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Abstract: In a global context marked by high competitiveness and professional mobility, retaining qualified talents has
become one of the greatest challenges faced by organizations, especially within the Mozambican educational sector, where
poor working conditions, weak recognition policies, and high staff turnover prevail. Although human capital is widely
acknowledged as a strategic asset, most retention policies in Mozambique remain focused on financial incentives,
overlooking motivational, developmental, and cultural dimensions that sustain employee commitment. This article aims to
analyze the talent retention strategies adopted by Mozambican educational organizations, highlighting key factors that
influence professionals’ permanence and engagement. It adopts a qualitative, exploratory, and descriptive approach,
grounded on a bibliographic review of classical and contemporary authors in human resource management, such as
Chiavenato, Gil, Dionisio, Maximiano, and Camara et al. The theoretical findings reveal that effective retention depends on
the integration of economic, psychological, and cultural factors, being stronger when associated with participative leadership,
symbolic recognition, development opportunities, and ethical coherence. The study concludes that retaining talents is a
multidimensional and ethical process, essential for the sustainability of educational organizations, the stability of
professional teams, and the social and human development of Mozambique.
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I INTRODUCTION institutions create motivational, developmental, and cultural
conditions that stimulate employee loyalty and engagement.
In a context of economic globalization and intense

competitiveness, organizations face the growing challenge of
attracting, developing, and retaining talents capable of
ensuring  competitive  advantage and institutional
sustainability. According to Chiavenato (2014), “the world is
in constant transformation, with direct impacts on
organizations, which must adapt their people management
strategies to keep pace with the speed of change.” Thus, talent
retention emerges as one of the most strategic practices in
modern management, as human capital has become the main
competitive differentiator of contemporary institutions.

The object of study in this article is the analysis of talent
retention strategies adopted by educational organizations,
with emphasis on policies and practices that foster the
permanence of qualified professionals committed to
organizational goals. The research falls within the domain of
human resource management, specifically in the field of
strategic people management, seeking to understand how
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The relevance of the study lies in the observation that,
in many Mozambican organizational contexts, retention
strategies remain incipient, with policies still focused on
remuneration and tangible benefits, to the detriment of
broader approaches related to participative leadership,
professional development, and inclusive organizational
culture. As Dionisio (2011) points out, human talent goes
beyond technical competence, encompassing “the ability to
think, create, and generate solutions in a continuous learning
environment.” In this sense, the absence of consistent
retention policies may lead to the loss of organizational
knowledge, increased staff turnover, and reduced institutional
productivity.

The scientific and academic relevance of this
investigation stems from the need to deepen the reflection on
talent management in the Mozambican context, a field still
underexplored in national literature. By gathering and
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analyzing theoretical contributions from authors such as Gil
(2010), Chiavenato (2014), Maximiano (2006), and Camara,
Guerra, and Rodrigues (2013), this article offers an integrated
perspective on the foundations and practices of retention,
emphasizing the role of the people manager as an agent of
organizational development and transformation. In turn, the
social and economic relevance is manifested in the
contribution that effective retention policies can offer to job
stability, productivity, and economic growth, especially in
sectors such as education, where human capital represents the
core of institutional performance.

The expected outcomes of this analysis include: (i) the
identification of the main retention strategies used in
educational organizations; (ii) the understanding of variables
that influence professionals’ permanence, including
motivation, recognition, and organizational climate; and (iii)
the demonstration that retaining talents is a multidimensional
process, dependent on the integration of economic,
psychological, and cultural factors. As Gil (2010) observes,
“people management aims to promote individual cooperation
toward the achievement of organizational and personal
goals,” which implies creating work environments that
inspire trust, belonging, and purpose.

The research follows a qualitative, exploratory, and
descriptive approach, grounded in bibliographic research.
This approach seeks to understand talent retention strategies
through the interpretation of meanings and institutional
practices recorded in theoretical sources.

