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Abstract 

The literature on international talent management has been building up in the past 

few years, however there is a need to further develop this subject. In this dissertation, two 

research gaps will be addressed. The first is the focus of these studies in the attraction 

dimension, giving less attention to the other two dimensions (facilitation and incorporation) 

and the second, is identified as the lack of research on collective actions between stakeholders 

(higher education institutions, international companies, governments and associations) on 

these dimensions at a city level. This study encompasses these two research gaps and 

contributes for further development of this subject through the following research questions, 

RQ 1: Which types of initiatives do urban stakeholders promote in order to attract, facilitate 

and incorporate talent in the city of Porto? To which extent are they complementary to each 

other? And RQ 2: How to do collective efforts in place (CITM initiatives) are organized, and 

how do they fit the framework of urban ‘‘organising capacity’’? This dissertation seeks to answer 

these research questions by means of a nested case study research, where we analyse the 

recent process of attraction, facilitation and incorporation of talent in the city of Porto (main 

case) and zoom in to analyse two in-depth case studies regarding those processes (Porto for 

Talent and Study in Porto). In order to do so, this dissertation collected qualitative data 

(interviews, reports, websites and news) from involved stakeholders in Porto to analyse 

international talent management dimensions (attraction, facilitation and incorporation) and 

the relevance of the elements of the Organizing Capacity Framework (leadership, strategic 

networks, vision and strategy, political and societal support, communication) underpinning 

collective strategies. According to the information analysed, it was found that the 

stakeholders gave less emphasis on facilitation initiatives, while the attraction and 

incorporation dimension was of great importance in the ITM strategy of the city council, 

companies and higher education institutions. This study shows that, according to the 

Organizing Capacity Framework, there is already a successfully coordinated network 

between stakeholders to take collective actions in this dimension, namely, Porto for Talent and 

Study in Porto. Both programs proved to be recent and with many aspects still to be developed. 

 
Keywords: Talent, International Talent Management, Attraction, Facilitation, 

Incorporation, Collective International Talent Management, Organizing Capacity 

Framework, Stakeholders 

JEL-Codes: M13, M16, Z18  
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Resumo 

 A literatura de gestão de talento internacional tem vindo a desenvolver-se nos últimos 

anos, no entanto há uma necessidade de um maior desenvolvimento deste assunto. Nesta 

dissertação, serão abordadas duas lacunas de investigação. A primeira é o foco desses estudos 

na dimensão de atração, dando menos enfâse às outras duas dimensões (facilitação e 

incorporação) e a segunda, é identificada como a falta de investigação sobre ações coletivas 

entre os stakeholders (instituições de ensino superior, empresas internacionais, governos e 

associações) nessas dimensões a nível de cidade. Este estudo abrange estas duas lacunas de 

investigação e contribui para o aprofundamento desta temática através das seguintes questões 

de investigação, QI 1: Que tipos de iniciativas os stakeholders urbanos promovem para atrair, 

facilitar e incorporar talentos na cidade do Porto? Até que ponto elas são complementares entre os 

stakeholders? e QI 2: Como é que os esforços coletivos implementados (iniciativas CITM) 

são organizados, e como eles se encaixam na estrutura da "capacidade de organização" urbana? 

Esta tese procura responder a estas questões de investigação por meio de um nested case study, 

onde analisamos o processo de atração, facilitação e incorporação de talento no Porto (caso 

principal) e analisamos dois estudos de caso aprofundados sobre esse processo (Porto for 

Talent e Study in Porto). Para tal, esta dissertação irá recolher dados qualitativos (entrevistas, 

relatórios, websites, vídeos e material de arquivo) de stakeholders urbanos do Porto, 

analisando-os com base nas dimensões de gestão de talento internacional (atração, facilitação 

e incorporação) e nos elementos do Quadro de Capacidade Organizadora (liderança, redes 

estratégicas, visão e estratégia, apoio politico e social, comunicação). De acordo com as 

informações recolhidas, constatou-se que os stakeholders deram menos ênfase às iniciativas 

da dimensão de facilitação, enquanto na dimensão de atração e incorporação tiveram um 

impacto significativo por parte da Câmara municipal, empresas e instituições de ensino 

superior. Este estudo mostra que, de acordo com o Quadro de Capacidade Organizadora, já 

existe uma rede bem-sucedida de coordenação entre os stakeholders para a realização de 

ações coletivas nesta dimensão, nomeadamente o Porto for Talent e Study in Porto. Ambos os 

programas revelaram-se recentes e com muitos aspetos ainda a serem desenvolvidos. 

 

Palavras-Chave: Talento, Gestão de Talento Internacional, Atração, Facilitação, 

Incorporação, Gestão Coletiva do Talento Internacional, Quadro de Capacidade 

Organizadora, Partes Interessadas 

Códigos JEL: M13, M16, Z18 
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1. Introduction and Research Objectives 

Along the course of the 21st century the global economy has been shifting towards 

a knowledge-based economy, which is translated to high demand of talent from cities 

worldwide. Florida (2002) has considered ‘‘talent’’ to be a driver of urban economic 

success and, thus, accessing the global human skilled capital has become a crucial factor 

of competitiveness in every metropolis. Therefore, over the last decades, talent demand 

has risen on a global basis making city authorities to work towards attracting international 

talent, namely in articulation with international companies (and other players, such as 

higher education institutions), given that it provides competitive advantage, boosts 

performance and contributes to success. Yet, Poorhosseinzadeh & Subramaniam (2013) 

say that it is highly difficult to attract, deploy, develop and retain talent. Therefore, this 

phenomenon (attraction, facilitation and incorporation of talent) needs to be managed 

effectively, so it requires international talent management (ITM), which according to Van 

Winden (2019b) include policies and strategies to attract international skilled people into 

cities, but also to facilitate relocation opportunities and career paths. 

Companies are active players in the attraction, facilitation and incorporation of 

talent and the management of this process is necessary, which according to Ifeoma, 

Okoye-Nebo & Purity (2018, p.95) talent management is considered to be ‘‘a primary key 

for organizational success’’ when referred to a competitive marketplace. ITM surged due 

to the fact that international skilled labour has become more mobile over the years on a 

global basis, which means that talent is crossing countries and establishing in different 

cities away from their home country (Ewers & Dicce, 2018). However, the success of ITM 

by companies on the dimensions mentioned above are influenced by many external factors 

and depend on urban dimensions and responsibility of many other players. Therefore, 

besides companies, international talent management has become a main issue for cities 

worldwide, not only for large metropolises, leading policymakers and other urban 

stakeholders to face this phenomenon in order to ensure the competitiveness of many 

medium-sized cities. 

Thus, taking into consideration the two phenomenon mentioned above, this thesis 

will systematically study the processes and the modes through which cities and coalitions 
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of urban stakeholders (companies, higher education institutions, business associations, 

government), deal with the three dimensions of international talent management (ITM), 

namely: 1) attraction, which deals with marketing oriented towards international talent; 2) 

facilitation, regarding housing, support facilities, bureaucracy and formal procedures; and 

3) incorporation, which refers to actions to support the process of professional and social 

integration in the medium-term. 

Concerning ITM scientific literature it is possible to identify two research gaps: the 

literature has mainly focused on i) attraction, giving less emphasis on the other two 

dimensions (facilitation and incorporation) which are crucial in this process (Van 

Riemsdijk, 2014) and ii) companies’ efforts, not giving importance to partnerships and 

collective actions that are created to support this type of initiatives at a city level as a whole 

(higher education institutions, companies, local/national government). Although some 

recent studies have started to address these dimensions from a practice-oriented 

perspective (Van Winden, 2020; Van Winden, 2019a; Van Winden, 2019b), there is still a 

lack of systematic research to understand this phenomenon. 

