition, the study aims to contribute to curbing 

corruption and improving integrity within the police and possibly other public 

organisations in Pakistan and beyond. 

In order to contribute to that goal and to answer the research questions on 

corruption in the Traffic Police in Pakistan, first the literature on corruption, police 

corruption and police integrity was reviewed, which resulted in a theoretical and 

conceptual framework for the research. In addition information about politics and 

public administration in Pakistan was presented. The empirical research consisted 

of three case studies on traffic police forces in Pakistan (two traffic police forces in 

which reforms have been introduced, and one case without those reforms). The 

case studies included the study of written sources, observation at police stations, 

interviews with officers and a survey within the forces (as described in the chapters 

5-7). In each case study nine types of integrity violations were under scrutiny, as 

well as several factors that might influence integrity violations (incl. corruption). 

Chapter 8 contained a cross-case analysis and an analysis of the survey results on 

the integrity violations and the factors.   

This final chapter presents and discusses the overall conclusion. It begins 

by charting the basics of the research outline with the central questions and 

concepts, the research model and the methods used (section 9.2). Section 9.3 and 

9.4 summarise and discuss the major findings of the empirical study (based on the 

cross-case analysis and the survey results). Then the practical implications of what 

needs to be done are discussed (9.5), and the methodological theoretical 

contribution is described in section 9.6. Lastly it presents suggestions for future 

research (9.7). 

 

9.2. Research question, concepts, model and methods 

 

The study started looking at police corruption with research questions on the 

amount of corruption, on what factors influence corruption and what lessons might 

be learned to curb  police corruption in Pakistan: 

 

How corrupt are (traffic) police forces in Pakistan and what factors influence 

corruption within that police force? And  

What lessons can be learned from that to improve police integrity? 
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The issues of corruption and police corruption are very relevant for Pakistan, 

as it is ranked among the most corrupt countries by Transparency International 

reports (2006; 2009; 2010) and the police in Pakistan is consistently perceived as 

the most corrupt sector in the country. Nevertheless, the topic is under-

researched203. Though many research papers (Suddle, 2007; Warraich, 2004; 

Mohammad and Conway, 2005; Asad, 2009; Fasihuddin, 2009; Jamal, 2010; 

Abbas, 2012; Riaz, 2012) indicate the severity of the issue, empirical research, 

especially among the police officers themselves, is still scarce. This is also evident 

from the fact that there are many studies (such as Akhtar, Rafiq, Asif, Saeed, and 

Kashif, 2012; Abbasi, Aziz, and Khan, 2014) on police corruption, but these tend 

to focus mostly on public opinion data through surveys, in order to assess the 

corruption and other deviant behaviours among Pakistani police, and not on 

research among police officers themselves. Hence little empirical data is available 

which analyses the issue at micro and meso-level, concerning the factors that might 

help in controlling integrity violations and corruption in public sector organisations 

(especially in police departments).  

This is particularly true for the police in Pakistan. In addition, if the 

perception of the public is seen as a reliable reflection of the severity of issue, the 

police department is the major problem, while efforts concerning policy 

development and prosecution are seldom seen.  

The first phase of the study consisted of a review of the literature and 

knowledge on issues related to police corruption and integrity in both developed 

and developing countries, and the collection of background information on 

Pakistan and the (traffic) police in the country (chapters two and three). The study 

of the literature on police corruption and integrity broadened the focus of the study 

to include integrity violations, with corruption as one of its manifestations. This 

resulted in the conceptual model with factors that might influence integrity 

violations and corruption in organisations. The selection included factors at the 

micro, meso and macro level.  

The model focuses on a number of dimensions that might cause corrupt 

acts and other integrity violations, or prevent them. The first dimension was related 

to individuals and their work (micro level). Often in developing countries poverty 

and financial need are seen as the most important factor. This factor was taken into 

consideration: a reward system for efficiency and honesty to keep the employees 

motivated in their jobs and organisations. In addition, discretionary authority and 

its misuse, which is generally seen as cause for corrupt acts, were included. The 

last element in this dimension was duty hours or duration, to reduce the stress on 

employees in organisations such as the like police. 

                                                 
203 Peter Gottschalk (2009: 434) aptly notes that “in Pakistan, every day the media are full 

of criticism of police inefficiency and dearth of resources. Police…..commit every type of 

crime, and are involved in child sex abuse in addition to corruption, brutality, torture etc., 

but, unfortunately, no research has been done on that.” 
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Organizational factors 

 

Corruption /integrity 

violations 

External environment 

 

Individual factors 

At meso level the study focused on organisational structure, culture and 

leadership as pivotal factors in influencing corruption. Organisational structure 

incorporated merit based recruitment, existing control mechanisms and rules. In 

organisational culture it focused on the existence of both positive and negative 

elements, and training in competence and ethics. The role of leadership was 

analysed at two levels, that of the immediate superior and the organisational head. 

The aim was to see whether leadership set any personal examples either through 

personal character or attention to employees’ deviant behaviours. 

Lastly, at macro level the framework focused on political, socio-economic 

conditions and the community role and influence in anti-corruption in Pakistani 

police. The model is presented below in the figure 9.1. 

 

Figure 9.1 Conceptual Model 

 
  

 

Different concepts are present in the model, stemming from the available literature 

and these are clarified in table 9.1. 
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Table 9.1 Theoretical concepts and definitions  

 
Concepts and definitions 

Corruption: “behavior on the part of officials in the public sector, whether politicians or 

civil servants in which they improperly and unlawfully enrich themselves or those 

associated with them, by the misuse of the public power entrusted to them” (Fijnaut and 

Huberts, 2002: 4). Police corruption: “an officer knowingly doing or not doing something 

that is against his or her duty for some form of financial or material gain or promise of such 

gain” (Punch, 2009: 18). 

Integrity: “the quality of behaviors among the employees in accordance with norms, values 

and rules which have obligations within the organization and toward the external 

environment”. Integrity violations:  “behavior that deviates from the moral values, norms, 

rules and obligations.” (See Fijnaut and Huberts, 2002: 4). These integrity violations are 

composed of nine types, adopted from Lasthuizen, Huberts, Heres (2011), but modified for 

Pakistani Traffic Police - corruption, favouritism by managers, stealing and theft, waiving 

fines, acceptance of gifts, concealing information/abuse of information, discrimination, 

sexual harassment, using duty hours/privileges for private purposes.  

Salary and reward: direct and indirect financial compensation, including a pay that a 

person receives in the form of wages, salaries, commissions and bonuses (Mondy, 2008; 

see also Tima, 2011).  

Recruitment and selection: the process of searching for candidates for employment and 

stimulating them to apply for jobs in the organisation, and the series of steps by which the 

candidates are screened for employment.  

Supervision and control: the direct check on officers’ behaviour (supervision) and 

mechanisms that keep an eye on officers’ acts/behaviours as well as “verifying whether 

everything occurs in conformity with the plan adopted, the instructions issued and 

principles established” (control; Fayol, 1949: 107).  

Organisational culture: the formal and informal values, norms and ideas (Chan, 1996) 

including aspects as the ‘blue curtain’, or ‘the code of silence’, (cf. Newham, 2002; 

Newburn, 1999, Klockars, Ivkovic and Haberfield, 2006).  

Training quality: the quality of training programmes and institutions, including ethics, 

integrity and good skills.  

Leadership: ethical leadership by direct supervisors (operational) and ‘department heads’ 

(strategic) (Trevino, 1985; Brown, Trevino, and  Harrison 2005).  

Political and social environment: the crucial external factors that influence the police 

organisation operations, including political (elites) pressure on police organisations, societal 

pressures and expectations for preferential treatment from police, police community 

relations (based on socio-economic conditions).    

 

The second research phase consisted of the operationalisation of the theoretical 

concepts for the empirical study, in line with the central research question, to 

investigate the factors that might influence integrity violations (corruption) in 

Pakistan. Table 9.2 summarises the operationalisation that led to the collection of 

quantitative and qualitative data (i.e., questionnaire survey, observation, semi-

structured interviews and informal discussions). In the survey-questionnaire each 

main element of the conceptual model was assessed by using several items. To 

enhance the research validity in collecting data on traffic police within the context 
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of Pakistan the survey used existing and tested scales as far as possible, which were 

later vetted and approved by academics, researchers and police officers in the field.  