The bibliographic component was based on the critical
reading and analysis of classical and contemporary works on
strategic people management, motivation, and talent
retention. Authors such as Chiavenato (2014), Gil (2010),
Dionisio (2011), Maximiano (2006), and Camara, Guerra,
and Rodrigues (2013) were consulted, as well as scientific
articles and studies published in specialized journals.

This phase enabled the identification of the conceptual
and theoretical foundations that underpin the phenomenon of
retention and its relationship with organizational culture,
professional development, and institutional sustainability.
The study adhered to principles of academic integrity and
ethical rigor, using all sources in accordance with APA (6th
edition) standards.

The article is organized into five interdependent
sections. The first presents this introduction, which
contextualizes the theme and defines the object of study, the
relevance, and the significance of the research. The second
section develops the theoretical framework, based on a
literature review on people management and retention
strategies. The third section describes the methodology,
detailing the type of research and the procedures for data
collection and analysis. The fourth section presents the
analysis and discussion of results, highlighting the most
effective practices and the implications of talent retention in
educational organizations. Finally, the fifth section contains
the conclusions, which synthesize the main findings of the
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study and propose recommendations for improving people
management policies in Mozambique.

1. THEORETICAL BACKGROUND

The topic of talent retention has gained increasing
relevance in recent decades, accompanying the structural
transformations that characterize the world of work and the
field of people management. Contemporary organizations
face the challenge of balancing economic results with
employee well-being and motivation, recognizing that human
capital is the main strategic resource and competitive
differentiator in a globalized market (Chiavenato, 2014).
According to Gil (2010), people management is “the
managerial function aimed at fostering the cooperation of
individuals working within organizations to achieve both
organizational and individual goals” (p. 17). This definition
highlights the bidirectional nature of the process, in which
both the organization and the employee benefit from a healthy
and motivating work environment.

A. Strategic People Management and the Centrality of
Talent
The literature on strategic people management
emphasizes that organizations have moved away from
viewing employees as mere operational resources, instead
recognizing them as intangible assets that drive innovation
and competitiveness (Reis & Rodrigues, 2011). Chiavenato
(2014) argues that people are the “vital center” of
organizations, and that people management must align with
strategic planning, ensuring that recruitment, development,
reward, and retention practices are consistent with corporate
objectives.

From this perspective, the concept of talent emerges,
widely discussed by authors such as Dionisio (2011), who
defines it as the ability to “think, create, and generate
solutions” (p. 191), linking it to continuous learning and
adaptability. Talent goes beyond technical competence: it
encompasses cognitive, emotional, and relational skills that
enable individuals to add value to their work context. Camara,
Guerra, and Rodrigues (2013) add that talent results from the
combination of action, passion, and vision, being both a
technical and motivational phenomenon. The first component,
“action,” refers to the ability to apply knowledge effectively;
“passion” relates to enthusiasm and dedication; and “vision”
implies a strategic understanding of the organizational
environment.

In educational organizations, these dimensions play an
even more critical role, as performance and social impact
depend directly on the quality and stability of teaching and
technical staff. Therefore, talent management should
prioritize the development of academic careers, the
encouragement of continuous training, and the creation of a
work environment that fosters recognition, innovation, and
institutional commitment.
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B. Talent Retention as an Organizational Strategy

Talent retention refers to the set of organizational
policies, practices, and behaviors aimed at preserving
qualified human capital within the institution, ensuring
continuity, productivity, and commitment. For Chiavenato
(2014), retaining people means “ensuring physical,
psychological, and social conditions that keep employees
satisfied, motivated, and committed to the organization’s
mission” (p. 373). Gil (2010) reinforces that the retention
process cannot be limited to salary policies, but must

incorporate elements of appreciation, growth, and recognition.

