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ABSTRACT 
Employee reduction issues are increasing especially in universities. Therefore, to overcome the 
problems faced in reducing the workforce at universities. The study aims to identify employees' 
experience of employee reduction during university services, identifying the experience in the 
reduction of the employee may affect the emotional state of the employees at the university and 
determine the employee reduction strategy affects the retention performance of employees at the 
university. The quantitative method will be used in this study to obtain the findings. This study is 
expected to contribute to the employee reduction strategy that affects the performance of retention 
of employees at the university and helps to improve the retention performance of public university’s 
support employees. 
Keywords: Human Capital Strategy, Employee Reduction, Employee retention performance, Public 
university, Malaysia 
 
Introduction 
Employee reductions have become an advantage of competitiveness and improve organizational 
performance, reductions have existed for a while. However, its impact on workers' or organizational 
performance has brought mixed reactions in both developed and developing countries. According to 
Cascio (2002), the reduction refers to contemporary development in relation to the reduction of fixed 
employment driven by efforts to improve operational efficiencies. In fact, how to narrow down 
effectively is not only important for organizations that are experiencing difficulties, but also as a 
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proactive strategy for healthy organizations. 
 

In the Kinanga and Cheruiyot (2015) study, researchers are reviewing the reduction and effect 
of organizational performance and academic research and suggest levels of work and reduction in 
the employee directly from the demand for the product or service. Carriger (2017) stated that 
employee reduction is an intentional decision by the organization to reduce labor. This process is 
implemented with the ultimate goal of improving performance within the organization. This is 
because reductions as an option set by the organization to reduce the next workforce will improve 
the organization's performance. Similarly, Bear and Hwang (2017) state that reductions are processes 
where organizations reduce the workforce and create excessive assets with the goal of achieving cost 
reduction and improving efficiency. 

 
Additionally, the reduction of workers is considered as one of the preferred routes to reduce 

costs and improve organizational performance as a cost reduction measure. This is because 
termination of service is a different experience for each individual. It also relates to personal 
experience in managing service termination activities when making decisions, execution and 
processes in reducing employees in the organization. Therefore, in addressing the problems faced in 
reducing the workforce in the organization, especially in universities, this study aims to achieve the 
objective of identifying employee experience during university service, identifying the experience in 
the reduction of the employee can affect the emotional state employees at the university and 
determine the employee reduction strategy affects the retention performance of employees at the 
university. 
 
Literature Review 
Reduction of Employee in Public University 
Employee reduction is an issue that is being raised in recent years. The world economic crisis is a 
major cause of the decline of workers worldwide especially in Malaysia. It is indeed an unwanted 
phenomenon by many parties and can not be overcome within a short period of time. The crisis that 
has hit this huge impact, especially in the Public University. To address issues in the reduction of 
employees in the university more attentively during the organizational restructuring process, this 
study can help resolve issues that are increasing in connection with the reduction of employees in 
the university. In the reduction of the worker, the process of termination of service can lead to 
emotionally in the physical and emotional stress of an individual. In addition, the problem in this 
study is to identify the implementation of six strategies to realize the workforce reduction initiatives 
in terms of right-sizing, duplication duplication reviews, alignment of realignment services, services 
that can be handed over ( outsourcing), business process reengineering and review of revision 
schemes affect the retention of employees at the university.  

According to the study of Yaacob and Yusoff (2010), workers are a very important asset to an 
organization to manage operations, due to the world economic crisis that has hit many workers who 
have been laid off. However, the reduction of workers employed by the employer must follow the 
guidelines laid down in order to prevent the oppression of workers and retrenched workers who are 
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entitled to their entitlement. To address this problem, all parties should work together and partner 
in order to address this issue more efficiently and effectively so that it does not continue to rampant. 

The study also found that the reduction of workers is an injustice to workers, especially in 
universities. This is because the employer arbitrarily dismissed the employee irrespective of the 
emotion that would be disturbed by the employee with the economic downturn. This is because it 
happens suddenly and it burdens employees to get other jobs in no time. This situation is more 
burdensome for low-income workers to bear the family. Additionally, the reduction of this worker 
has a profound effect on the life of the retrenched worker. Therefore, the employer should provide 
an early notice so that the worker will be able to stop being able to get another job before being laid 
off. 

In addition, to ensure that the reduction of workers is not done arbitrarily, employers need to 
have a strong reason to do so. Employers can also increase their efficiency in organizational 
management to manage administration, especially in universities. This is supported by Chhinzer and 
Currie (2014) that the reduction of workers should be emphasized to minimize emotional disturbance 
of an individual. Therefore, this study is able to determine the employee reduction strategies 
affecting the retention performance of employees, especially in universities. Based on the issues that 
need to be addressed in this study, the employer must first understand the impact that the decision 
to reduce the employee. As a result of the gap in literature, the organization may not be aware of the 
actual worker experience and emotional impact required. Therefore, this effect can achieve the 
objective of study related to the reduction of workers, especially in the unversity. 