Table 9.2 presents an idea of the operationalised concepts 

 

Table 9.2 Operationalised concepts and measurement 

 

Operationalisation of concepts and measurement204  

Types of integrity violations used for occurrences, moral acceptability judgment and 

considered to be violations. 1) corruption; 2) favouritism by managers; 3) stealing and 

theft; 4) waiving fines; 5) acceptance of favours in kind (including gifts); 6) concealing 

information/abuse of information; 7. discrimination; 8) sexual harassment; 9) misuse of 

duty hours/privileges for private purposes. Each integrity violation has one to four 

different items that measure such types.  

Question/item for integrity violation occurrence/frequency 

How often did you see the occurrence of these incidents in your department over the last 

year?  

1) never; 2) only once; 3 rarely (few times per year); 4) sometimes; 5) often (every week) 

 Question/item on integrity violation moral judgment (i.e. acceptability): 

In my opinion, the occurrences of these kinds of behaviours are  

1) never acceptable; 2) seldom acceptable; 3) sometimes acceptable; 4) mostly 

acceptable; 5) always acceptable 

Question/item on integrity violations consideration (i.e. perception): 

To what extent do you agree/disagree with the following behaviours as integrity violations 

in your department?   

1) strongly disagree; 2) disagree; 3) neither agree nor disagree; 4) agree; 5) strongly 

agree 

 

Important factors that might influence integrity violations in an organisation included 

questions and items on existing salary and rewards, recruitment and selection, supervision 

and control, organisational culture, training quality, leadership and any opinion on overall 

anti-corruption and anti-integrity violation measures. These factors were measured with 

different items and officers’ perceptions were recorded on five-point Likert scale, such as: 

1) strongly disagree; 2) disagree; 3) neutral; 4) agree; 5) strongly agree.  

 

The third phase involved the empirical research among Traffic Police forces and 

officers in Pakistan. To that end the fieldwork consisted of conducting interviews 

with key informants, a survey among police forces in three cities, participant 

observation in three cities, and reading openly accessible and some confidential 

documents in all three case studies. Of a total of 960 questionnaires, 470 were 

returned, and 440 were selected for analysis (a response rate of 46 percent). The 

sample representation matched the research population in relation to background 

and demographic statistics (see chapter 5-7).  

                                                 
204 The description of the whole procedure is explained in chapter 4.  
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The final phase involved the presentation and analysis of data in order to 

answer the research questions with which this study started. Each case study (5-7) 

has been analysed with those questions in mind, and, with the help of qualitative 

and quantitative data, cross-case comparison (chapter 8) attested to the prevailing 

differences on integrity violations and prevailing characteristics and factors in each 

case study. 

 

9.3. Summary of the results: Views on corruption and integrity 

This section summarises the findings and results from qualitative and quantitative 

data in line with the research questions of this study. The information presented 

here focuses on what is generally perceived more or less as corruption or an 

integrity violation, to what extent are integrity violations considered acceptable and 

how often they occur in the various organisations (see table 9.3). 

The information gathered from the three case studies (see chapter 5-7) shows 

that police officers in Pakistan differ in their understanding of corruption and 

integrity violations from the picture emerging from the literature.  

Police corruption and police integrity (violations) are seen as a crucial topic 

in the literature, as well as in the available empirical research with manifold images 

of what the topic consists of in terms of content and the conditions and factors that 

determine their occurrence.  

The Traffic Police officers and forces in Pakistan also perceive corruption and 

integrity violations as a relevant topic, but the perceptions of the content as well as 

the conditions/factors that matter differ. 

Officers in police forces in Pakistan do not reason about corruption and 

unacceptable behaviour in terms of integrity and integrity violations. Those 

concepts seem for now inappropriate to further our understanding of behaviour that 

is actually considered as morally unacceptable in the context of the Pakistan police 

(traffic forces). 

Nevertheless, most of the types of integrity violations mentioned in the 

literature as unacceptable are also seen as unacceptable by a majority of police 

officers in Pakistan. These behaviours vary from corruption and theft to 

discrimination and intimidation. There is one exception though: in one of the police 

forces in particular, favouritism by managers, as well as some other ‘violations’ are 

considered as acceptable. 

It is also clear that police officers and forces have different views on the 

acceptability of the types of corruption or integrity violations distinguished. 

Corruption and theft are seen as least acceptable, and sexual harassment also 

belongs to that category.  

The acceptability of integrity violations clearly coincides with their 

perceived occurrence. Of course this is not so surprising, even though it is not clear 

whether prevalence/occurrence leads to acceptability or that acceptability leads to 

more occurrences.  
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The occurrence of integrity violations clearly differs between the three 

police forces, with an overall surprising result. The two police forces that were 

reformed/modernised differ greatly, with the least (Islamabad) and the most 

(Rawalpindi) integrity violations, while the most traditional force (Attock) shows 

an in-between picture. This coincides with the views of officers on the 

acceptability of the selected behaviours, which shows that other factors than the 

‘modernisation’, as such, seem to make a difference. 

 

Table 9.3 Overall picture on corruption and integrity violations  

 

 

The cross-case comparison (chapter 8) on perceptions of considerations 

(interpretations), acceptability and occurrence of integrity violations shows that 

with respect to all these perceptions, Islamabad Traffic Police officers interpret or 

see behaviours more often as integrity violations and show the least acceptability 

and the least occurrence of integrity violations. When the Rawalpindi City Traffic 

Police is compared with the Attock Traffic Police, a complicated picture arises. The 

Rawalpindi CTP officers see different types of behaviour as not being integrity 

violations, therefore more acceptability and occurrence is observed in that case 

study. In case of Attock Traffic Police, they do not perceive certain behaviours as 

integrity violations, but find them unacceptable, but serious types occur more often 

than in Rawalpindi CTP. 

 

 

 
Types of integrity violations Integrity 

violations 

perception 

‘(strongly) 

disagree’ 

Overall 

(n=440) 

Integrity 

violations 

acceptability 

‘sometime, 

mostly or 

always’  

Overall 

(n=440) 

Integrity 

violations 

occurrence 

‘sometime, 

often or 

always’ occur  

Overall 

(n=440) 

1 Corruption 38% 10% 12% 

2 Favouritism by managers 39% 60% 62% 

3 Stealing, theft 49% 19% 14% 

4 Waiving fines 54% 35% 31% 

5 Gifts 48% 38% 41% 

6 Concealing information/abuse of 

information 
53% 30% 29% 

7 Discrimination 54% 30% 32% 

8 Sexual harassment 53% 19% 16% 

9 Misuse of duty hours/privileges for 

private purposes 
55% 27% 31% 
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9.4. Summary of the results: Factors and conditions that influence 

integrity violations 

Concerning the factors and conditions that influence integrity violations among 

police forces in Pakistan, the primary results based on qualitative and quantitative 

data show some differences. This is understandable as the three forces examined in 

this study exhibit clear differences in their structure, operation, formation and 

organisation.  

The general findings from the descriptive data and interviews indicate that 

some factors seem contributory, while others are not. It depends on the type of 

integrity violation, the factor that is analysed and the case under scrutiny. Therefore 

to try to come to overall conclusions, this section first describes the conclusions 

based on cross-case comparison and then combines these with the results from the 

survey and the interviews (as in chapter 8). The factors are compared step by step 

below, which will evince their positive or negative contribution toward integrity 

violation occurrence.  

Salary and reward are seen as the most important factor for curbing integrity 

violations (including corruption) among the officers in all the three police forces 

(see table 8.8). The cross-case comparison also shows that this factor is related to 

the occurrence of integrity violations, with the exception of Attock (with lowest 

salary and a middle position in violations). However, the survey analyses raise 

serious doubts (correlations and regression analysis). They show that this factor 

influences only specific types of violations (corruption, stealing and theft) and 

contrary to what was expected salary and reward seem to stimulate instead of limit, 

in particular corruption and stealing and theft.  

Recruitment and selection is seen as an important factor for curbing integrity 

violations by 35-40% of the officers in all forces, but the cross-case analysis leads 

to the conclusion that there is no relationship with the prevalence of integrity 

violations in the forces. The regression analyses shows that ‘merit recruitment’ 

only influences the occurrence of a few types of violation (sexual harassment, 

discrimination, and favouritism by managers), and surprisingly negatively (it 

stimulates these violations).  

Supervision and control is seen as very important by the officers in two 

forces (Rawalpindi and Attock) while in one force (Islamabad) it was not seen as 

important for curbing violations. The cross-case comparison shows that this factor 

seems somehow related to the prevalence of integrity violations, but it cannot 

account for the overall occurrences. This can also be seen in correlation and 

regression analyses. The factor seems to limit the occurrence of many violations 

(correlations), but the more advanced regression analysis shows that this concerns 

specific violations - corruption/bribes, stealing and theft and sexual harassment. 

