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Available online: workers to move and use their knowledge in different fields. Therefore, the identification of the factors
April 13, 2023 that make knowledge-oriented human resources last in universities was defined as the goal of the present

research. Based on the purpose, nature, and type of reasoning, this study is applied, descriptive, and
qualitative research. The statistical community is faculty members of Imam Javad University with the
characteristics of familiarity and mastery of human resource sustainability issues. Meta-synthesis and
content analysis methods were used to analyze the data of the qualitative part, and the frequency of the
extracted codes was used to prioritize the factors. By using the method of text content analysis and
theoretical literature, 55 effective indicators of the durability of knowledge human resources were
extracted. For this purpose, 115 articles in the field of human resources maintenance were found during
the search in domestic and foreign databases, from which 45 related articles were selected and included in
the study. During the interview with the experts, 37 components were identified. In the axial coding phase,
using MAXQDA software, one component was considered for each category of conceptual codes, and
finally, 11 components were identified. In the selective coding stage, 30 sub-categories, and 11 main
categories were extracted based on the components. The results show that among the identified
components, the work-life balance component has received less attention, which may be due to the special
conditions of the university. Also, the results of the research showed that considering the young and well-
educated knowledge workers, several important indicators such as a friendly work environment, work
flexibility, and a dynamic and active environment, in other words, the quality of work life, are influential

in people's decisions to stay at Imam Javad University.
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Extended abstract organizations (Rogiers et al., 2020). In the knowledge-

based economy that the world has recently faced, the
1. Introduction business environment has become increasingly
Undoubtedly, human resources are the most important complex and is progressing with rapid technological
assets of the organization. With the knowledge, skills, advances (Rosdi, 2014). Therefore, managers give
and abilities they bring to the organization, human special attention to the importance of human resources

resources are scarce and irreplaceable resources for
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as valuable resources of the organization (Esmaili et
al., 2019).

In this age known as the information age,
innovation, flexibility, speed of action in redefining
production, and developing new opportunities are the
main sources of creating and maintaining competitive
advantages. For this reason, organizations have
become increasingly dependent on the knowledge,
skills, and competencies of their knowledge workers.
These people carry knowledge that the organization
does not own, but as a powerful resource, it gives
knowledge workers the freedom to leave the
organization. (Akhavan et al., 2019).

Also, the results of the research indicate the high
turnover of undergraduates and the increasing need of
organizations for these employees’ services. The
reason for this should be mainly found in the fact that
the market has turned into a trading place for talent,
where employees choose when and where to work and
present their talents and organizations should do
everything to attract, develop, manage, and maintain
such employees so that they can acquire and retain
them. (Farahani & Kalantar, 2015).

Among the organizations that play a central role in
promoting the goals of countries are educational
institutions, which include academic centers.

Due to the internal dynamics of work life, higher
education centers must adapt to the speed of
developments and changes, develop, and achieve a
high level of growth. To maintain a profitable and
sustainable competitive advantage, higher education
centers need creative and innovative human resources.
Therefore, it is very important to maintain professors
who can manifest skills such as establishing effective
communication with colleagues ~and students,
educational techniques and methods, scientific and
executive  abilities, professional and ethical
commitment, and creativity and innovation, and rely
on their technical and specialized skills to provide the
advancement of the higher education system. Despite
the importance of academic centers, so far no research
has been done to identify the factors affecting the
longevity of the knowledge workers of these centers,
which shows the gap in the literature of this field.
Therefore, the researchers intend to identify and
prioritize the factors affecting the durability of
knowledge human resources at Imam Javad University
College.

2. Research Methods

The current study is applied research. It is also a
descriptive and qualitative study based on the nature
and type of reasoning. Twenty-one administrators and
faculty members of Imam Javad University with the
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characteristics of familiarity and mastery of human
resource sustainability issues were defined as experts
in the qualitative part of the research, and the entire
community was considered as the research sample.
Meta-synthesis and content analysis methods were
used to analyze the data of the qualitative part, and the
frequency of the extracted codes was used to prioritize
the factors. Then, by analyzing the findings from the
meta-synthesis of scientific texts and interviews, the
factors affecting the durability of knowledge human
resources at Imam Javad University were identified
and entered into the MAXQDA software, and the final
model was formed.

3. Results

In the first stage of the research, using the method of
text content analysis and theoretical literature and
research background, 55 effective indicators on the
durability of knowledge human resources were
extracted. Then, during the interview with the experts,
which included the faculty members and
administrators of Imam Javad University, 37
components were identified. In the axial coding phase,
using MAXQDA software, one component was
considered for each category of conceptual codes, and
finally, 11 components were identified. In the selective
coding stage, 30 sub-categories and 11 main
categories were extracted based on the components. In
the final step to validate the data, the components that
had no effect on the durability of human resources
(based on the experts’ viewpoints) were removed and
other components were ranked.

4. Conclusion

The results of data analysis showed that the effective
factors include 30 components, which were classified
into 11 levels as follows: balance of work and family
lifestyle, organizational culture and structure, job
security, friendly work environment, motivational
factors, employee participation, autonomy and
independence, work flexibility, human resource
empowerment, active and dynamic environment, and
career development. According to the upstream
experts, factors such as job security and motivational
factors did not cause the retention of knowledge
human resources at Imam Javad University and were
removed from the list. The above 9 factors can be
considered at three individual, organizational, and
environmental levels. From this point of view, the
results of the current study are in line with Ghazizadeh
and Amani, 2018; Tayibi Abolhasani and
Khodabakhshi, 2017; Bayat et al., 2020 and Zahari et
al., 2018. Individual factors refer to the personal
factors of employees (Arslan and Noor Akar, 2013),
among which some indicators such as the
challengingness of the work, the type of people’s
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attitude, and the importance of the job provide a
suitable framework for the analysis of this component.
From this point of view, the results of the research are
inconsistent with Fateh Niyar (2020), who asserted
that personal factors have no significant effect on
employee retention in the organization. In terms of
organizational factors, the current research is
consistent with Bigi et al. (2019) as some
organizational factors mentioned in Bigi et al. (2019),
including social support, independence, management
and  supervision, promotion  positions, and
organizational justice, which preserve human
resources, are also confirmed in the current research.
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