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Abstract

The current study aimed to develop a model to retain knowledge workers in
knowledge-based companies in Iran. This correlational survey selected 250
companies via relative cluster sampling. A 34-item questionnaire was also
prepared on the basis of the literature and interviews with professors and
directors of knowledge-based companies. The data were analyzed in SPSS-20
and LISREL-8/72 using the following methods: Cronbach’s alpha, Pearson
Correlation, and Confirmatory Factor Analysis. Internal consistency ranged
between 0.692 and 0.897, and correlation coefficients among all factors were
desirable. In addition, goodness-of-fit indices confirmed the model proposed.
The results showed that group thinking and mutual trust between individuals and
organizational groups, participation in decision-making, positive organizational
culture, job prestige, and communication development in work groups had the
greatest impact. The results also confirmed the reliability and validity of the
model to retain knowledge workers in knowledge-based companies. It was also
revealed that in addition to payments, benefits, and workplace environment,
some individual, group, and organizational factors play a role in retaining
knowledge workers.
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Extended Abstract

1. Introduction

The main strategic resource of every
organization or society is its human
resources. The lack of proper utilization of
employee capabilities and staff attrition
could inflict considerable costs on any
organization. Turnover intention reflects
the tendency of employees to leave the
organization and seeks other jobs (Nahas
and Shawky,2013). The key staff turnover
could be harmful for organizations in
terms of replacement costs and disruption
in work (Tavakkolinejad et al., 2017). An
employee’s decision to quit affects both
the organization and other employees;
therefore, it is substantially important to
reflect on minimizing the negative impacts
on the performance of the organization
(Rahman and Nas,2013). Given that the
most successful organizations are those
that can manage their human capital in
effective and efficient ways, it is necessary
for organizations to retain and develop
their employees by identifying the
effective factors (Ranjbar et al., 2012).
Reports have shown that knowledge
workers’ turnover could affect the
profitability of the organization by 54
percent and lead to about 62 percent
decrease in efficiency (Frank et al, 2004).
The voluntary turnover of knowledge
workers inflicts sizeable costs on
organizations both financially and in terms
of losing capabilities or giving them up to
competitors. Recent studies in several
knowledge enterprises have highlighted
the heavy costs of voluntary turnover for
organizations without their realization
(Waldman et al., 2014). Some international
studies on knowledge human recourses
have shown that human resource methods
in organizations in different countries are
compared with their national cultures

(Stone and  Stone-Romero, 2008).
Accordingly, this study investigated the
influential factors on and designed a
model for retention of knowledge workers
in knowledge enterprises (case study of
biotechnology and ICT) in Iran.

2. Research Methodology

This applied study used the survey method
and the population consisted of all 780
knowledge enterprises in biotechnology
and ICT in Iran. A total of 250 enterprises
were selected through relative multistage
cluster sampling and the CEOs completed
the 34-item researcher-made
questionnaire. The data were analyzed by
correlation, Cronbach’s alpha, and
confirmatory factor analysis using SPSS-
20 and LISREL-8.72.

3. Research Findings

The results showed that each of the
individual, group, and organizational
factors had an average influence on
knowledge worker retention. Moreover,
Cronbach’s alpha for the factors and for all
of the questionnaires was between 0.692
and 0.897 and the correlation coefficients
of individual, group, and organizational
factors with the total score were 0.791,
0.837, and 0.944, respectively. This
indicated the reliability of the designed
questionnaire. In addition, a confirmatory
factor analysis was used to assess the
questionnaire's validity and the obtained
fit indices reported its desirable structural
validity. Questions 10, 11, 23, 15, 20, and 9
had the highest standard factor loadings
which ranged from 0.70 to 0.83. The
lowest factor loadings were for questions
34 and 4 with 0.31 and 0.37, respectively.
According to the t-values of regression
coefficients, it could be concluded that all
factor loadings were significant at 0.01.
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4. Conclusion

The results showed that individual, group,
and organizational factors averagely
influenced knowledge worker retention.
Group thinking, mutual trust between
organizational  staff and  groups,
involvement in decision-making,
encouraging and positive organizational
culture, occupational  status, and
development of communication in work
groups had the highest influence on
knowledge worker retention, whereas
incentive stock and job security had the
lowest influence on it.

Given that this study focused on
knowledge enterprises in the fields of
biotechnology and ICT in Iran, the
generalization of the findings to other
fields and their application should be
carried out with caution.
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