For these types clear supervision will lead to a decrease.  

The elements of organisational culture (both positive and negative) are seen 

quite differently by the officers in the three police forces in terms of their influence 

on the occurrence of violations. ‘Rewarding honest and efficient behaviour’ is 
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considered important in all forces but ‘openness and no secrecy among colleagues’ 

is seen very differently. The picture is also not quite clear when the views on 

culture are related to the occurrence of violations in the three forces. However, the 

correlation and regression analyses show that this factor influences many types of 

behaviours/violations. For instance, positive elements limit the occurrences of 

violations such as sexual harassment, waiving fines, discrimination and concealing 

information, with the exception of favouritism by managers which is stimulated by 

this factor. The influence of negative elements are positive (meaning more negative 

culture leads to more violations) with the exception of favouritism by managers. 

Thus culture really seems to matter (with the exception of favouritism) and is 

decisive in the occurrence of integrity violations. 

Training in improvement of ethical behaviour and professional skills is seen 

as a relevant factor to curb violations by the officers in all the three police forces 

(40-50%). The cross-case comparison however, shows that this factor cannot 

account for the difference in the occurrence of integrity violations, which might be 

related to the fact that the officers in all forces are fairly satisfied with the present 

quality of the training. The correlation analysis signals the importance of training 

for curbing many violations, though the regression analyses show that this factor 

influences only the occurrences of specific types of violations - discrimination, 

favouritism by managers and acceptance of favours and gifts.  

Leadership is not seen as an important factor in curbing integrity violations 

by the officers in the police forces. The cross-case comparison also shows that 

leadership seems to be unrelated to the occurrences of violations in the police 

forces. The correlation analyses show that leadership is correlated to the occurrence 

of violations, but the regression analysis gives the opposite, with consequences for 

a few specific type of violation (discrimination) and surprisingly stimulating that 

type of violation.  

The overall picture on the factors is not so easy to interpret and summarise. 

Nevertheless paying a better salary does not seem to limit integrity violations, 

neither does recruitment and selection and leadership, while supervision and 

control, training and stimulating the positive and limiting the negative elements of 

culture appear to be important in curbing (sometimes specific) integrity violations 

in the context of Pakistani police forces. The figure below (9.1) depicts the 

relationship between factors and integrity violations including corruption. 
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Figure 9.1 Relationship between influential factors and integrity violations 

including corruption. 

 

 
 

These results also lead to a number of suggestions concerning another 

research question - what seems to help in curbing corruption and other integrity 

violations in the Pakistan police? 

 

9.5. What might help in curbing integrity violations in Pakistan? 

In order to answer the question ‘what might help to curb integrity violations’, 

attention to two dimensions is required. The first concerns the (acceptability and 

occurrence) of integrity violations and the second focuses on the factors that might 

help in curbing violations.  

It also is clear that the interpretation, acceptability and occurrences of 

integrity violations are inter-related phenomena. A better understanding and 

awareness concerning integrity violations thus seems important for reducing their 

occurrence. 

The case studies demonstrate that the interpretation, acceptability and 

occurrences of integrity violations are quite diverse across the various police 

forces. In addition, each case study suggests its own policy recommendations, as 

described in the concluding parts in each study (chapter 5-7), which suggests that 

some types of violations require more awareness while others need more strict 

supervision and control mechanisms. The types of violations are context 

dependent. 

Overall the differences in interpretation and acceptability of different types 

of integrity violations indicate that better education, sufficient and better training 

including refresher courses, and exchanging views among police officers seem to 
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be pivotal in dissemination information and stimulating understanding about 

integrity violations. In addition, the recruitment process seems relevant. In 

recruitment more attention for integrity might help to reduce the instances of 

integrity violation (including corruption). 

The second dimension concerns the lessons to be learned for integrity 

policies, building upon the research results on the factors that appear to influence 

the occurrence of the different types of integrity violations. Effective policies 

should address those factors or conditions. Surprisingly, the police officers in the 

three forces themselves seem fairly satisfied with the effectiveness of existing 

policies. A number of questions in the survey concerned that satisfaction as well as 

the interpretation of the officers of their own police force compared to others. 

Table 9.4 clarifies that, though it also shows that this might be related to officers’ 

perception of the integrity performance of their own force (and the Traffic Police 

sector) compared to the rest of the police in Pakistan. In addition, based on the 

interviews, it seems relevant to add that police officers seem to be reluctant to 

criticise their own force and leadership in this respect (social desirability bias).  

 

Table 9.4 Police officers perception on policies effectiveness 

 

Items 

ITP CTP ATP 

Agree Disagree Agree Disagree Agree Disagree 

In comparison with 

other (district) police 

forces, I consider my 

police department to 

be less corrupt 67% 17% 85% 10% 87% 13% 

My police department 

is effective in its 

policies to control 

corruption 71% 21% 80% 12% 90% 10% 

 
Factors and policy 

 

What might help to (further) improve the effectiveness of anti-corruption and 

integrity policies within the Pakistan (traffic) police? The answer to this question of 

course, is related to the research conclusions on the factors and conditions that 

stimulate or limit the occurrence of corruption and integrity violations in the three 

police forces. Building on the previous conclusion that paying a better salary does 

not seem to limit integrity violations, nor does recruitment and selection and 

leadership, while supervision and control, training and stimulating the positive and 

limiting the negative elements of culture appear to be important in curbing 

(sometimes specific) integrity violations in the context of Pakistani police forces, a 

number of suggestions for future policies arise. 
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It has become clear that paying a better salary, as such, does not help to curb 

integrity violations. Basically the pay structure should enable police officers to 

cope with living expenses, but paying more in a force also leads to more violations 

relating to financial profit. Similar doubts concerning existing recruitment and -

surprisingly- leadership exist.  Much more important seem to be culture and 

integrity oriented policies, in combination with strict supervision (compliance) 

policies. 

The organisational culture (both positive and negative) seems to be decisive in 

influencing integrity violations. In this study these elements were related to 

autonomy, promotion chances, reduction in discretionary authority in curbing 

corruption (positive) and the code of silence and violating the law for performance 

targets (negative).  

Even though these elements are not easy to incorporate in actual policies 

(autonomy versus limiting discretion on corruption), overall this teaches that 

attention should be paid to existing cultures among police colleagues. Providing 

more autonomy and promotion chances seem relevant as well as addressing the 

negative culture (‘code of silence’) among police officers (paying attention to the 

whistle-blowing and complaint culture).  

In line with the previous conclusions, the provision of better training in ethics and 

particularly dissemination of lessons for understanding the differences between 

acceptable and non-acceptable behaviours (in line with organisational objectives) 

could limit the occurrences of integrity violations. The case studies also made that 

clear (with questionable training in terms of time duration and competency in 

RCTP and ITP). 

The mechanisms for supervision and control also need more attention in 

pursuance of curbing integrity violations. Police organisations do not allow others 

to supervise them, but within the police department, a proper and trustworthy 

mechanism is also lacking. Only few types of integrity violations are addressed by 

existing supervision and control in the police departments. For example, the type of 

control adopted by RCTP and Attock in the form of vigilance teams does form a 

deterrent in the hearts of police officers, however the procedure adopted for 

prosecution is chaotic and needs to be refined and simplified. 

A last factor to address in developing integrity policies concerns the political 

and social environment, which also influences the occurrences of integrity 

violations. However, it will take time to change such settings. The community 

attitudes to and expectations of the police departments need a complete overhaul 

and much effort. This change will come with time and through better education, so 

that society becomes more aware of what to expect from the police. In addition, 

some amendments in the law are required, in which the giver (of bribes, favours to 

police) are also held responsible, rather than just focusing on takers.  

Overall this also signals that the idea that anti-corruption policies (in a 

perspective of developing countries) that concentrate on the elements in line with 

the changes brought about in Pakistan on the Traffic Police as studied by Noor 

(2009), is too simple and uniform to make the traffic police forces ‘islands of 
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integrity’. This was illustrated by the comparison between the three police forces 

with similarities and differences, and as a consequence the lesson that ‘anti-

corruption policies’ have to be differentiated. Varying policies are needed, taking 

into account the characteristics of the police forces, the necessity to address 

awareness as well as actual behaviour (occurrence), with in addition the finding 

that different violations require different types of policies. However it also signals 

that there is hope, that policies can make a difference.  

 

9.6. Contribution to theory and methodology 

 

This explorative study on police corruption and integrity violations in Pakistan, in 

the field of public administration/governance studies, yields a number of 

theoretical and methodological insights to take into account in future research. 

