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ABSTRACT

This research examines talent retention strategies in the Information Technology
(IT) sector in Portugal, within a context of high competitiveness and shortage of
qualified professionals. Through a qualitative methodology, based on interviews
with employees in the technology sector, the study identified significant patterns
in retention practices. The results demonstrate that, while remuneration remains a
crucial factor, talent retention is influenced by multiple variables. IT professionals
value a balanced combination of monetary and non-monetary benefits, including
organizational culture, work environment, development opportunities, and work-
life balance. A key finding suggests that organizations should develop retention
strategies that integrate immediate benefits and long-term perspectives, creating
lasting bonds with employees. This research contributes to academic and practical
knowledge about retention strategies in the IT sector, emphasizing the importance
of a holistic approach to talent management.
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1. INTRODUCTION

Talent is widely regarded as the most valuable asset for organizational success,
acting as a cornerstone for the knowledge economy and a catalyst for social prog-
ress (Becker et al., 2009; Pandita & Ray, 2018; Tobon & Luna-Nemecio, 2021). In
today’s globalized and hypercompetitive landscape, organizations are increasingly
challenged to attract and retain skilled professionals, particularly inindustries heavily
reliant on technology and innovation. The growing imbalance between the demand
for and supply of qualified talent has made effective talent management a central
concern for business leaders worldwide (Gallardo-Gallardo et al., 2020). This reality
underscores the strategic importance of human resources in not only addressing these
challenges but also in shaping sustainable and competitive organizations.

In this context, talent management emerges as much more than a functional area.
Itis astrategic priority that can create unique competitive advantages. By developing
systems to attract, engage, and retain top talent, organizations can secure the human
capital needed to sustain growth and adapt to rapidly evolving market conditions.
The role of human resources has evolved accordingly, moving beyond administrative
functions to becoming a core driver of strategic initiatives that align organizational
goals with the aspirations of a diverse and dynamic workforce. This shift reflects
a growing recognition that talent is the foundation of innovation, agility, and long-
term success (Collings et al., 2018; Krél et al., 2022).

The competition for talent has intensified, particularly with the entrance of
Generation Z into the workforce. This generation brings unique challenges and
opportunities that demand a rethinking of traditional management practices. As
digital natives, Generation Z employees value meaningful work experiences, career
growth opportunities, and work-life balance (Gabrielova & Buchko, 2021). They
are drawn to organizations that align with their values, particularly in areas such as
sustainability, inclusivity, and ethical practices. However, they also exhibit lower
levels of organizational loyalty, frequently seeking new challenges and opportunities
that better match their expectations and ambitions (Bohlich et al., 2022). For orga-
nizations, this creates a pressing need to implement strategies that not only attract
but also retain these employees, fostering environments where their potential can
be fully realized.

Human resource management plays a critical role in addressing these challenges.
Effective HR practices can transform talent management into a source of competitive
differentiation by building a workforce that is not only highly skilled but also deep-
ly engaged and committed to the organization’s mission. This involves leveraging
innovative tools such as Al-driven recruitment processes and predictive analytics
to optimize hiring and retention efforts (Pandita & Ray, 2018; Kral et al., 2022).
However, while technology enhances efficiency, the human element remains indis-
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