Hereupon, this thesis will focus on the city of Porto. Since the last few decades 

this city, according to Invest Porto (n.d.), has been highlighted as a place of high quality of 

life and attractiveness for international talent, foreign direct investment, the development 

of fast growing and internationalising “scale-ups”. It is seen that Porto is used to receive 

international population, however the phenomenon of international skilled migration has 

reached this city, which means that the talent from other countries, such as students, 

researchers or skilled workers, are migrating into Porto (Carvalho, Chamusca, Fernandes 

& Pinto, 2019) generating brain gain for this city. Accordingly, Porto poses great 

importance for this study, not only for its international environment and its attractiveness 

for foreign direct investment, but also for its dimension of a medium-sized city with a wide 

diversity of stakeholders such as the higher education institutions, the associations, the city 

council and the set of large employers here located. Moreover, the active policies on ITM 

implemented at the city level, such as Porto for talent and Study in Porto (two CITM 

programs), and the fast rise of new companies in Porto (e.g. in the field of IT and advanced 

engineering), whose competitiveness rely on the ability to attract incorporate and facilitate 

international talent, legitimates the importance of this city concerning this study. 

Therefore, given the novelty of the topic, we will analyse this phenomenon in the three 
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dimensions mentioned above through a qualitative case study given the non-existence, to 

the best of our knowledge, of studies that work this topic on a network level of actors 

versus individual firms.  

Given the theoretical framework explained above, the purpose of this dissertation 

is to study the research gaps on ITM literature in the city of Porto, which means that we 

seek to answer the following research question: How do urban stakeholders coordinate actions to 

attract, facilitate and incorporate talent in the city of Porto? However, in order to narrow the 

analysis and to better understand this subject, this research question is decomposed into 

two research questions, namely: 1) Which type of initiatives do urban stakeholders 

promote in order to attract, facilitate and incorporate talent in the city of Porto? To which extent 

are they complementary to each other?, and 2) How do collective efforts in place (CITM 

initiatives) are organized, and how do they fit the framework of urban ‘‘organizing capacity’’? 

(Van den Berg, Braun & Van der Meer, 1997; Van den Berg & Braun, 1999), which work 

as predictor of success for complex economic development projects involving multi-

stakeholder coalitions at the urban level. 

In conclusion, it is crucial to address the role of this dissertation in international 

business and for ITM literature. This study is going to focus on how the urban 

stakeholders such as higher education institutions, large employers (such as multinationals, 

born-globals and scaleups) and organizations address the issue of international talent 

management in the city of Porto, which will allow to understand how, for instance, 

multinationals contribute for each dimension (attraction, facilitation and incorporation) of 

international talent and how they fit into the network of the city of Porto, as they have 

great interest in attracting and retaining these skilled workers. This city, being the second 

largest in the country, is crucial, given that there are many firms in the Information 

Technology area that seek for this international talent and have great interest in 

participating in ITM on a network level because they cannot go through this process 

independently without cooperating with other urban stakeholders. To sum up, this thesis 

will seek to understand how these three dimensions are managed on a network level 

involving the urban stakeholders and not only how the large employers manage this 

process, and understand which can be critical factors in the success of these initiatives. 

The dissertation is structured as follows. Section 2 provides a literature review on 

talent and its management, alongside a brief of the initiatives of the three dimensions of 
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ITM. In Section 3 the research design is scrutinized referring to the nested case study 

approach and the analysis of qualitative data collected mainly through interviews. Section 

4 is subdivided into two components, first the findings on ITM initiatives by stakeholder, 

and second the findings on CITM initiatives (Porto for Talent and Study in Porto). Section 5 

presents the discussion of the findings, first on the complementarity and enablers of 

collaboration of ITM initiatives, and second, compares the qualitative data of CITM 

initiatives to the ‘‘organising capacity’’ framework and their implications for ITM literature. 

Section 6 closes with the final conclusions and implications for future research of this 

subject.
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2. Literature Review 

 

2.1. Talent 

The term talent only surged as a matter of interest in the late 1990s when McKinsey 

& Company invented the War for Talent (Michaels, Handfield-Jones & Axelrod, 2001) and 

defined talent to be ‘‘the best and the brightest’’. Since then, this matter has become of 

interest to many academics and practitioners. Along the years, many of these academics 

and practitioners came up with numerous definitions on different angles of talent. In line 

with this, Tansley (2011) referred in his study that ‘‘There is no single or universal 

contemporary definition of ‘‘talent’’ in any one language’’ (p. 266). In other words, talent 

has different meanings within every organization, depending on the language of each. The 

term used for talent depends on which area it is utilised, on different strategies of the 

organizations, on the nature of the organization, on which atmosphere it competes and 

many other factors (Chartered Institute of Personnel and Development (CIPD), 2007). 

However, according to Ashton & Morton (2005) talent can also be described as the 

individuals who can make a major change on the performance of the company or, in other 

words, talent is associated with a skillset and knowledge of the employees which are able 

to create unique value for the organization from the existing means. The Chartered 

Institute of Personnel and Development (2007) refers to talented people as individuals 

who are able to make a major difference in the company through the use of their intrinsic 

potential to benefit the firms’ performance. As Lewis and Heckman (2006) stated, talent 

can be categorized through a resource-based view as a valuable, rare and hard-to-imitate 

asset for the organizations. Also the Chartered Institute of Personnel and Development 

(2007) even adds that talent is exclusive of an organization and it is highly biased by 

elements such as its nature, the industry, individuals and the collective and it is possible 

that it may suffer changes over time. Talent has also been described as intrinsic, something 

that encourages itself and does not call for others appreciation (Pruis, 2011). Also Smart 

(2005) in its Top grading vernacular, denoted top performers (talent) as ‘‘A players’’ which 

are the top 10% of talent available in all salary levels, best of class. Overall, these various 

designations of what talent is, allow us to conclude that talent is basically a new term for 

the finest people for the job in an organization and who would most contribute to the 
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success of the organizations’ strategic objectives. 

Nevertheless, to be clear, when the term ‘‘talent’’ or ‘‘international talent’’ emerges 

throughout this study is addressing people such as high-education students, researchers or 

skilled workers from foreign countries that come to Porto to study and/or work.
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2.2. International Talent Management 

Talent management (TM) has surged as a topic of interest for many academics 

and practitioners in the last decades, many researchers came up with different meanings 

for this term, each of them addressing this in a different point of view, although there has 

been consensus as to the meaning of ‘‘talent management’’ (Collings & Mellahi, 2009; 

Lewis & Heckman, 2006) there is no clear definition for this matter. According to Lewis 

& Heckman (2006), who made a scrutinized and critical review of TM literature, there is 

‘‘a disturbing lack of clarity regarding the definition, scope and overall goals of talent 

management’’ (p.1) and so, it is a challenge to determine a universal meaning for talent 

management, due to the mix of terms and definitions and also the hypothesis made by the 

various authors who regard this matter. Or in other words, ‘‘there isn't a single consistent 

or concise definition’’ (Ashton & Morton, 2005, p.30). 

Among the vast literature regarding this matter, some address talent management 

as ‘‘a mindset’’ (Creelman, 2004), others like Redford (2005) describe it as an attempt to 

ensure that “everyone at all levels works to the top of their potential” (p.20). Stahl, 

Bjorkman, Farndale, Morris, Stiles, Trevor & Wright (2007) even consider that talent 

management fully encompasses the activities of an organization amongst which are 

attracting, developing, selecting and retaining the best workforces in the suitable position. 