The study connected the literature on corruption and integrity violations to 

research into (traffic) police forces in Pakistan. This results in a number of new 

insights.   

 The interpretation and acceptability of what are known as integrity violations 

that are prominent in the literature seem to be context dependent. In Pakistan police 

officers clearly have different perceptions of the behaviours from those in the 

literature as (morally unacceptable) integrity violations. Many of them do not 

interpret those behaviours in terms of integrity or integrity violations, and their 

views on the acceptability clearly differ. This leads to the conclusion that these 

concepts and their interpretation need further clarification, keeping in mind the 

context (i.e., country, department and type of violation). 

 The concept of ‘corruption’ seems more familiar in the context of the 

Pakistan (traffic) police. This coincides with an overall view that behaviour related 

to inappropriate (personal) profit is seen as least acceptable. Nevertheless, this 

research on a broader spectrum of behaviours (integrity violations) also shows that 

it would be inappropriate to pay attention only to corruption and fraud and other 

violations related to financial benefit. This becomes clear from the information 

presented on the occurrences as well as the acceptability of the different types of 

violations. Many police officers see almost all of the violations distinguished as 

unacceptable, even though the perceived occurrence of those behaviours clearly 

differs. 

 The literature and the research on corruption and integrity violations tend to 

present an overall picture of the perceptions, causes and policies that seem to 

characterise the phenomenon. As mentioned before, this study questions that 

tendency to generalise. Interpretations and perceptions differ between the types of 

(corrupt or unethical) behaviour, as well as the causes of what ‘goes wrong’ and 

what ‘might help’ to curb violations and improve integrity. A more differentiated 

or nuanced theory seems appropriate to further our understanding of the problem. 
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The research presented illustrated that many factors or conditions do matter in 

curbing corruption and improving integrity. In theory and research a model that 

includes factors or conditions at the micro, meso and macro level seems inevitable. 

In addition the study illustrated that the state of the art in our thinking about causes 

and solutions seems to be only partly valid for the police forces studies in Pakistan. 

Existing ideas about the importance of, for example, salary and leadership to 

prevent corruption and improve integrity were criticised. Of course, this may be 

related to specific characteristics of the Pakistan police forces, nevertheless, it also 

illustrates that the causes of the problem and the effectiveness of policies seem to 

be context dependent. Our research on police corruption and integrity thus might 

benefit from more nuance and differentiation. 

The methodology of the study included the use of a broad typology 

of integrity violations and a conceptual model on the factors with potential 

influence on the occurrence of those violations, based on the available 

international literature and research on police corruption and integrity. The 

operationalisation (for the case studies and the survey) took into account a 

number of specific circumstances of the Traffic Police forces to be studied 

in Pakistan. Nevertheless, it was also clear from the beginning that the 

chosen framework would lead to doubts, questions and challenges on the 

usefulness of the application of such a general framework in specific 

research on Pakistan (police forces). What are the lessons learned in this 

respect?  
 In general, the methodology summarised seems to be useful and applicable 

to this type of study. The case studies in three police forces and the survey among 

the police officers could be organised and completed satisfactorily. The results 

signify, as mentioned before, important differences between the views within the 

Pakistan police and prevailing notions about integrity and corruption in the 

literature, but that concerns an important empirical result of the study, resulting 

from the chosen concepts, model and methodology. That framework seems to be 

worthwhile to apply elsewhere, enabling the gathering of information about a 

variety of (integrity) violations, the differences on their acceptability and 

occurrence, the conditions that seem to be influential and the lessons to be learned 

for policies.  

 Nevertheless, a more critical comment seems to be appropriate as well. As 

signalled earlier, in the survey research ‘social desirability’ appears to have 

influenced the results on a number of topics. Reflection on that, possibly leading to 

the use of other and more advanced research methods, might improve future 

research.  

 Another topic for reflection on the methodology is the combination of three 

case studies with an overall survey among the officers in the police forces. As the 

analyses and the conclusions showed, the two types of research sometimes led to a 

confusing and contradictory answer on the basic research questions. That made the 

concluding analysis rather complicated. This might lead to questions on the 
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usefulness of the multi-method approach used, but it seems arguably more 

appropriate to learn from the resulting complexity. Studies based on only a number 

of cases or only on a survey bring about only limited understanding of complex 

phenomena as the corruption and integrity in and of police forces in Pakistan.  

 The multi-method methodology used in this study has led to useful results, 

but a number of more critical comments seem appropriate as well. For future 

research it seems wise to reflect more on ‘social desirability’, as already 

mentioned. In addition and in retrospect, another topic for reflection concerns the 

selection of the cases to be studied and how to combine the surveys within the 

different police forces. In the context of Pakistan it is never easy to involve 

organisations in this type of research on a disputed and sensitive issue as corruption 

and integrity. Three traffic police forces, chosen because of their different 

characteristics, cooperated also on experiences and policies concerning integrity. In 

the three forces the research involved enough police officers for the survey, but the 

number of officers participating clearly differed. This of course also leads to 

difficulties in interpreting overall survey results, and an overall survey of officers 

within more (traffic) police forces is to be recommended.  

 

9.7. Future research directions 

 

This study focused on the perception of corruption and integrity violations in three 

Traffic Police forces in Pakistan, and paid attention to the influence of different 

factors in the occurrence of integrity violations in those traffic police departments. 

The results are clear, resulting in new insights in how integrity and integrity 

policies work in the context of the forces studied. However they are also limited. 

This offers a challenging agenda for future research. Studies should also be 

conducted on other police forces in Pakistan, as well as on police forces in other 

(developing) countries in order to come to more general conclusions on police 

corruption and integrity (perception, factors, policies). Hopefully this will also lead 

to further reflection on the types of integrity violations that are relevant. A broader 

contextual typology seems to be needed to understand the integrity of the police as 

well as how developing countries police (particularly in Pakistan) react to that and 

can cope with the factors and policies that seem to matter.  

This study clearly showed that integrity violations interpretations and 

moral acceptability judgments differ. This study also highlighted the factors that 

stimulate or limit types of integrity violations occurrences, with a number of 

surprising results. More  rigorous research within the Traffic Police as well as 

among other police departments (in Pakistan and beyond) seems necessary and 

would be fruitful in helping to understand what goes wrong, as well as to further 

more effective policies to curb corruption and to improve police integrity.  
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Appendix A 1 

 

Survey         

             

 
 

Introduction  
 

Dear respondent.  

My name is Saif Ullah Khalid. I am currently pursuing PhD research at the Free 

University Amsterdam, The Netherlands. For the sake of my PhD thesis on 

“Quality of policing: Integrity, Productivity, Efficiency and Effectiveness”, I would 

like you to answer the following anonymous questionnaire. In this questionnaire I 

ask your opinion about a large number of incidents that in several ways have to do 

something with integrity. Your honest and valuable answers will help me ascertain 

the validity of my argument. It will take about 15 minutes to answer the questions 

and your answers remain strictly confidential. Thank you in advance for your kind 

cooperation.  

Kind regards,  

Saif Ullah Khalid, PhD Student VU University Amsterdam.  
 

 

Section I  

1.   

What is your age (in years)? 

 

(1)   18-24  
(2)   25-34  
(3)   35-44  

(4)   45-54   

(5)   55 and more 

2.  Are you (1)   Male 

(2)   Female 

3.  What is your current rank? 

 

 

(1)   Constable 

(2)   Head constable 

(3)   Assistant Sub-Inspector 

(4)   Sub-Inspector 

(5)   Inspector 

(6)   Deputy Superintendent of Police  
(7)   Assistant Superintendent of Police  

(8)   Superintendent of Police  
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(9)   Senior Superintendent of Police  

(10) Other:……………. 

4.  What is your highest level of 

education?  

 

 

(1)   High School 

(2)   Intermediate 

(3)   Bachelor’s Degree 

(4)   Master’s Degree 

(5)   Doctorate/PhD Degree 

(6)   Other: …………………… 

5.  What is your salary in Pakistan 

Rupees  

 

 

(1)  10,000-15,000 

(2)  16,000-30,000 

(3)  31,000-45,000 

(4)  46,000-60,000 

(5)  61,000 and over 

(6)  I don’t want to answer 

6.  What is your total experience in 

Police (in years)? 

(1)  less than 3  

(2)  3-5 

(3)  6-10 

(4)  11-15 

(5)  More than 15 

 

 
Section II  How often do 

you see the 

occurrence of 

these incidents 

in your 

department 

over the last 

year?  