 
Human Capital Strategy  
Employee reduction strategies affect the retention performance of employees at universities. The 
strategic approach to employee reduction refers to the form of best practices that contribute to the 
achievement of organizational goals and strategies (Philip & Ting, 2013), and in this case refer to the 
method used to achieve the reduction of manpower in publics university. Boon, Eckardt, Lepak & 
Boselie (2018) refer human capital strategy as strategy that focus on human capital resources, 
specificity of human capital, human capital resource emergence and dispersion of human capital. 
Researchers are viewing unit-level human capital resources as a portfolio of individual level human 
assets (Nyberg et al., 2014). In this study, Human Capital strategy can be carried out with the 
implementation of six strategies for realizing Public Service initiatives, Right-sizing controls, 
duplication reviews, realignment functional services, outsourcing), business process reengineering 
and review of revision schemes (Vakola, 1999; Vatanartıran, 2015; Jones, 2018). This is an effort that 
is in line with the approach towards the economy and the Government's desire to produce 
knowledgeable workers. This strategic approach takes into account all the factors that contribute to 
the achievement of organizational goals. Employee performance evaluation is one way that allows 
an individual to leave the organization. This is because the employee's performance evaluation is the 
formal process of the organization being used towards providing recognition and encouraging the 
expansion of employees or employees. To be effective, the process must support the organization in 
maintaining high potential employees. Effective staff reduction strategies are a work of retention of 
employees who need to be pressured by organizations, especially in universities. With this study, it 
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can improve the employee reduction strategy affecting the employee retention performance of the 
university. 
 
Objective of the Study  
The objectives of this study are: 
1. Identify the level of competence of support staff according to job descriptions. 
2. Identify effective and efficient support staff in carrying out task load. 
3. Identify the effectiveness in the deployment of support staff in accordance with the role and 
responsibility of University. 
4. Generate analytical path of human capital success framework of support staff. 
5. Identifying experiences in the reduction of workers can affect the emotional state of the employees 
at the university. 
6. Identifying employee reduction strategies affects the employees retention performance AT Public 
University. 
7. Identify the implementation of six strategies to realize employee reduction initiatives in terms of 
right-sizing, duplication reviews, realignment service outsourcing, outsourcing services, re-
engineering of work processes (business process reengineering) and review of service schemes 
(revisions) affect the retention performance of university employees. 
 
Method 
This study is a quantitative study. Data is collected from each employee from the sample size in which 
each analysis is made up of one individual. Respondents are comprised of administrative staff at the 
university. This facilitates the interview process and the distribution of questionnaires to be done in 
collecting data. Samples selected random sampling randomized so that management and non-
management groups can represent accordingly. The research list represents all administrative staff. 
The purpose of using strata sampling is to ensure that staff from the administrative group are 
involved in this study. The data were then analyzed using descriptive analysis. Statistical data will be 
analyzed using the Statistical Package For Social Science (SPSS) Version 22.0 software to interpret 
data results and has been widely used by most researchers. In addition, reliability is analyzed using 
Alfa Cronbach. This study also uses an exploratory factor analysis in determining each dimension in 
this study. The study will use five Likert Scales from 1 (Strongly Disagree) to 5 (Strongly agree) 
consisting of employee experience of employee reduction during university service, experience in the 
reduction of the employee may affect the emotional state of the employees at the university and 
determine the employee reduction strategy impact on employee retention performance at 
universities. 
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Findings 
The framework for Human Capital Strategy for Support Staff in Malaysia Public University: 
 

 
Figure 1.0 The framework for Human Capital Strategy for Support Staff in Malaysia Public University 
 
Conclusion 
As a conclusion, the organization should identify the employee's experience of employee reduction 
during university services and identify experience in the reduction of the employee may affect the 
emotional state of the employee at the university. Additionally, this study was able to determine the 
employee reduction strategy that affected the retention performance of the university's employees. 
This is because staff reductions need to be emphasized especially at universities to improve the 
retention performance of employees. Therefore, employees are a very important asset to an 
organization to carry out operations. By conducting this study, it helps the organization to improve 
the retention performance of employees at universities by implementing employee reduction 
strategies comprising size controls, cross-agency functional overlap reviews, key functional service 
alignment, manageable services, work process engineering and review reviews service scheme. 
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