TM has also been defined as the organized attraction, deployment, development and 

retention of high potential employees who are considered valuable for the organization 

(CIPD, 2007). Pascal (2004) states TM is ‘‘managing the supply, demand, and flow of 

talent through the human capital engine’’ (p.9). According to Lewis & Heckman (2006), 

this is incorporated in the domain of Human Resources with a specific importance on the 

attraction, development and retention of talents. Following this line of thought, Lewis & 

Heckman (2006) defined three perspectives of thinking around the concept of talent 

management: 

(1) Rebranding of the Human Resources Management (HRM) as TM: talent 

management includes all the activities of HRM, and so it’s not that exactly different 

from it, however there is a change by these authors from the traditional term 

(HRM) to a new concept (TM) which means there is a rebranding of HRM 

focusing on managing strategically the talent. 
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(2) Development of talent pools: these ‘‘pools’’, as stated by Lewis & Heckman 

(2006), will focus on “projecting employee/staffing needs and managing the 

progression of employees through positions’’ (p.140), which means that talent 

management includes HRM practices, however with a special emphasis on 

constantly attracting talented people for key positions inside the organizations. 

Researches in this line of thought normally develop on background studies of human 

resource planning or succession planning literatures. 

(3) Management of talented people generically: Rather than focusing on talent for key 

positions like the previous perspective, this regards to a ‘‘talent pool’’ as a whole, 

having constant talent however not specified for certain positions and assigned to 

jobs as necessary throughout the organization. In this perspective authors believe 

in ‘‘top grading’’ (Smart, 1999) which means that all the positions within an 

organisation should be filled with top ‘‘A performers’’ and also aims the 

management of ‘‘C performers’’ (low performers) out the organization (Michaels 

et al., 2001). 

Apart from this, Lockwood (2006) describes talent management as the 

implementation of integrated strategies or systems designed to increase workplace 

productivity by developing improved processes for attracting, developing, retaining and 

utilizing people with the required skills and aptitude to meet current and future business 

needs. Therefore, according to Poorhosseinzadeh & Subramaniam (2013) TM is crucial 

for two reasons: 

(1) Effective talent management guarantees that organizations can attract and retain 

crucial talent; 

(2) Talent management is integral to engaging employees in the organization (Ashton & 

Morton, 2005). When addressing TM, these have been the two main factors for 

organizations’ success and survival. Although there exists a vast literature for attracting 

and retaining talents inside an organization, talent attraction in a city is still an under 

researched area and calls for more development regarding this matter. 

2.2.1. Attraction 

Attraction of talent may be perceived as the capability to attract a target audience 

with the desired skill set but the skill sets will vary from employer to employer and from 

city to city (Robinet, 2019). According to Van Winden (2019b), the attraction dimension 
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of ITM refers to marketing initiatives targeted to attract skilled migrants (talent) from 

specific professions from foreign countries such as information campaigns, online and 

social media activities. Hooijen, Meng, Reinold & Siegel (2017) found in their study that 

mobility intentions are highly influenced by individuals’ perceptions of: a) quality of life; 

b) open-minded environment (such as acceptance of ethnic diversity and easy relationship 

with locals); and c) career opportunities. Also, they noted that social ties have a great 

weight on potential migration preferences such as the distance to the partner. Along with 

this thought, Ewers & Dicce (2018) show that many of the characteristics of the 

attractiveness of cities are linked with the ‘‘magnets for high skilled migration’’ with those 

being: (1) fastest growing cities (by GDP and employment and also by population); (2) 

human capital (global human capital index, attraction and retention of talent overall and 

availability of skilled labour); (3) quality of life (quality of living and liveability index); (4) 

hard and soft infrastructure (airport passenger traffic and top global higher education 

institutions); (5) advanced producer services (firm headquarters and connectivity). In 

addition, Florida (2002) adds that highly educated individuals will be attracted to city-

regions that offer a richness of employment opportunity, a high quality of life, a critical 

mass of cultural activity and social diversity. Although there is emphasis along studies on 

amenities as an important factor for talent attraction, others found that salaries and tax 

rates are key points for attraction and retention (Lepawsky, Phan & Greenwood, 2010). 

Supporting this, some found that migration to a certain destination was motivated 

essentially by factors regarding higher education and personal and career development 

opportunities (Brown, 2015). Therefore, employment opportunities are the key to highly 

skilled migration instead of amenities. 

 In this regard, Robinet (2019) refers that the city of Windsor takes on initiatives on 

the dimension of city and employment branding in order to attract international talent. In 

this line, Reiner et al. (2017) demonstrates that the cities of Munich and Vienna also invest 

in city promotion and city branding, as well as an implicit investment on amenities. Ewers 

& Dicce (2018) refer in their study four key approaches of the cities to attract foreign 

talent: (1) human capital approach (provide permanent residency and citizenship rights to 

skilled migrants in order to augment national knowledge base); (2) labour-market-needs 

approach (granting temporary visas for a specific stay period in order to fill some gaps in 

the labour market); (3) business incentives approach (policies to attract foreign trade and 

investment of which eases the expatriation of company workers and their families and/or 
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enhance expats quality of life); (4) academic-gate approach (migration policies designed to 

encourage permanent settlement of foreign students. According to Brown (2015), the city 

of Birmingham in order to attract talent resorted to cultural initiatives, in which 

encompassed ‘‘flagship’’ cultural developments, support for mainstream cultural organizations, events 

to animate spaces (p.2341), and physical regeneration initiatives which included the remaking 

of central areas for new economic and cultural activities and the promotion of ‘‘city apartment living’’ in 

previously industrial inner-city areas (p.2341). 

2.2.2. Facilitation 

Throughout this study we will address facilitation as the process that guarantees to 

highly skilled migrators the amenities and post-entry rights. Van Winden (2019b) refers to 

facilitation as the dimension in which the stakeholders develop initiatives to help skilled 

migrants work through the bureaucracy upon arrival such as visa and permits and to 

facilitate access to amenities (accommodation, health care, education and public services). 

Ackers (2005) signals the role of post-entry rights when referring at how access to 

citizenship is important for the retention of scientists in Europe, since they ‘‘need to 

reassure themselves that their mobility will not jeopardize their own citizenship status, 

their partner’s right to work, and the wider family social entitlement’’ (p.114). In line with 

the same thought Toma & Villares-Varela (2019) mentions that researchers and students 

who wish to stay in the country of destination have to obtain access to permanency and 

citizenship rights (permanent visa and post-study visa), which in turn is a part of the 

facilitation process for the talent, and highlights the importance of the administrative 

support in this procedure as crucial factor for talent mobility. Facilitation process involves 

various dimensions such as bureaucracy (visa and permits), access to amenities (housing, 

public services, health care, education, etc), integration policy, environmental and cultural 

policy which end up ‘‘facilitating’’ a long-term settlement for the migrants (Van Winden, 

2019b). 

Studies from this dimension look into the provision of housing (for foreign 

students, expats, young professionals), tax cuts for the highly qualified, support for 

spouses and children, visa for the highly skilled and startups, supporting infrastructures 

for new ventures like government programmes, investors and incubators, knowledge 

locations or science parks, among others (Carvalho, Santos & Van Winden, 2014; Jones, 

2012; Van Winden, Carvalho, Van Tuijl, Van Haaren & Van den Berg, 2010). These are 
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often provided by companies willing to facilitate talent attraction. In line with this, Van 

Winden (2020) demonstrates that in the Amsterdam region the companies provide 

housing for the skilled workers due to the high price of rents and companies tend to cluster 

into science parks far from the center of the city. 