According to Dionisio (2011), retention should be
understood as part of a loyalty strategy that creates emotional
bonds between the employee and the organization. This
approach implies replacing the logic of mere subordination
with a culture of participation, trust, and belonging, in which
the worker sees themselves as an agent of transformation.
Souza (2011) adds that the loss of an employee represents
more than the departure of an individual it signifies the
discontinuity of organizational knowledge accumulated over
time and the need to restart adaptation and integration
processes for new members.

Talent management, in this sense, requires a systemic
vision that combines attraction, development, motivation,
and retention policies. The literature distinguishes two types
of retention factors: extrinsic, related to tangible benefits such
as salaries, promotions, and job security; and intrinsic, linked
to psychological satisfaction, recognition, and learning
opportunities (Maximiano, 2006). The effectiveness of
retention strategies depends on balancing these two
dimensions, in order to meet both the material needs and the
human aspirations of employees.

C. Qualitative Dimensions of Talent Retention in
Educational Organizations

Understanding talent retention in organizations goes
beyond analyzing economic, structural, or administrative
factors. In qualitative approaches, retention is conceived as a
social and symbolic process, deeply rooted in the
experiences, perceptions, and meanings that individuals
attribute to their work environment. Chiavenato (2014)
acknowledges that human beings are “whole beings,
endowed with reason, emotion, and will,” which implies that
any attempt to understand organizational behavior must
integrate cognitive, affective, and relational dimensions.
Thus, retaining a professional is not merely about ensuring
contractual permanence, but rather about fostering an
emotional and identity-based bond between the employee and
the organization.

From a qualitative perspective, the act of remaining in
an institution reflects a choice mediated by meaning.
Employees constantly evaluate the balance between what
they offer time, dedication, and competence and what they
receive recognition, support, and a sense of belonging.
Dionisio (2011) argues that “human talent is the ability to
think, create, and generate solutions” (p. 191), and this ability
flourishes when individuals feel that their potential is
recognized and valued. Therefore, effective retention
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practices are those that engage with the existential and
identity-based expectations of workers, rather than relying
solely on financial incentives.

In educational organizations, retention takes on
particular contours. Teaching and technical work are marked
by strong emotional and vocational involvement: educating,
managing knowledge, and shaping people transcend the mere
fulfillment of duties. Gil (2010) emphasizes that people
management should be seen as a process of cooperation and
shared purpose, in which the institutional mission is the main
element of cohesion. Accordingly, retaining professionals in
the education sector depends not only on human resource
policies but also on the construction of an institutional ethos
that wvalues commitment, recognition, and personal
fulfillment.

From this standpoint, the qualitative dimensions of
retention can be understood through four interdependent
axes:

The relational and symbolic dimension, which refers to
the quality of human interactions in the workplace. Camara,
Guerra, and Rodrigues (2013) argue that an employee’s
permanence is strongly linked to the quality of leadership and
interpersonal relationships. An organizational culture marked
by trust, dialogue, and mutual respect fosters feelings of
belonging and psychological safety. When employees feel
heard and recognized, a symbolic bond is created that
transcends the employment contract and becomes genuine
commitment to the institution’s mission.

The motivational and emotional dimension, which
involves recognition and appreciation of individual effort.
Maximiano (2006) observes that human beings seek not only
subsistence through work, but also meaning, dignity, and self-
fulfillment. Motivation arises when the organization
acknowledges each person’s contribution, creating positive
experiences that reinforce a sense of usefulness and purpose.
Symbolic recognition praise, opportunities for participation,
autonomy has as much impact as material rewards, as it
responds to affective and professional identity needs.

The formative and developmental dimension, which
reflects the value placed on continuous growth. For
Chiavenato (2014), “developing people means giving them
opportunities to learn, innovate, and reinvent themselves” (p.
307). Continuous learning is, in the educational field, an
ontological necessity. Employees who perceive opportunities
for technical and intellectual advancement tend to stay, as
they associate their professional journey with the institution’s
trajectory. When growth is blocked, a sense of stagnation and
loss of meaning sets in factors often linked to talent attrition
(Souza, 2011).