 

 
1=Never 

 2=Only once  

 3=Rarely (few 

times per year) 

 4=Sometimes  

 5=Often(every 

week) 

In my opinion 

the occurrence 

of  this kind of 

behavior is:  

 

 

 

 

 
1=Never 

acceptable  

2= Seldom 

acceptable 

3= Sometimes 

acceptable 

4=Mostly 

acceptable 

5= Always 

acceptable 

To what extent 

do you 

agree/disagree 

with the 

following 

behaviors as 

integrity 

violations in 

your 

department?  

 
1= Strongly 

disagree 

2=  Disagree 

3=  Neither agree 

nor disagree 

4=  Agree 

5=  Strongly 

agree     
Never                  

Often  
 Never                  

Always 

Strongly           

Strongly           

Disagree            

Agree 

7.  Accepting bribes from external parties   1 -   2-  3-  4-   

5 

  1  -   2-  3-  4-   

5 

   1  -   2-  3-  4-   

5 

8.  Favoritism by managers within 

department (for reward, promotion, 

posting, pardon, ACRs,) 

  1 -   2-  3-  4 

-  5 

1  -   2-  3-  4-   

5 

   1  -   2-  3-  4-   

5 

9.  Private use of public perks and 

privileges 

  1 -   2-   3- 4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

10.  Accepting favors in kind from private 

people/victims/accused/applicants/ 

  1 -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 
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11.  Asking a colleague to waive a fine 

given to family member  

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

12.  Asking a colleague to waive a fine 

given to friends 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

13.  Asking a colleague to waive a fine 

given to acquaintance 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

14.  Change the nature of violation to 

increase or decrease the amount of fine 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

15.  Concealing the corrupt practices of 

colleague from supervisory authorities 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

16.  Concealing information for 

management or government 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

17.  Making false or misleading statements 

in police reports 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

18.  Discrimination based on gender 1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

19.  Discrimination based on status 1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

20.  Discrimination based on ethnicity 1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

21.  Discrimination based on departmental 

affiliation  

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

22.  Sexual harassment of male colleagues 1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

23.  Sexual harassment of female 

colleagues 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

24.  Use of offensive language to road 

users 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

25.  Falsely reporting sick 1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

26.  Stealing from unprotected property  1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

27.  Stealing from victims of accidents  1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

28.  Stealing from accused 1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

29.  Theft of business equipment by 

employees 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

30.  Doing personal chores/services during 

duty hours 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

31.  Doing personal chores/services for 

officers during duty hours 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 

1  -   2-  3-  4-   

5 
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32. Are there other types of behavior that have not been mentioned 

which you consider in conflict with integrity of the police? Please write in 

the box below. 

 

 
 

Section III. In your opinion, to what extent you are satisfied with the following 

factors in your   department? Please encircle one number per statement using the 

following scale. 

 
Strongly Disagree Disagree Neutral Agree Strongly Agree 

1 2 3 4 5 

 
Salary and reward system: 

 
33.  Salary was one of  the cause(s) that attracted me toward 

this organization  

             1  -   2-  3-  4-   5 

34.  My salary is sufficient for my own and family needs    1  -   2-  3-  4-   5 
35.  My salary is sufficient for the work which I am doing     1  -   2-  3-  4-   5 

36.  My salary is in congruence with the discretionary 

authority I have 

   1  -   2-  3-  4-   5 

37.  I am satisfied with current pay structure in my 

organization 

   1  -   2-  3-  4-   5 

38.  Less salary increases temptations toward deviant 

behavior (corruption) 

   1  -   2-  3-  4-   5 

39.  I get more salary than any other public sector employee 

having similar qualification  

   1  -   2-  3-  4-   5 

40.  There are constant rewards for an acts/displaying of 

honesty in our organization 

   1  -   2-  3-  4-   5 

41.  I receive sufficient appreciation for my efforts    1  -   2-  3-  4-   5 

 
Recruitment/selection: 

 
42.  In my organization recruitments are done on merit    1  -   2-  3-  4-   5 

43.  In my organization selections are based on honesty and 

integrity of individuals 

             1  -   2-  3-  4-   5 

44.  High officers’ personal preferences play no role in 

recruitment in this organization 

             1  -   2-  3-  4-   5 

45.  Political affiliations play no role in recruitment in this 

organization 

             1  -   2-  3-  4-   5 
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Supervision and control: 

 
46.  There is strict supervision on patrolling officers 1  -   2-  3-  4-   5 

47.  In my department there exist strict rules on integrity 

violations 

1  -   2-  3-  4-   5 

48.  In my department rules are implemented fairly 1  -   2-  3-  4-   5 

49.  Once reported corrupt behavior is never tolerated in my 

organization 

1  -   2-  3-  4-   5 

50.  Often disciplinary actions are taken against corrupt officers 1  -   2-  3-  4-   5 

 
Organizational culture: 

 
51.  Each person in this organization decides for 

himself/herself what is right and wrong  
1  -   2-  3-  4-   5 

52.  In our organization employees are willing to violate the 

law to achieve their performance targets 
1  -   2-  3-  4-   5 

53.  If one of our colleague does some rule 

violations/unacceptable behavior, colleague tries to cover 

up his mistakes.  

1  -   2-  3-  4-   5 

54.  In our organization, it is expected  that we will always do 

what is right for the customers and the public 

1  -   2-  3-  4-   5 

55.  The lack of discretion reduced the opportunities for 

corruption in our organization 
              1  -   2-  3-  4-   5 

56.  In our organization we have good chances of promotion               1  -   2-  3-  4-   5 

 
Training quality: 

 
57.  Good trainings are provided in good training institutes  1  -   2-  3-  4-   5 

58.  Ethics and integrity lessons were provided during 

training  

1  -   2-  3-  4-   5 

59.  I am satisfied with the skill provided during the training 1  -   2-  3-  4-   5 

60.  I am satisfied with the instructional team (trainers) of this 

organization 

1  -   2-  3-  4-   5 

 
Leadership (Operational and Strategic): 

 
61.  My direct supervisor sets a good example in terms of 

ethical behaviour 

1  -   2-  3-  4-   5 

62.  My direct supervisor keep his promises 1  -   2-  3-  4-   5 

63.  My direct supervisor can be trusted  1  -   2-  3-  4-   5 

64.  My department head takes reports of undesirable conduct 

seriously 

1  -   2-  3-  4-   5 

65.  My department head would never tolerate unethical or 

illegal conduct in our organization 

1  -   2-  3-  4-   5 

66.  My department head takes disciplinary action against 

those who violate ethical standards, or undesirable 

conduct 

1  -   2-  3-  4-   5 
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Section IV: This section inquires your opinion about your own traffic police 

department. Please encircle one number per statement using the following scale. 

 
Strongly Disagree Disagree Neutral Agree Strongly Agree 

1 2 3 4 5 

 
67.      In comparison with other (district) police forces, I consider my 

police department to be less corrupt 

1  -   2-  3-  4-   5 

68.  The traffic police in Pakistan is less corrupt than other police 

forces 

1  -   2-  3-  4-   5 

69.  My police department is effective in its policies to control 

corruption 

1  -   2-  3-  4-   5 

70.  The political environment my police department/force 

operates in, contributes to corruption control 

1  -   2-  3-  4-   5 

71.  The community my police department/force operates in, 

contributes to corruption control 

1  -   2-  3-  4-   5 

   
72. Which factors mentioned below is most important for curbing corruption and 

safeguarding integrity in your police department/force? Please select five factors 

and order them in sequence 1-5. 
    