However, they rely also on action by other stakeholders, namely municipalities and 

national governments. According to Jones (2012) national governments have some policy 

approaches to the migration of the highly skilled, in which it stands out three major 

schemes to this matter: (1) Points Based Systems (highly qualified workers are selected 

based on certain characteristics and then they are granted right to establish residence in 

the host country) are presented to be more competent in recruiting highly skilled 

immigrants, which contribute to research, innovation and economic growth; (2) Employer 

led schemes (employer selection of certain skilled labour to meet firm’s needs) and (3) 

Hybrid Schemes (combination between points based systems and employer led schemes 

with a focus on the last). These policies allow national governments to concede permanent 

or temporary visas to the highly skilled workers and in turn, it fills the existing talent hole 

in the host country, increases overall skill levels in the country’s human capital to promote 

productivity and encourage the circulation of knowledge embodied in high skilled labour 

to promote innovation and growth (Jones, 2012). 

In the Groningen case study, Van Winden (2019b) mentions that a number of 

stakeholders are taking actions in facilitation dimension such as developing a cultural 

community platform; setting up an international house in the city centre; measures to ease 

the bureaucratic burden for internationals, and others. This in turn, helps the process of 

welcoming international people making them feel more at ease. In addition, Van Winden 

(2019a) noticed that some case cities have already collective and streamlined actions, as is 

the case with Groningen and Leuven that have Welcome Centres or expats desks, in which 

they provide administrative services (such as resident permits, tax and address registration, 

information services, referrals to affiliated service providers and social activities) in a more 

accessible way. In this line of thought, Reiner, Meyer & Sardadvar (2017) found that the 

cities of Munich and Vienna also provide expats desks to international students and 

researchers, as well as residence permits and affordable housing. 
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2.2.3. Incorporation 

 The incorporation process of the international talent is as crucial as the last two 

dimensions mentioned before. What good does attracting and facilitating the entry of 

talent into a city if it cannot be retained? Thus the goal is not accomplished. For example, 

Reiner, Meyer & Sardadvar (2017) mentioned that without the retention of graduate 

foreign students and their participation on the labour market, the economic net effect of 

those non-retained students can even be negative if they do not compensate for all the 

costs related with their studies and stay at the city of the higher education institution. 

Incorporating talent is directly associated with integration policies on a social and 

professional level. This dimension, according to Van Winden (2019b), refers to a set of 

incorporation initiatives in order to integrate the talent itself as well as his/her partner and 

his/her family into the society and work environment so as to feel comfortable in the host 

city and develop a professional and social life. Van Winden (2019b) also makes a 

distinction regarding incorporation between economic integration (work incorporation) 

and social integration (being part of the city life and getting involved with locals). 

According to Van Riemsdijk (2014) there are a number of actors that contribute to the 

incorporation of talent in a city ‘‘including HR managers, co-workers, and immigrant 

organizations’’ (p.970), and it is also mentioned, in the case of Oslo, that the workplace is 

a vital factor for the establishment of the skilled migrant to the new environment. In this 

sense, there is Labour Legislation (LL) which Jones (2012), refers to as the ‘‘concern with 

the workers interests, ensuring labour stability and achieving cooperative modi operandi 

between workers, employers and other social partners, in order to maintain efficiency, 

economic well-being and growth’’ (p.21). This implicates the protection of the 

employment and the employee in the way that employers will find it difficult to do as they 

please when it comes to the dismissal of a worker. 

In the dimension of retention and incorporation, most research focuses on a 

national level, however Van Winden (2019b) case studies suggest that cities are increasingly 

active in these areas, and it is urgent to investigate how. Also, Van Winden (2019a) 

regarding the Urbact Network notes that there are a number of barriers that hinder 

integration, for example, in the city of Groningen although there is a low language barrier 

(most Dutch’s speak English), ‘‘Dutch and international students hardly mix’’. In this 

sense, cities involved in the Urbact Network (Van Winden, 2019a) develop initiatives to 
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foster the social integration and to reduce the tension between locals and internationals 

such as buddy programs (connecting locals and internationals), the creation of an 

international house where locals and internationals could mix, taking measures to facilitate 

the bureaucratic process for internationals, support for regional companies to employ or 

offer internships to foreigners. According to Reiner et al. (2017) in order to integrate and 

retain graduate foreign students and young researchers, the cities of Munich and Vienna, 

have incorporation initiatives such as postdoctoral programs, funding programs, 

information programs and greeting events. 

In order to synthesize the information analysed in the Literature Review regarding 

ITM initiatives carried out in each dimension (attraction, facilitation and incorporation), 

Table 1 was created. Our focus is to analyse the ITM initiatives that come from actors 

beyond the companies, this is because, there are a number of company-level initiatives 

that go beyond these in terms of attracting and retaining talent and, therefore, Table 1 

illustrates that analysis.
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Dimension Year of Publication Author(s) Level of Analysis Types of Initiatives Actors/ Stakeholders

Attraction 2015 Brown, J. City (Birmingham)
Cultural development initiatives and physical regeneration

initiatives
Local Government

Attraction 2019 Robinet, L. M. City (Windsor) City and employment branding Local Governments

Attraction and 

Incorporation
2017

Hooijen, I., Meng, 

C., Reinold, J., & 

Siegel, M.

Euregio Meuse-Rhine
(Suggestions) Eliminate border barriers, incentives to study

and live, provide leisure activities
Local governments and Universities

Attraction and 

Incorporation
2018

Ewers, M. C., & 

Dicce, R.
Global Cities

Migration policies (provide permanent and temporary visas,

help expatriation of overseas workers, encourage foreign

students to settle)

Government

Facilitation 2010

Van Winden, W., 

Carvalho, L. D., 

Van Tuijl, E., Van 

Haaren, J., & Van 

den Berg, L.

Medium-sized cities 

(Dublin, Eindhoven, 

Helsinki, Incheon, 

Munich and San 

Sebastian)

Creating knowledge hubs, science parks and creative clusters Governments, Universities and Large Employers

Facilitation 2012 Jones, B. Countries
Points Based Systems, Employer led schemes and Hybrid

Schemes
Governments

Facilitation 2017
Reiner, C., Meyer, 

S., & Sardadvar, S.

Cities (Munich and 

Vienna)

Residence permits, provide affordable housing and expats

centers
Local Governments and Universities

Facilitation 2019
Toma, S., & 

Villares-Varela, M.
Global Cities

Post entry rights (providing permanent and post-study visas)

for researchers and students
Local Governments and Universities

Facilitation 2019a Van Winden, W. City (Groningen)
Welcome Centres, expats desks, International House, Cultural

community Platform and support for Employers
 Local Government, Universities and Large Employers

Facilitation 2019b Van Winden
European medium-

sized university cities

Universities and Large employers have support desks to help

with bureaucracy and online platforms dedicated for

internationals. Welcome Centers, Expats desks and

International Houses.

Universities, Large employers, Local Governments and 

Associations

Facilitation 2020 Van Winden City (Amesterdam)
Science parks and Companies provide housing for skilled

workers
Local Governments and Large employers

Incorporation 2012 Jones, B. Countries Labour Legislation Governments and Large Employers

Incorporation 2019b Van Winden, W.
European medium-

sized university cities

Sauna visits, mixing local and internationals, Festival of

Cultures, International House, Buddy system programs,

Volunteering programs, spouse programs, international night-

life agenda

Universities, Large Employers, Local Governments and 

Associations

Incorporation 2017
Reiner, C., Meyer, 

S., & Sardadvar, S.