The ethical and identity-based dimension, related to the
alignment between personal and institutional values.
According to Dionisio (2011), employee loyalty occurs when
there is moral and emotional alignment with the
organizational culture. In educational organizations, this
means that professionals remain when they perceive
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coherence between the institution’s pedagogical discourse
and its management practices. Ethical dissonance when the
institution fails to embody the principles it proclaims is one
of the main causes of disengagement and turnover.

These dimensions show that talent retention cannot be
explained solely by objective performance indicators, but by
meaning-making processes that give significance to the work
experience. When deciding to stay, employees respond to a
network of subjective perceptions: recognition, belonging,
growth, and ethical coherence. For Reis and Rodrigues
(2011), human resource management must therefore integrate
both quantitative and qualitative approaches, recognizing the
human being as a subject of intentionality, not merely a
productive resource.

In the Mozambican context, understanding these
qualitative dimensions becomes particularly relevant.
Financial constraints, infrastructural limitations, and regional
inequalities make any retention policy focused solely on
material incentives insufficient. It is necessary to invest in
trust-based relationships, horizontal communication, and the
development of professional communities. Ruas (2017)
emphasizes that “sustainable organizations are those that
learn from people and allow people to learn from them,” an
idea that reinforces the importance of active listening and
knowledge sharing.

Moreover, Mozambican organizational culture, marked
by values of collectivity and solidarity, offers fertile ground
for retention practices based on community identity and
interpersonal connection. The feeling of belonging to a
greater educational mission, of contributing to social and
national development, is a powerful motivational factor.
Chiavenato (2014) explains that genuine commitment occurs
when the worker “wears the shirt” of the institution a
metaphor that encapsulates the fusion between personal and
institutional identity.

A qualitative reading of retention thus leads to a
humanistic and contextualized understanding of people
management. What retains an employee is not just the
contract or the reward, but the possibility of recognizing
themselves in what they do of feeling part of something
meaningful. Therefore, educational organizations that wish to
strengthen their teams must foster an environment of
belonging, dialogue, and learning, where work is perceived
as a space for meaning-making and collective fulfillment.

Ultimately, retaining talents means nurturing
relationships, investing in people, and enhancing the quality
of lived experiences within institutions. This qualitative
approach broadens the scope of management, transforming
talent retention from a mere administrative policy into an
ethical, pedagogical, and social commitment to human
development.

D. Leadership as a Pillar of Retention

Leadership is a transversal factor across all retention
models. Recent studies (Camara et al., 2013; Chiavenato,
2014) show that perceptions of leadership style directly
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influence the desire to remain in an organization.
Authoritarian and inflexible leaders tend to generate
emotional detachment, whereas participative leaders foster a
sense of belonging and trust.

Cémara, Guerra, and Rodrigues (2013) conceptualize
leadership as a process of ethical and inspiring influence,
aimed at aligning individual and organizational goals. This
alignment is the core of retention: employees stay when they
find meaning and purpose in their work. In educational
organizations, this dynamic is particularly relevant, as the
bond with the pedagogical mission and the school community
transcends contractual obligations, assuming a vocational and
social character.

E. Talent Retention in Educational and Mozambican
Contexts

International literature on people management in
educational institutions shows that retaining qualified
teachers and technical staff is a global challenge, but it takes
on specific contours in developing countries. In Mozambique,
factors such as low salaries, lack of infrastructure, limited
career progression opportunities, and work overload
undermine the stability of the professional workforce (Ombe,
2008).

Ruas (2017) notes that in Mozambican higher
education, there is a trend of talent migration to private or
foreign institutions in search of better conditions and
recognition. This reality highlights the importance of
institutional valorization policies that foster a sense of
belonging and ensure continuity of the teaching staff.

Moreover, socioeconomic conditions and the demands
of educational modernization require qualified academic
leadership capable of motivating, training, and retaining
professionals. Pedagogical training programs, research
incentives, and public recognition policies have proven
effective in reducing turnover and increasing employee
dedication (Chiavenato, 2014; Souza, 2011).