1) 2) 3) 4) 5) 

 

1- paying a good salary 

2- rewarding honest and efficient behavior 

3- clear rules on the work to do  

4- less duty hours 

5- merit recruitment 

6- strong supervision and no tolerance on corrupt acts 

7- openness and no secrecy among colleagues 

8- proper (pre) job professional training (on duties) 

9- proper (pre) job training on ethics 

10- leadership: giving a good example 

11- leadership: clear and strict on integrity 

12- Mechanization of police work 

 
 

73. What factor(s) (if not mentioned above) do you see as crucial for curbing 

corruption and safeguarding integrity in your department? Please write that down. 
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Appendix A 2 Authorization Letter 
 

 

Datum Onderwerp Our reference  
22.09.2011 Authorization letter l.w.j.c.huberts@vu.nl 
  
Telefoon Fax  
+31 20 598 6805 + 31 20 598 6820  
 
Department of Political Science and Public Administration, De Boelelaan 1081, 
1081 HV, Amsterdam, the Netherlands  
 
 
Authorization letter for field work 

 
This is to certify that Saif Ullah Khalid, is doing PhD study in the department of 

Governance studies at the VU University Amsterdam, the Netherlands. He is 

supervised by prof. dr. L.W.J.C. Huberts (lwjc.huberts@vu.nl) and dr. Gjalt de 

Graaf (g.de.graaf@vu.nl). His academic thesis is entitled “Quality of Policing:  

Integrity, Productivity, Efficiency, and Effectiveness”. His project is about how 

organizations, especially police organizations, learn from each other in the 

pursuance to improve the performances of organization(s). And how the quality of 

public organizations policies can be improved to achieve the organization’s 

integrity, productivity, efficiency and professionalism. Currently Saif is at the 

phase of data collection for his project. He will need to do some participant 
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Appendix C1 Correlations among independent influential factors 

 

Correlations among independent/influential factors 

  SRS RecS SupCon OC TQ LOS 

SRS 1.00      

RecS .57** 1.00     

SupCon .56** .66** 1.00    

OC .61** .50** .50** 1.00   

TQ .56** .62** .73** .55** 1.00  

LOS .46** .57** .71** .47** .78** 1.00 

**. Correlation is significant at the 0.01 level (2-tailed). 1) SRS=Salary and Reward system; 2) 

RecS=Recruitment and Selection; 3) SupCon=Supervision and Control; 4) OC=Organizational 

Culture; 5) TQ=Training Quality; 6) LOS=Leadership Operational and Strategic 
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Appendix D 1 ITP traffic violations’ fine 
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Appendix D 2 Rawalpindi Traffic Warden fine list 

 

Amendment in Twelfthe Schedule of Ordinance XIX of 1965 

"TWELFTH SCHEDULE VIOLATIONS AND PENALTIES" 

    FINES  

CODE VIOLATIONS  

MOTORCYC

LE/  

SCOOTER  

MOTOR 

CAR/JE

EP ETC.  

MOTOR CAB/  

MOTORCYCL

E RICKSHAW 

& 

TRACTOR(A

GRI)  

ALL 

OTHER 

VEHICL

ES  

1  

Exceeding 

prescribed speed 

limit  

Rs. 100  Rs. 300  Rs. 100  Rs. 300  

2  

Carrying 

passengers in a 

public service 

vehicle exceeding 

permissible limit  

-  -  Rs. 100  Rs. 300  

3  

Violation of traffic 

signals(Electronic/

Manual)  

Rs. 200  Rs. 300  Rs. 200  Rs. 400  

4  
Overloading a 

goods vehicle  
-  -  Rs. 100  Rs. 400  

5  

Driving a motor 

vehicle at night 

without proper 

lights  

Rs. 100  Rs. 200  Rs. 200  Rs. 300  

6  

Driving a motor 

vehicle on the 

wrong side of the 

road  

Rs. 100  Rs. 300  Rs. 100  Rs. 300  

7  

Driving a motor 

vehicle with 

tinted/covered 

glasses  
-  

Rs. 300 

and 

removal 

of tinted 

glass etc.  

Rs. 300  

And removal of 

tinted glass etc.  

Rs. 300  

And 

removal 

of tinted 

glass etc.  

8  
Violation of 

line/lane/zebra 
Rs. 100  Rs. 200  Rs. 100  Rs. 200  
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crossing etc.  

9  

Plying a motor 

vehicle where and 

when prohibited  

Rs. 100  Rs. 200  Rs. 300  Rs. 300  

10  Obstructing traffic  Rs. 100  Rs. 200  Rs. 200  Rs. 300  

11  
Reckless and 

negligent driving  
Rs. 200  Rs. 300  Rs. 300  Rs. 400  

12  

Driving a motor 

vehicle without a 

driving licence  Rs. 100  Rs. 200  Rs. 200  

   

Rs. 400  

   

13  

Using a pressure 

horn, musical horn 

or using any other 

horn in a silence 

zone  

Rs. 100  Rs. 200  Rs. 100  Rs. 300  

14  
Emitting excessive 

smoke  
Rs. 100  Rs. 200  Rs. 200  Rs. 300  

15  

Driving an 

urregistered motor 

vehicle  

Rs. 200  Rs. 300  Rs. 300  Rs. 500  

16  
Driving in violation 

of age limit  
Rs. 200  Rs. 300  Rs. 300  Rs. 400  

17  

Driving a motor 

vehicle without 

fitness certificate  

-  -  

Rs. 300  

And impounding 

of the vehicle till 

the production 

of fitness 

certificate  

Rs. 400  

And 

impoundi

ng of the 

vehicle till 

the 

productio

n of 

fitness 

certificate  

18  

Driving without or 

in violation of 

conditions of route 

permit  -  -  

Rs. 300  

And impounding 

of the vehicle till 

the production 

of route permit 

Rs. 500  

And 

impoundi

ng of the 

vehicle till 

the 
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productio

n of route 

permit  

19  

Riding a two wheel 

motorcycle without 

crash helmet  

Rs. 100  -  -  -  

20  

Pillion riding by 

more than two 

persons  

Rs. 200  -  -  -  

21  

Use of hand-held 

mobile phone while 

driving  

Rs. 100  Rs. 300  Rs. 200  Rs. 400  

22  

Non-fastening of 

seatbelt while 

driving on a 

notified road  

-  Rs. 200  Rs. 200  Rs. 300  

23  
Violation of 

parking rules  
Rs. 100  Rs. 300  Rs. 200  Rs. 300  

24  

Violation of any 

other provision of 

the ordinance or the 

rules made there 

under punishable 

under section 112  

Rs. 100  Rs. 200  Rs. 200  Rs. 300  
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Appendix E Interview protocol 

 
Background/context 

 

1. Can you tell me something about your background and the work you do in 

this department? Have you worked in other regions/cities before?  

What do they understand to be corruption?  

 

2. If you think about corruption, what do you think of? What do you 

understand to be corruption? Can you give examples and explain why?  

3. Is there any difference between corruption and police corruption (you 

think)? Can you explain this?  

 

Their experience and perception with regard to corruption 

 

4. Does corruption forms an important issue in your organization? If so, can 

you elaborate on that? If not, can you explain why not?  

5. Have you ever been confronted with corrupt behavior in your organization? 

If so, can you explain what happened (form of corrupt behavior and how it was 

handled by the department)  

6. How common is corruption in your organization? How is this now in 

comparison to the past? Can you explain that?  

7. If you are familiar with corruption in your organization, why do you think 

corrupt behavior occurs in the police department? Can you explain that?  

 

Their perception/ knowledge on how the department tries to combat corruption (if 

any) 

 

8. Does combating corruption form an important issue in your organization? 

If so can you elaborate on that? If not, can you explain why not? 

9. In your opinion, does your organization have mechanisms/tools/programs 

to control police corruption, if yes, what are these? What do you think about their 

effectiveness?  

   

 Their perception about different influential variables for corruption control  

 

10. Do you think that your leader/head officer has an influence on you and 

other employee’s integrity? If yes, can you give a recent example about leadership 

in this context in your organization? If No, then why not?  
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11. How does the general recruitment of new policemen in your organization 

take place? What are the different channels (personal, political) through which 

individuals are selected? And are there ways in which the selection process can be 

influenced (recent example if any)? 

12. If you are familiar with the training process in your organization, to what 

extent are ethics and integrity issues addressed in these training programs? 

13. Do you think there are enough possibilities to control corruption in your 

organization? If yes, what are these possibilities? If ‘no’ can you explain? And 

what disciplinary actions can be undertaken in the case of corrupt behavior by 

employees of the organization? Any recent example? 

14. What do you think about your salary? Do you think that you and your other 

colleagues are content with the current salary and reward setup in your 

organization? 

15. Can you describe the work sphere in your organization? Do you see/feel 

any grouping in your organization among colleagues? And how much mutual 

support do you think there is within those groups/that group? Do they support each 

other in formal and informal ways? 

 

Perception on external/complimentary variables 

 

16. What do you think determine the decisions/actions to take in order to 

control corruption? In your opinion, what are the external forces influencing police 

corruption control? Can you explain this? 

17. Do you think the environment in your city is different from other 

cities/district with respect to policing and police corruption? 

18. In your opinion, in your organization, how much availability of resources 

(non-human such as vehicles, fuels,) influences integrity of the individuals? 

(Because most of the time police do corruption for noble cause, and the excuse is 

that we are generating resources for our organization). 

19. Do you think that socio-economic conditions prevailing in this city help 

your organization in exhibiting integrity/or compelling police for unacceptable 

behavior? (The literature says that prevailing of higher socio economic condition 

tends to raise good attitude toward police, and we can assume that police will also 

reciprocate with same good moral attitude). 