Cities (Munich and 

Vienna)

Postdoctoral, Funding, Informational programmes and

Greeting events
Local Governments and Universities
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Table 1: Synthesis of ITM initiatives in the Literature Review 

Source: Own elaboration    
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2.2.4. Collective international talent management (CITM) and the 

role of organising capacity 

What results from the previous is that ITM actions and policies involve a multitude 

of actors (companies, governments, higher education institutions, etc), acting in a loosely 

coordinated way, which may result in a number of inefficiencies and untapped potential 

both for companies and cities as a whole. In fact, cities and metropolitan areas are 

increasingly important arenas where ITM operates, not only because HEIs, companies and 

jobs (multinationals, scaleups, born-globals) are located here, but also because they 

provide several amenities (quality of life, international accessibilities, diversity, culture) that 

are pivotal to attract and retain talent. Recent work has started to analyse examples of such 

collective actions conducted at the city level, namely in Europe, with an eye to coordinate 

actions of multiple stakeholders for this purpose (Van Winden, 2019b), in which groups 

of stakeholders (large firms, local government, higher education institutions, the academic 

hospital, and other large employers) collectively organize and develop strategies to attract 

and facilitate the insertion of international “talent” in the city. This work suggests that 

ITM has an important collective action dimension, namely as the necessary actors and 

resources are scattered among different actors. 

Naturally, questions remain about what preconditions and governance elements 

are necessary for these efforts to succeed, namely as several actors with multiple interests, 

time frames and agendas become involved. The literature on urban governance provides 

some hints on how these sorts of collective networks are organized, and the critical factor 

behind success (Ansell & Gash, 2008; Carvalho et al., 2020; Van den Berg et al., 1997; Van 

den Berg et al., 1999). Accordingly, urban governance research on eight European cities 

(Antwerp, Bilbao, Bologna, Eindhoven, Lisbon, Munich, Rotterdam, and Turin) reveals 

that the success of a metropolitan region relies on its organising capacity (Van den Berg 

et al., 1997). 

 According to Van den Berg et al. (1997), organising capacity is defined ‘‘as the ability 

to enlist all actors involved and with their help, to generate new ideas and to develop and 

implement a policy designed to respond to fundamental developments and create 

conditions for sustainable development’’ (p.8). In his studies, Van den Berg et al. (1997), 
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suggests a theoretical framework for organising capacity, which has been discussed and 

enhanced over the years by other authors (Carvalho et al., 2020; Van den Berg et al., 1999), 

based on a number of interrelated elements: 

• Strategic networks (between public and private actors so as to deal with the 

complex dynamic of the urban area);  

• Leadership (by key persons or organisations is necessary to utilise the potential of 

new and existing networks and to direct the efforts of the parties involved);  

• Spatial-economic conditions (opportunities and threats to the city’s economy 

possibly will call for collaboration between the urban stakeholders); 

• Ambition and vision (an integral vision that is projected into clear strategies and 

objectives that supports a policy-making without discrepancies and maintains 

integrality);  

• Political support and societal support (clear presentation of the policy problem 

promotes government funding and without support from the parties directly 

affected, the implementation of the policy might fail).  

According to this framework, Van den Berg et al. (1997) shows that strategic 

networks between public and private actors are of extreme importance, due to the fact 

that the organizing capacity is no longer an issue solely of the local government but rather 

of a diversity of stakeholders, taking advantage of resources from the variety of people 

actively involved in the organizations. In this vein, Carvalho et al. (2020) compliments that 

urban leadership must have the involvement of a diversity of stakeholders, namely, ‘‘lead 

firms, higher education institutions and civic movements’’ (p.8), and not only of the city 

council. The interdependency between participants form the basis for solid network, 

however Van den Berg at al. (1999) highlights strong factors, such as trust among 

stakeholders, shared goal, co-operative spirit and flexibility that influence the success of 

the strategic network. 

According to Van den Berg et al. (1997) leadership has proved important in several 

cases of multi-stakeholder urban development initiatives, such as the case studies of 

Antwerp, Bilbao, Bologna, Eindhoven, Lisbon, Munich, Rotterdam and Turin. This is so 

because leadership of strategic persons and organisations was important in order to exploit 

the potential of existing networks and to coordinate the efforts of every stakeholder 
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involved. Most important, it is also distributed leadership that seems to matter, according 

to Carvalho et al. (2020), it is ‘‘an urban-level competence emerging out of a broader 

network of stakeholders whose actions, in one way or another, promote urban and 

regional development’’ (p.6), where the author supports an approach of various versus 

one leader in the decision making for urban and regional development. Therefore, due to 

the characteristics of CITM (involvement of several stakeholders, in complex and open-

ended projects), it is suggested that distributed leadership will be of utmost relevance. 

However, it can also be the case that too much distribution of responsibilities will lead to 

fragmentation.  These dimensions will be explored in the empirical part of this thesis. In 

this line of thought, Sotarauta (2009) in his study on the Finnish regional development 

officers (the leaders of the regions of Finland) revealed four types of power mobilized by 

them: i) institutional power (the official institutional position gives the leader authority to 

make changes), ii) interpretive power (expert knowledge that allows the leader to persuade 

key persons to make changes), iii) resource power (authority decide how the funds will be 

used) and iv) network power (a variety of networks from which the leader benefits).   

According to Van den Berg et al. (1997), among the elements of the OC Framework, 

vision is the element that guides the organizing capacity. An integral vision of metropolitan 

development integrates all relevant dimensions within the metropolitan area translating 

them into consistent strategies with concrete objectives for separate objects so as to avoid 

the existence of a fragmented, piecemeal, broad and generic vision of the policy-making 

process (Van den Berg et al., 1997). In line with this thought, Van den Berg, Van Der 

Meer & Pol (2003) highlights the importance of an integral vision within the two case 

studies of Rotterdam and Strasbourg were the concrete vision on the social policy field 

took the overall municipal as a benchmark, therefore integrating all relevant dimensions 

into its actual strategy. In addition, the approach of urban leadership as a distributed 

capacity (Carvalho et al., 2020) can be seen as a vision which encompasses various 

dimensions (multiple leaders) of the urban area and develops consistent and concrete 

objectives for different aspects of the leadership of the metropolitan area.  

Yet, Van den Berg et al. (1997) states the importance of political and societal 

support on urban development initiatives which can be decisive for projects to succeed (p.9) and 

also, that these ‘‘interest groups’’ need to be aware of the necessity and attractivity of policy proposals or 

projects (p.9). Also, Van den Berg et al. (1997) regarding this element, discusses on how 
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important the degree of involvement of elected representatives from the local, national or 

supra-national level, as well as the financing and range resulting from that participation in 

the overall metropolitan development is for the organizing capacity in the municipal area. 

In addition, Carvalho et al. (2020), according to the CITM directives (a multi-stakeholder 

involvement in urban development), mentions the importance of the degree of 

involvement and support of other constituents (societal support) stating that civic movements 

and their representatives are becoming increasingly embedded in urban development initiatives (p.11), 

therefore lack of societal support (interest groups) may lead unsuccessful implementation 

of a project. 