F. Theoretical Models and Retention Approaches

Theoretical models of retention can be grouped into
three  perspectives:  economic,  motivational, and
organizational.

e The economic perspective emphasizes the cost of
turnover and the importance of material rewards
(Maximiano, 2006).

e The motivational perspective is grounded in classical
theories such as Maslow’s hierarchy of needs and
Herzberg’s hygiene factors, which distinguish between
intrinsic and extrinsic motivators.

e The organizational perspective focuses on culture,
climate, and leadership, arguing that retention results
from a balanced institutional ecosystem.

Dionisio (2011) and Chiavenato (2014) agree that these
three dimensions should be addressed in an integrated
manner: employees remain when they experience emotional
recognition, economic security, and cultural identification.
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This integrated model is particularly suitable for the
educational context, where ethical commitment and a sense
of mission complement the objective conditions of work.

G. Challenges and Limitations of Retention Strategies

Despite the relevance of retention policies, the literature
acknowledges that their implementation faces multiple
challenges. First, generational diversity: younger generations
value flexibility and purpose more than stability. Second, the
financial constraints of many institutions, especially public
ones, which hinder the provision of competitive benefit
packages. Third, the fragility of evaluation and merit systems,
which can generate perceptions of injustice and reduce
motivation.

Chiavenato (2014) warns that retention strategies fail
when they are “uniformly imposed without considering the
specificities of individuals and organizational culture.”
Dionisio (2011) adds that talent management must be
adaptive and context-sensitive, valuing individual differences
and promoting a balance between results and well-being.

H. Theoretical Synthesis and Implications

In summary, the literature reviewed reveals a broad
consensus on the crucial role of talent retention in ensuring
organizational  sustainability. The main theoretical
contributions can be grouped into four dimensions:

e Strategic — Retention must be aligned with institutional
planning, integrating recruitment, training, evaluation,
and reward policies.

e Human — The employee is seen as an active subject, with
needs, values, and aspirations that must be acknowledged.

e Cultural — Retention depends on an organizational culture
grounded in trust, cooperation, and ethics.

e Developmental — The permanence of talent is linked to
opportunities for learning, innovation, and professional
growth.

The contributions of Gil (2010), Chiavenato (2014),
Dionisio (2011), Maximiano (2006), Camara et al. (2013),
and Souza (2011) converge toward an integrated and
humanistic view of people management, in which talent
retention is both an economic strategy and a social
responsibility. In the context of Mozambican educational
organizations, this approach takes on an ethical and
institutional dimension, as ensuring the permanence of
qualified professionals means investing in the quality of
education,  pedagogical innovation, and national
development.

1. CONCLUSIONS

This analysis has shown that talent retention is a
multidimensional and strategic phenomenon, essential to the
sustainability —and  competitiveness  of  educational
organizations in Mozambique. It was found that, beyond
salary policies and material benefits, the permanence of
professionals is intrinsically linked to motivational,
relational, developmental, and ethical factors, which
determine the degree of engagement, satisfaction, and
identification of employees with the institutional mission.
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The findings from the theoretical review indicate that
retaining talent requires the integration of strategic people
management policies focused on continuous development,
merit recognition, participative leadership, and the
consolidation of an inclusive and ethical organizational
culture. The literature analyzed particularly the works of
Chiavenato, Gil, Dionisio, and Camara et al. supports a
humanistic and contextualized approach to people
management, in which the employee is recognized as an
active agent of organizational transformation.

In the Mozambican context, where structural and
financial challenges still hinder the attraction and retention of
qualified professionals, it is urgent to invest in institutional
policies that combine recognition, training, dialogue, and
belonging. Such policies not only reduce turnover and
strengthen organizational commitment, but also contribute to
the quality of education and national development.

In short, retaining talent is more than an administrative
practice: it is an ethical and strategic commitment to human
and institutional development.
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