20. Do you have any suggestions/information to share? 
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SUMMARY: Theory and Practice of Police Corruption in Pakistan. 

Case Studies of Three Police Departments. 

 

 
Introduction 

 
Governance and good governance are among the main topics in international 

discussions about the success factors for social and economic development. The 

image of developing countries, as for example Pakistan in this respect, is bad (in TI 

Corruption Index, 2006; 2009; 2010). Additionally, police is among the sectors and 

organizations, which is seen as most corrupt in many countries, as well as in 

Pakistan. However, in case of Pakistan there seem to be exceptions to the rule, and 

improvement can be brought in specific police departments. This research project 

aims to investigate the possibility of such exceptions. In this research project, an 

attempt has been made to find out the factors that might lead to the success or 

failure of anti-corruption initiatives in police organizations in Pakistan.  
 
Research question, concepts, model and methods 

This study began with the central research question of How corrupt are (traffic) 

police forces in Pakistan and what factors influence corruption within that police 

force? And, what lessons can be learned from that to improve police integrity? 

 
The issues of corruption and police corruption are very relevant for Pakistan, 

as it is ranked among the most corrupt countries by Transparency International 

reports (2006; 2009; 2010) and the police in Pakistan is consistently perceived as 

the most corrupt sector in the country. Nevertheless, the topic is under-researched. 

Though many research papers (Suddle, 2007; Warraich, 2004; Mohammad and 

Conway, 2005; Asad, 2009; Fasihuddin, 2009; Jamal, 2010; Abbas, 2012; Riaz, 

2012) indicate the severity of the issue, empirical research, especially among the 

police officers themselves, is still scarce. This is also evident from the fact that 

there are many studies (such as Akhtar, Rafiq, Asif, Saeed, and Kashif, 2012; 

Abbasi, Aziz, and Khan, 2014) on police corruption, but these tend to focus mostly 

on public opinion data through surveys, in order to assess the corruption and other 

deviant behaviours among Pakistani police, and not on research among police 

officers themselves. Hence little empirical data is available which analyses the 

issue at micro and meso level, concerning the factors that might help in controlling 

integrity violations and corruption in public sector organisations (especially in 

police departments).  

The first phase of the study consisted of a review of the literature and 

knowledge on issues related to police corruption and integrity in both developed 

and developing countries, and the collection of background information on 

Pakistan and the (traffic) police in the country (chapters two and three). The study 
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of the literature on police corruption and integrity broadened the focus of the study 

to include integrity violations, with corruption as one of its manifestations. This 

resulted in the conceptual model with factors that might influence integrity 

violations and corruption in organisations. The selection included factors at the 

micro, meso and macro level (see table 1). 

 

Table 1 Conditions and Factors Influencing Corruption (Control) (Micro, 

Meso and Macro Level) 

 
Work-related 

Financial remunerations (salary) 

Reward system (efficiency, honesty) 

Type of work: amount of discretion, type of task  

Organisational 

Structure: recruitment/selection: merit based; control/supervision and 

accountability (checks and balances); rules on integrity/corruption; 

investigation (proactive? sanctions?) 

Culture: informal relations incl. code of silence; organisational values and 

norms; (pre) job training (on competences, ethics) 

Leadership: operational, strategic 

Environmental/external 

Political will and intervention (institutions) 

Social environment: community attitudes (expectations); social-economic 

conditions  

  

The model focuses on a number of dimensions that might cause corrupt acts and 

other integrity violations, or prevent them. The first dimension was related to 

individuals and their work (micro level). Often in developing countries poverty and 

financial need are seen as the most important factor. This factor was taken into 

consideration: a reward system for efficiency and honesty to keep the employees 

motivated in their jobs and organisations. In addition, discretionary authority and 

its misuse, which is generally seen as cause for corrupt acts, were included. The 

last element in this dimension was duty hours or duration, to reduce the stress on 

employees in organisations such as the like police. 

At meso level the study focused on organisational structure, culture and 

leadership as pivotal factors in influencing corruption. Organisational structure 

incorporated merit based recruitment, existing control mechanisms and rules. In 

organisational culture it focused on the existence of both positive and negative 

elements, and training in competence and ethics. The role of leadership was 

analysed at two levels, that of the immediate superior and the organisational head. 

The aim was to see whether leadership set any personal examples either through 

personal character or attention to employees’ deviant behaviours. 

Lastly, at macro level the framework focused on political, socio-economic 

conditions and the community role and influence in anti-corruption in Pakistani 

police. The model is presented below in the figure 1. 
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Organizational factors 

 

Corruption /integrity 

violations 

External environment 

 

Individual factors 

Figure 1 Conceptual Model 

 
  

 

Different concepts are present in the model, stemming from the available literature 

and these are clarified as under. 

Corruption: is behaviour on the part of officials in the public sector, who 

improperly and unlawfully enrich themselves by the misuse of the public power, 

entrusted to them (Fijnaut and Huberts, 2002). Police corruption: is seen as an 

officer knowingly doing or not doing something that is against his or her duty for 

some form of financial or material gain or promise of such gain (Punch, 2009). 

Integrity is the quality of behaviours among the employees in accordance with 

norms, values and rules, which have obligations within the organization and toward 

the external environment. Integrity violations are behaviours that deviate from the 

moral values, norms, rules and obligations (See Fijnaut and Huberts, 2002). These 

integrity violations are composed of nine types, adopted from Lasthuizen, Huberts, 

and Heres (2011), but modified for Pakistani Traffic Police - corruption, 

favouritism by managers, stealing and theft, waiving fines, acceptance of gifts, 

concealing information/abuse of information, discrimination, sexual harassment, 

using duty hours/privileges for private purposes.  

 

Salary and reward are associated with direct and indirect financial compensation, 

including a pay that a person receives in the form of wages, salaries, commissions 

and bonuses (Mondy, 2008; Tima, 2011).  

Recruitment and selection refers to the process of searching for candidates for 

employment and stimulating them to apply for jobs in the organisation, and the 

series of steps by which the candidates are screened for employment.  

Supervision and control hints at the direct check on officers’ behaviour 

(supervision) and mechanisms that keep an eye on officers’ acts/behaviours as well 
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as verifying whether everything occurs in conformity with the plan adopted, the 

instructions issued and principles established (control; Fayol, 1949).  

Organisational culture incorporates the formal and informal values, norms and 

ideas (Chan, 1996) including aspects as the ‘blue curtain’, or ‘the code of silence’, 

(cf. Newham, 2002; Newburn, 1999, Klockars, Ivkovic and Haberfield, 2006).  

Training quality refers to the quality of training programmes and institutions, 

including ethics, integrity and good skills.  

Leadership refers to ethical leadership by direct supervisors (operational) and 

‘department heads’ (strategic) (Trevino, 1985; Brown, Trevino, and Harrison 

2005).  

Political and social environment elaborates the crucial external factors that 

influence the police organisation operations, including political (elites) pressure on 

police organisations, societal pressures and expectations for preferential treatment 

from police, police community relations (based on socio-economic conditions). 

 

Empirical research 

 
The empirical part of this research consists of three exploratory case studies for 

which a mix method was adopted. To that end the fieldwork consisted of 

conducting interviews with key informants, a survey among police forces in three 

cities, participant observation in three cities, and reading openly accessible and 

some confidential documents in all three case studies. Of a total of 960 

questionnaires, 470 were returned, and 440 were selected for analysis (a response 

rate of 46 percent). The sample representation matched the research population in 

relation to background and demographic statistics (see chapter 5-7). The final 

phase involved the presentation and analysis of data in order to answer the research 

questions with which this study started. Each case study (5-7) has been analysed 

with those questions in mind, and, with the help of qualitative and quantitative 

data, cross-case comparison (chapter 8) attested to the prevailing differences on 

integrity violations and prevailing characteristics and factors in each case study. 
 
Summary of the results: Views on corruption and integrity 

The information gathered from the three case studies (see chapter 5-7) shows 

that police officers in Pakistan differ in their understanding of corruption and 

integrity violations from the picture emerging from the literature (see table 2). The 

Traffic Police officers and forces in Pakistan also perceive corruption and integrity 

violations as a relevant topic, but the perceptions of the content as well as the 

conditions/factors that matter differ. 