However, in other studies, communication has been proven essential in cases of 

CITM initiatives as Van den Berg et al. (2003) further developed the organising capacity 

framework including this element as a predictor of success. According to Van den Berg et 

al. (2003), internal communication among stakeholders is required in order to translate the 

message of the vision and associated policies to the networks (large employers, higher 

education institutions, government and society) involved in the process and also, there 

needs to be a clear and precise external communication to the population so as to enlighten 

the necessity of policies to address the social problems, as remarked in the Social Policy 

Program for the city of Hoogvliet (Van den Berg et al., 2003). Therefore, according to 

CITM initiatives characteristics communication has proven to be key in the involvement 

of multiple stakeholders. 

The organizing capacity framework has been tested and their elements proved as 

explanatory factors for the successful implementation of complex urban development 

strategies, in which several actors are involved around a common goal. In this dissertation, 

this framework will be used in order to analyse and reflect on critical coordination factors 

that may play a role for successful CITM in cities. 

Thereupon, the object of this thesis is to contribute to fill the research gaps 

mentioned earlier, that is, to answer the main research question: 

Main RQ: How do urban stakeholders coordinate actions to attract, facilitate and incorporate 

talent in the city of Porto? 

However, to better understand and deepen this matter this main RQ is divided in 

two research questions: 
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RQ 1:  Which types of initiatives do urban stakeholders promote in order to attract, 

facilitate and incorporate talent in the city of Porto? To which extent are they complementary to 

each other? 

In relation to RQ 1, this allows to discover the existing initiatives that each of the 

urban stakeholders develop under the dimensions of ITM (attraction, facilitation and 

incorporation), and additionally whether these initiatives could be complementary with 

other stakeholders or not, that is, whether these initiatives taken on an individual level 

could be developed by coordinating efforts with other stakeholders. The findings under 

this research question could present opportunities for the combination of coordinated 

efforts between stakeholders in specific initiatives of ITM. 

RQ 2:  How do collective efforts in place (CITM initiatives) are organized, and 

how do they fit the framework of urban “organizing capacity”? 

With regards to RQ 2, this dissertation seeks to answer it through the analysis and 

comparison of two specific CITM initiatives, namely, Porto for Talent and Study in Porto, in 

order to understand their structure and organization, as well as how these two initiatives 

fit within the elements of the ‘‘organizing capacity’’ framework.
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3. Methodology 

3.1. Case Study Methodology 

 In order to answer these research questions, this study takes on a nested 

case study approach (Yin, 1994; George & Bennett, 2005). The case study approach 

consists of the study of particular phenomenon/context in which each case is captured, 

analysed and interpreted as unique (Yin, 1994) and it is an adequate approach given the 

complexity, multidimensionality and contemporaneity of the phenomenon of which little 

is still known. This approach will allow to analyse the process of attraction, facilitation and 

incorporation of talent in Porto, which is the main case, through different points of view, 

and, taking on an in-depth analysis of two case studies within that main case study, namely, 

two CITM programs developed in the city, Porto for Talent (an online platform with aim to 

capture talent and promote Porto as a destination for the development of a successful 

career) and Study in Porto (an online platform that presents useful information to students 

who want to come to Porto).  

As mentioned before (see Section 1), Porto was chosen as a case study for a 

number of reasons. The city of Porto has been attracting many international companies, 

and generating multiple scale-ups, to which attraction and retention of talent is essential. 

Since there is high demand for talent, the issue of ITM is central. On the other hand, the 

city has large institutions of higher education and research which are today strong centers 

for attracting talent such as students, researchers, scholars and technicians. For this reason, 

the ITM in general and the CITM in particular are central topics, which have been the 

target of initiatives in the last years. Furthermore, in recent years it has been noticed a 

growing inflow of students into the city supported by the growth of enrolment of 

international students in the University of Porto as well as the wide spreading of mobility 

programs (Carvalho et al., 2019). Therefore, this city is a critical example to study and 

better understand ITM practices regarding the three dimensions mentioned earlier. 

The research design of this thesis consists of two parts. Each part being directly 

channelled to answer each of the research questions mentioned above, namely, the first 

part is directed to the RQ 1 and the second part oriented towards the RQ 2 : 

First, this study undertakes a research on what each of the types of urban 

stakeholders, namely, the city council, companies (mainly multinationals and scaleups 

since these have the most interest in international talent), higher education institutions and 
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associations, do in each of the domains of the process mentioned above (attraction, 

facilitation, incorporation). That is, what kind of concrete initiatives do these stakeholders 

have regarding attraction, facilitation and incorporation of international talent on an 

individual level, which collaborations occur between them (e.g. shared projects), and, 

thereafter, understand which of those initiatives could or should be done with coordinated 

efforts with other stakeholders and what kind of barriers exist to prevent the coordination 

between them. 

In the second part, this thesis seeks to study two collective initiatives of ITM 

(CITM) analysing and comparing two in-depth case studies, to be precise, the Porto for 

Talent and Study in Porto programs. The program Porto for Talent was created by the city 

council through ScaleUp Porto (a coordinated program for the development of a sustainable 

entrepreneurship ecosystem in the city of Porto) and InvestPorto (the structure that, within 

the Economy, Tourism and Commerce Department, aims to create a favourable 

environment to achieve the maximum value of the competitive factors of the city of Porto, 

promotes the attraction and retention of talent and, advertises Porto as an attractive place 

for foreign investment), as a platform for capturing talent that aims to promote Porto as 

a destination for the development of a successful career. For that, the strategy of this 

platform focuses on highlighting three pillars: ‘‘Land’’, ‘‘Live’’ and ‘‘Work’’. Thus, high-

skilled workers with intention to come to Porto can access this platform and search for 

job opportunities as well as the lifestyle offered in this urban area. While the previous 

program targets qualified workers, the Study in Porto is directed towards students. Also 

launched by the city council this platform presents a set of useful information regarding 

courses, teaching institutions, accommodation, living expenses and several other amenities 

of crucial knowledge to a future student in Porto.  

Accordingly, the purpose is to explain what the collective initiatives of these 

programs aim to achieve in each of the ITM domains concerned and compare how each 

of them is organized. Moreover, see to what extent these initiatives fit into the ‘‘organizing 

capacity’’ framework as predictor of success (Van den Berg et al., 1997; Van den Berg et 

al., 1999; Carvalho et al., 2020), and what the most relevant dimensions and challenges 

seem to be. 
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3.2. Data Collection 

Data is mostly of qualitative nature, both from primary sources (interviews) and 

secondary sources (reports, websites and news from each of the institutions of the 

respondents regarding their strategy in the dimensions of ITM). 

