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Abstract

Purpose: In growing industries, knowledge workers play a vital role in the success of
organisations due to the high value of their knowledge and expertise. The departure of these
employees can bring high material and moral costs to organisations. Therefore, this study aims to
identify the factors affecting retaining talented and knowledgeable workers. It can be stated that in
different organizations, the departure of skilled employees has its own dynamics. The departure of
this category of employees will have many negative effects at different individual, organizational
and even national levels. If organizations can understand the factors that affect the willingness and
intention to transfer knowledge workers, better recommendations and preventive measures can be
created in order to preserve vital resources for the benefit of organizations. Therefore, the present
study attempts to identify the factors that are effective in retaining knowledge and talented human
resources. Due to the high importance that knowledge and talented employees have in technology
and knowledge-based companies and their departure in these companies is of greater importance
due to the difficulty of replacing and the possibility of transferring these capabilities and
capabilities to competing companies, the statistical population of this study will be technology
and knowledge-based companies in Yazd Science and Technology Park. Yazd Science and
Technology Park, as one of the leading innovation centers in Iran, faces a serious challenge in
retaining knowledge workers. This issue not only negatively affects the overall performance of the
park, but can also lead to the loss of intellectual capital and a decrease in its competitiveness. A
review of statistics over the past five years (2019-2024) shows that the rate of knowledge worker
turnover in Yazd Science and Technology Park has been on the rise. On the other hand, the rate of
knowledge worker recruitment in the park has also faced challenges. In 2019, according to
interviews with managers of Yazd Science and Technology Park, about 70 percent of
organizational positions related to knowledge jobs were filled, indicating difficulty in attracting
specialized personnel. This decrease in retention, in addition to increasing recruitment and
training costs, has also negatively affected the transfer of knowledge and experience between
employees. This situation can have serious consequences for Yazd Science and Technology Park.
These consequences include reduced productivity and innovation, increased costs of recruiting
and training new employees, loss of organizational knowledge and experience, and reduced
guality of services provided to companies located in the park. Given these challenges, the present
study aims to help improve this situation by examining the factors affecting the retention of
knowledge workers and providing practical solutions. The results of this study can help managers
of Yazd Science and Technology Park adopt effective policies to retain and attract expert
personnel, and ultimately lead to improving the park's performance and position in the country's
innovation ecosystem.
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Methodology: This research is in line with applied research in terms of its purpose,
because it intends to help solve the problems of this sector in Yazd Science and
Technology Park by using the concept of knowledge employee retention. Also, the
research is classified as descriptive survey research in terms of the type and method of
data and information collection, because it uses a questionnaire tool to collect data and
tries to describe the status of knowledge employee retention in Yazd Science and
Technology Park. This research is a qualitative research in the collection of factors
affecting  knowledge employee retention, and in the analysis of the information
obtained from the research, it has wused a quantitative approach; therefore, this research
can be classified as mixed research. In the first step of this research, the factors
affecting  knowledge  employee retention were examined through the library  study
method. For this purpose, various sources such as the World Wide Web and the
Internet, library resources, articles, related theses, and reputable books have been used.
In the second step of the research, a questionnaire was designed based on the factors
identified in the first step. In this questionnaire, experts were asked to examine and
analyze the current status of knowledge employee retention in Yazd Science and
Technology Park. The designed questionnaire had a 9-point spectrum that evaluated
the current status of factors affecting knowledge employee retention in a range from
very low to very high. Considering the theoretical foundations, exploratory studies, and
experts’ opinions, this questionnaire includes four dimensions and a total of 58
indicators. In the third step of the research, the questionnaire designed in the second
step of the research was provided to 17 managers and deputies of Yazd Science and
Technology Park, as well as university professors who had previously been present in
the Yazd Science and Technology Park complex. These 17 experts were identified
using purposive and snowball sampling methods. For this purpose, initially, experts
who had been present in the Science and Technology Park complex for five years or
more and who held managerial positions and senior organizational positions  were
targeted. Then, wusing the snowball sampling method, those experts who had knowledge
and research experience in this field were introduced by the initial experts and these
individuals were also used to collect information. In order to assess the validity and
reliability of the questionnaire designed and the information collected, a face validity
tool was used to confirm the validity of the research. In order to examine the validity of
the data measurement tool, namely the questionnaire, content and face validity were
used; in this way, the questions of the developed questionnaire were provided to a
number of academic experts and the statistical community, and using their opinions,
the questions were examined in terms of content and form to conclude that the tools
used in the research convey the desired concepts. In order to examine the reliability of
the research, the tools wused in this research are categorized as research tools in soft
operations.

Findings: The findings showed that the factors affecting the retention of knowledge workers were
divided into four dimensions: environmental, organisational, individual, and job. In the research
of Sarfarazi et al., the factors affecting the retention of knowledge workers were also divided into
the above four groups. In the environmental dimension, the three factors of job opportunities in
the labour market, migration, and personal and family life of the individual were identified as the
most critical factors affecting the environmental dimension due to their highest degree of
centrality. Job opportunities in the labour market had the highest degree of centrality and
influence on migration, which caused a change. Since personality traits have the highest degree of
centrality among the factors of the organisational dimension, the most critical factor affecting the
retention of key employees was identified in the organisational dimension. Career path
management, promotion, and career development by being influenced by the personality
characteristics of the CEO and supervisor has an impact on the empowerment of knowledge
workers and ultimately leads to an increase in the retention of knowledge workers. The
specialised capabilities of the organisation's knowledge and talented employees have the highest
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degree of centrality among the factors of the individual dimension, and the essential factor in this
dimension is introduced.

Research limitations: The present study was also accompanied by various limitations. Among
these limitations, one can mention the failure to consider the time factor in the analyses. From a
methodological point of view, although the intuitive fuzzy cognitive map is a powerful method, it
may only partially reflect some complex or nonlinear relationships between factors. In addition,
the failure to examine temporal changes in factors affecting employee retention and the study's
limitation to a specific period are other limitations of this study.

Originality/value: Organizations should pay special attention to these critical factors and ensure
the retention of knowledge workers through strategic planning to recruit and retain them.

Keywords: Intuitionistic Fuzzy Cognitive Map; Knowledge Based Companies; Knowledge workers; Retention; Talent.
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