Officers in police forces in Pakistan do not reason about corruption and 

unacceptable behaviour in terms of integrity and integrity violations. Those 

concepts seem for now inappropriate to further our understanding of behaviour that 

is actually considered as morally unacceptable in the context of the Pakistan police 

(traffic forces).  
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Nevertheless, most of the types of integrity violations mentioned in the 

literature as unacceptable are also seen as unacceptable by a majority of police 

officers in Pakistan. These behaviours vary from corruption and theft to 

discrimination and intimidation. There is one exception though: in one of the police 

forces in particular, favouritism by managers, as well as some other ‘violations’ are 

considered as acceptable. It is also clear that police officers and forces have 

different views on the acceptability of the types of corruption or integrity violations 

distinguished. Corruption and theft are seen as least acceptable, and sexual 

harassment also belongs to that category.  

The acceptability of integrity violations clearly coincides with their 

perceived occurrence. Of course this is not so surprising, even though it is not clear 

whether prevalence/occurrence leads to acceptability or that acceptability leads to 

more occurrences. The occurrence of integrity violations clearly differs between 

the three police forces, with an overall surprising result. The two police forces that 

were reformed/modernised differ greatly, with the least (Islamabad) and the most 

(Rawalpindi) integrity violations, while the most traditional force (Attock) shows 

an in-between picture. This coincides with the views of officers on the 

acceptability of the selected behaviours, which shows that other factors than the 

‘modernisation’, as such, seem to make a difference. 

 The cross-case comparison on perceptions of considerations 

(interpretations), acceptability and occurrence of integrity violations (table 2) 

shows that with respect to all these perceptions, Islamabad Traffic Police officers 

interpret or see behaviours more often as integrity violations and show the least 

acceptability and the least occurrence of integrity violations. When the Rawalpindi 

City Traffic Police is compared with the Attock Traffic Police, a complicated 

picture arises. The Rawalpindi CTP officers see different types of behaviour as not 

being integrity violations, therefore more acceptability and occurrence is observed 

in that case study. In case of Attock Traffic Police, they do not perceive certain 

behaviours as integrity violations, but find them unacceptable, but serious types 

occur more often than in Rawalpindi CTP. 
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Table 2 Overall picture on corruption and integrity violations  

 

 

 

Summary of the results: Factors and conditions that influence integrity 

violations 

Concerning the factors and conditions that influence integrity violations among 

police forces in Pakistan, the primary results based on qualitative and quantitative 

data show some differences. This is understandable as the three forces examined in 

this study exhibit clear differences in their structure, operation, formation and 

organisation.  

The general findings from the descriptive data and interviews indicate that 

some factors seem contributory, while others are not. It depends on the type of 

integrity violation, the factor that is analysed and the case under scrutiny. Therefore 

to try to come to overall conclusions, this section first describes the conclusions 

based on cross-case comparison and then combines these with the results from the 

survey and the interviews. The factors are compared step by step below, which will 

evince their positive or negative contribution toward integrity violation occurrence. 

The final results are summarised in figure 2, which depicts the relationship 

between factors and integrity violations including corruption. 

Salary and reward are seen as the most important factor for curbing integrity 

violations (including corruption) among the officers in all the three police forces. 

 
Types of integrity 

violations 

Integrity 

violations 

perception 

‘(strongly) 

disagree’ 

Overall (n=440) 

Integrity 

violations 

acceptability 

‘sometime, 

mostly or always’  

Overall (n=440) 

Integrity 

violations 

occurrence 

‘sometime, often 

or always’ occur  

Overall (n=440) 

1 Corruption 38% 10% 12% 

2 Favouritism by 

managers 

39% 60% 62% 

3 Stealing, theft 49% 19% 14% 

4 Waiving fines 54% 35% 31% 

5 Gifts 48% 38% 41% 

6 Concealing 

information/abuse of 

information 

53% 30% 29% 

7 Discrimination 54% 30% 32% 

8 Sexual harassment 53% 19% 16% 

9 Misuse of duty 

hours/privileges for 

private purposes 

55% 27% 31% 
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The cross-case comparison also shows that this factor is related to the occurrence 

of integrity violations, with the exception of Attock (with lowest salary and a 

middle position in violations). However, the survey regression analyses raise 

serious doubts. They show that this factor influences only specific types of 

violations (corruption, stealing and theft) and contrary to what was expected salary 

and reward seem to stimulate instead of limit, in particular corruption and stealing 

and theft.  

Recruitment and selection is seen as an important factor for curbing integrity 

violations by 35-40% of the officers in all forces, but the cross-case analysis leads 

to the conclusion that there is no relationship with the prevalence of integrity 

violations in the forces. The regression analyses show that ‘merit recruitment’ only 

influences the occurrence of a few types of violation (sexual harassment, 

discrimination, and favouritism by managers), and surprisingly negatively (it 

stimulates these violations).  

Supervision and control is seen as very important by the officers in two 

forces (Rawalpindi and Attock) while in one force (Islamabad) it was not seen as 

important for curbing violations. The cross-case comparison shows that this factor 

seems somehow related to the prevalence of integrity violations, but it cannot 

account for the overall occurrences. This can also be seen in the regression 

analyses. Although the factor seems to limit the occurrence of many violations 

(correlations), the more advanced regression analysis shows that this concerns 

specific violations - corruption/bribes, stealing and theft and sexual harassment. 

For these types clear supervision will lead to a decrease.  

The elements of organisational culture (both positive and negative) are seen 

quite differently by the officers in the three police forces in terms of their influence 

on the occurrence of violations. ‘Rewarding honest and efficient behaviour’ is 

considered important in all forces but ‘openness and no secrecy among colleagues’ 

is seen very differently. The picture is not quite clear when the views on culture are 

related to the occurrence of violations in the three forces. However, the regression 

analyses show that this factor influences many types of behaviours/violations. For 

instance, positive elements limit the occurrences of violations such as sexual 

harassment, waiving fines, discrimination and concealing information, with the 

exception of favouritism by managers, which is stimulated by this factor. The 

influence of negative elements is positive (meaning more negative culture leads to 

more violations) with the exception of favouritism by managers. Thus culture 

really seems to matter and is decisive in the occurrence of integrity violations. 

Training in improvement of ethical behaviour and professional skills is seen 

as a relevant factor to curb violations by the officers in all the three police forces 

(40-50%). The cross-case comparison however, shows that this factor cannot 

account for the difference in the occurrence of integrity violations, which might be 

related to the fact that the officers in all forces are fairly satisfied with the present 

quality of the training. The correlation analysis signals the importance of training 

for curbing many violations, though the regression analyses show that this factor 
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influences only the occurrences of specific types of violations - discrimination, 

favouritism by managers and acceptance of favours and gifts.  

The officers in the police forces do not see leadership as an important factor 

in curbing integrity violations. The cross-case comparison also shows that 

leadership seems to be unrelated to the occurrences of violations in the police 

forces. The correlation analyses show that leadership is correlated to the occurrence 

of violations, but the regression analysis gives the opposite and for just a single 

type of integrity violation: leadership surprisingly stimulates discrimination within 

the police force. 

 

Figure 2 Relationship between influential factors and integrity violations 

including corruption. 

 

 
 

In sum, the overall picture on the factors is not so easy to interpret and 

summarise. Nevertheless paying a better salary does not seem to limit integrity 

violations, neither does recruitment and selection and leadership, while supervision 

and control, training and stimulating the positive and limiting the negative elements 

of organisational culture appear to be important in curbing - sometimes specific - 

integrity violations in the context of Pakistani police forces (figure 2).  

 

These results also lead to a number of suggestions concerning another research 

question - what seems to help in curbing corruption and other integrity violations in 

the Pakistan police.  

 There is reasonable doubt regarding the presupposed relevance and 

importance of the factors salary, recruitment and selection and leadership. Instead 

more attention in organisational policies should be paid to supervision and control 

on the one hand - which fits a compliance-based approach, and improvement of 
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organisational ethical culture and moral awareness, for instance through training in 

ethical behaviour and professional skills, on the other hand – which fits a integrity 

or values-based approach. At the same time there is a need to differentiate in 

policymaking and focus on those specific integrity violations that occur particularly 

in the local police force. 

 It is clear that further research is useful and necessary to clarify the picture 

that has emerged in this study. Research into more police forces in Pakistan can 

help to validate the findings, as well as research on police integrity and corruption 

in (comparable) countries. This study could serve such research efforts, as it offers 

new insights in the problem definition (what is seen as corruption and integrity); 

about the (perceived) occurrence and acceptability of types of integrity violations 

within the police; the factors that matter to curb corruption and other integrity 

violations and the policies, tailored on the basis of these decisive factors, that are 

really able to enhance the organisational integrity. 
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