Semi-structured interviews were carried out, covering the different domains under 

analysis, notably the three domains of ITM and the organization features associated. These 

semi-structured interviews, maintaining anonymity, were conducted with key persons of 

different institutions involved in ITM and CITM in Porto, as seen in Table 2, namely 

involved in the aforementioned initiatives, remaining anonymous such as: 

● Porto City Council: Alderman of Economy, Tourism and Trade with deep insights 

on City Council’s ITM initiatives, Porto for Talent project managers and Study in Porto 

project manager; 

● Companies: Company 1, Company 2 and Company 3, fast-growing technology 

companies with a strong need and focus on attracting talent, which is why these 

companies were chosen; 

● HEIs: Rectorate of the University of Porto, School of Engineering of University 

of Porto and Polytechnic of Porto; 

● Associations: Association of Technology Companies and Science and Technology 

Park; 

 

Stakeholders Type of Stakeholder Interviewee´s position 
Interview 
Length 

Company 1 

Foreign company (FDI) 
in the field of 
cybersecurity and 
investment banking 

Managing director 41 minutes 

Company 2 
Fast-growing technology 
company in the field of 
“intelligent mobility” 

People & Values Specialist 30 minutes 

Company 3 
Fast-growing software 
development company 

Talent Wizard 33 minutes 

HEI 1 
Rectorate, University of 
Porto 

Pro-Rectors 26 minutes 
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HEI 2 
School of Engineering, 
University of Porto 

Director of Communication and 
Cooperation 

70 minutes 

HEI 3 Polytechnic of Porto 
Vice-Dean for 
Internationalization and the Head 
of Communication Department 

50 minutes 

Association 1 
Association of 
Technology Companies 

Advisory Board Member 46 minutes 

Association 2 
Science and Technology 
Park 

Head of Communications 32 minutes 

City Council 
1 

Economic, Trade and 
Tourism Department 

Alderman 33 minutes 

City Council 
2 

Project Porto for Talent Project Managers 45 minutes 

City Council 
3 

Project Study in Porto Project Manager 31 minutes 

Table 2: Interviews 

Interviews were done virtually via videoconference, in that sense it was asked 

permission to the interviewees for the interviews to be recorded for transcription 

purposes. All of the interviewees gave permission and, therefore, the interviews were fully 

transcribed.  For these interviews procedures mentioned in Merton & Kendall (1946) and 

Rapley (2001) were followed, such as the non-direction (minimum influence of the 

interviewer on the direction of the interview), specificity (the interviewee should be clear 

and specific defining the situation), range (maximize the range of alternative trajectories) 

and depth and personal context (the interview should expose the actual personal 

experience of the interviewee). 

The findings of this study should be understood having in mind its limitations. 

Firstly, most interviews were carried out in Portuguese, and that may have led to a 

misinterpretation of the essential issues of this study due to the translation. However, 

given that most interviewees were Portuguese, if the interviews were carried out in English 

they could have difficulties in expressing with precision about the issue. Secondly, it was 

clear that some interviewees had difficulty in sharing or pointing out barriers or setbacks 

that prevent collaboration between stakeholders in these aspects of ITM initiatives, maybe 

due to Portuguese culture of not wanting to defame the other party. Thirdly, some 

interviews were time sensitive and it became difficult to address the key aspects in a timely 

manner in order to obtain complete and precise answers of the respondents.  

In order to complement the information gathered from the interviews, secondary 
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data was collected through an online research on each of the institutions looking for key 

information on the subject of International Talent Management.  

3.3. Analysis Strategies 

Empirical material was coded and dealt with using Nvivo: a dedicated software for 

qualitative data analysis. This allowed the systematization of the information around 

different categories of interest such as the three dimensions of ITM for the RQ 1 and 

elements of the OC framework for the RQ 2. 

Concerning the first part of the research design, in order to better understand the 

information collected and smooth the analysis process, comparison tables were developed 

which, subsequently, allowed to comprehend what the urban stakeholders do in the three 

dimensions of ITM (attraction / facilitation / incorporation), individually and in 

collaboration, in order to identify complementarities, overlays, missing points, enablers 

and barriers in those initiatives.  

In this sense, each of the initiatives found on the 3 dimensions of ITM were coded 

in Nvivo with certain characteristics according to the empirical material obtained in the 

literature review. Therefore, for an initiative to be considered from any of the dimensions, 

it had to comply with a specific set of characteristics associated with that dimension. In 

relation to the attraction dimension the characteristics were the following: 1) marketing 

oriented campaigns (online and social media), 2) employment branding, 3) city 

promotion/branding, and 4) cultural activities. With regards to facilitation dimension, 

initiatives to be considered of this dimension had to look into: 1) bureaucracy (visas and 

permits), 2) access to amenities (housing, health care, education and public services), 3) 

Welcoming Centers or expats desks, 4) support for expat’s family, 5) supporting 

infrastructures (investors and incubators, knowledge locations and science parks). As for 

incorporation initiatives, Nvivo coding was done according to the following 

characteristics: 1), social and professional integration policies, 2) buddy programs, 3) 

international house, 4) postdoctoral, funding and information programs, 5) greeting 

events, and 6) offer internships to foreigners.  

As for the data resulting from the different interviews with key respondents of the 

institutions mentioned previously and additional secondary data, will be coded according 

the different elements stated in the Organizing Capacity Framework (Van den Berg et al., 

1997; Van den Berg et al., 1999; Carvalho et al., 2020). In this sense, the data collected will 
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be coded according to the following elements of the OC Framework, in which different 

categories of results will be detailed for each element as seen below: 

● Ambition and vision [integrating all relevant dimensions vs fragmented and 

piecemeal, broad and generic vs. concrete] 

● Leadership [one vs. various; types of power mobilized: institutional position; access 

to a network; expert knowledge; access to funding]  

● Actors and networks [diversity of stakeholders; resources of the people actively 

involved in the organization; trust among stakeholders] 

● Communication [internal among stakeholders; external - to the outside world]  

● Political and Societal Support [degree of involvement of elected representatives; 

degree of involvement and support of other constituents] 

These different elements of the OC Framework were used to compare, for each 

initiative, the relevance of these different types of dimensions that make it possible to 

identify critical factors for the success of the different CITM initiatives. Therefore, with 

the support of a qualitative data analysis software (Nvivo) information collected was 

analysed and coded according to the following schemes: 
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 The figures placed above allow to illustrate how the qualitative data was coded in 

Nvivo software in order to ease the process of analysis. There are two main categories, 

namely, ITM initiatives (Fig. 1) and CITM initiatives (Fig. 2), which, initially, allow to 

separate the information of international talent management initiatives taken on an individual 

level from initiatives promoted on a collective level. After this distinction, the information 

from the individual ITM initiatives was isolated according to the dimensions of ITM, 

specifically, each initiative was sorted to the attraction, facilitation or incorporation 

dimension. Finally, the information coded for the ITM initiatives category, after the 

distinction of the initiatives dimension was distinguished between complementary or non-

complementary, which means, they were separated between initiatives that are coordinated 

with other stakeholders and initiatives that cannot be coordinated with others given their 

specificity. Still, in relation to complementary initiatives, enablers and barriers to 

collaboration were coded. Whereas, the information for the CITM initiatives category was 

coded according to the different elements of the OC Framework (vision and strategy, 

leadership, strategic networks, political and societal support and communication). 

 
Figure 1 – Nvivo codification for RQ 1 

ITM initiatives

Attraction

Complementary

Enablers of 
Collaboration

Barriers to 
CollaborationNon-

Complementary

Facilitation

Complementary

Enablers of 
Collaboration

Barriers to 
CollaborationNon-

Complementary

Incorporation
Complementary

Enablers of 
Collaboration

Barriers to 
CollaborationNon-

Complementary

 
Figure 2 – Nvivo codification for RQ 2 
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4. Findings 

 

4.1.  ITM initiatives 

 The information collected in the interviews regarding the RQ 1, namely, the ITM 

initiatives concerning each ITM dimension and the additional data collected through online 

research was organised into tables for each stakeholder for better understanding and analysis 

of the content. In this sense, this section was subdivided into categories of stakeholders, 

namely, City Council, Companies, Higher Education Institutions and Associations, in order 

to better distinguish each of the information from each group of stakeholders. Additionally, 

a subsection of complementarities, enablers and barriers is required in order to scrutinize the 

initiatives of each group of stakeholders by these topics. For better understanding, when 

talking about a complementary or non-complementary initiative, this means that a specific 

ITM initiative promoted by a single stakeholder that is or could be developed in coordination 

with other stakeholders is identified as complementary, if not, and the ITM initiative 

promoted by a single stakeholder is not or cannot be developed in collaboration with other 

stakeholders is identified as non-complementary. 

 4.1.1. City Council 

 Table 3 shows the data collected on ITM initiatives from the interviews with key 

respondents of Porto City Council, namely, Councilor of Economy, Tourism and Trade, 

project managers from Porto for Talent, project managers from Study in Porto, and also from 

online research on the webpages of Porto City Council, Porto for Talent and Study in Porto. As 

seen in Table 3, the City Council promotes a variety of ITM initiatives on the 3 dimensions 

of attraction, facilitation and incorporation. We could identify four initiatives which 

encompass all the dimensions of International Talent Management, namely, Invest Porto (a 

structure destined to attract Foreign Direct Investment, which helps companies with the 

whole process of installation in Porto and provides aftercare services), Porto for Talent (a web 

page created for the materialization of a talent attraction strategy, provides information, 

redirects talent to suitable entities which help deal with bureaucracy and provides a work 

marketplace which connects companies with incoming talents), Study in Porto (an online 

information platform aimed at all young people who intend to study and research in the city 

of Porto), and Become a Portonauta (an ambassador program to help talent to ‘‘land’’, live and 
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work in the city).  

 In addition, regarding the attraction dimension only, the City Council promotes a 

digital marketing strategy approach through websites, social media, and others. As for 

facilitation, there is a Municipal Office which assists in this dimension (visa process, housing 

facilitation, etc), and also a cultural initiative, a guided tour around cultural points of interest 

in the city named Porto Acolhe. As shown, the City Council promotes 4 initiatives on the field 

of incorporation, namely, Observatório de Talento (a database developed to match companies’ 

needs and workers skills), groWing - Life Long Career Guidance (an innovative approach centered 

on lifelong vocational training and development), Porto Skills Academy (supports and 

promotes innovative actions for the development of digital and human skills, strategic for 

the current and future labour market), and ReinventaPorto (which empowers city agents for 

the intense transformation of the digital economy with professional training and digital 

accelerator).
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Table 3: ITM initiatives by Porto City Council  

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

Invest Porto (destined to attract international 

investment; has two areas: aftercare of companies 

and attraction of talent)

X X X
Complementary with 

Companies

Win-Win Situation: companies see a great advantage in the support that InvestPorto

gives them, and for the City Council is the materialization of their strategy;

Porto for Talent (webpage built with a talent 

attraction strategy as its core; directs to suitable 

entities to deal with bureaucracy; has a work 

marketplace connects talent with companies)

X X X

Complementary with 

Companies, Universities 

and Associations

Combine efforts to have a joint force to promote the city, attract talent and provide a

suitable solution for every stakeholder

Study in Porto (an online information platform 

aimed at all young people who intend to study and 

research in the city of Porto)

X X X

Complementary with 

Companies, Universities 

and Associations

Jointly promote the city of Porto as an excellent destination to study and research to

attract talent to the stakeholders

Become a Portonauta (embassador program to help 

talent to “land”, live and work in the city)
X X X Non-Complementary

Gabinete do Munícipe (assists in facilitation 

process)
X Non-Complementary

Lack of support from national political institutions and barriers to entering in the

country process

Observatório de Talento (a data base that does the 

matching between companies needs and workers 

skills)

X
Complementary with 

Companies
Provide the best talent to specific positions

groWing -Life Long Career Guidance (innovative 

approach centered on lifelong vocational training 

and development)

X

Complementary with 

Universities and 

Associations

Requalify talent to fit the labour market’s needs

Digital marketing strategy approach X Non-Complementary

Porto Skills Academy (supports and promotes 

innovative actions for the development of digital 

and human skills, strategic for the current and 

future labor market)

X
Complementary with 

Companies
Provide important skills for the future to the talent

ReinventaPorto (empower city agents for the 

intense transformation of the digital economy with 

professional training and digital accelerator)

X

Complementary with 

Associations and 

Companies

Reinvent small and micro companies in this digital economy and create jobs

Porto Acolhe (guided cultural tours around the city) X Non-Complementary

ITM Dimensions
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 4.1.2. Companies 

 With regards to the attraction strategy and initiatives carried out by Company 1, 

Company 2 and Company 3, the findings, supported by Table 4, Table 5 and Table 6, show 

that these companies have a great impact on these specific dimensions of ITM initiatives. 

The data also reveals that these companies promote a variety of common initiatives such as 

advertising job offers on LinkedIn in English (targeting Portuguese abroad and countries 

that match Portugal’s salary level for Company 1 and a global target for Company 2 and 3) 

and other social media, post job offers on Porto for Talent platform (which helps to promote 

the company), provide internships subsidized by the government (to train talent and 

eventually keep it in the company), attend job fairs (closer and greater interaction with the 

talent) and do employer branding online (by Company 2 and 3). Apart from these common 

initiatives, each company promotes unique initiatives, with regards to Company 1 it organises 

an Open day (talks, workshops and case studies about areas of expertise, flagship projects, 

local communities and social responsibility with several employees of the company), and also 

a very complete initiative that is a trip to Brazil in which they attract the talent, bring them 

to Portugal, take care of the facilitation process and help them incorporate into the company 

and society, and in relation to Company 3, as shown in Table 6, it promotes a referral 

program for its employees (incentive the workers with a bonus to bring talented people). 

 As for facilitation, Companies 1, 2 and 3 promote initiatives in order to provide support 

for the talent in the visa process, as well as support with the bureaucracy to work and live in 

the city. In addition, Company 1 has a buddy program specific for Brazilian talents in which 

an agent within the company helps with the bureaucracy of moving and settling in the city, 

and also with the integration of that talent. Company 3 provides a package of arrival (the 

company pays the flight for the talent to come to Porto and 15 days at a hotel). 

 In relation to incorporation dimension, Company 1 and 2 have established English as 

the official language of the organization. Company 1 also provides Portuguese classes for 

incoming workers in order to help them be culturally integrated in the city. As for Company 

2, it provides company internships for the talent to integrate into the work environment. 

Company 3 has internal international communities on Yammer (where workers help each 

other to integrate in the city as well as in the workplace), and the package of arrival can also 

be categorized in the incorporation dimension as it helps the talent for better integration in 

the city. 
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Table 4: ITM initiatives by Company 1 

ITM Initiatives Attraction Facilitation Incorporation
(Non) 

Complementary
Enablers/Barriers to Collaboration

English as official language X Non-Complementary

Recruit and integrate IT experienced 

Brazilians in Porto
X X X

Complementary with 

Capegemini 

Engineering

Take advantage of international IT hiring experience and

have the visa process done for them

Advertise jobs on LinkedIn (Target 

countries that match Portugal’s salary 

level and the Portuguese diaspora)

X Non-Complementary

Provide support in the visa process X
Complementary with 

Telles
Telles helps with visa process 

Buddy program for Brazilian (an agent 

helps with bureaucracy and integration)
X X Non-Complementary

Post job offers on Porto for Talent X
Complementary with 

the City Council

Ability to attract and retain international talent in Porto;

Publicize the company

Government subsidized internships X
Complementary with 

Government

Attract and retain international talent in Portugal; Enjoy

talent at a low cost

Open day (talks, workshops and case 

studies about areas of expertise, flagship 

projects, local communities and social 

responsibility with several employees)

X Non-Complementary

Attend job fairs X

Complementary with 

Universities, City 

Council and 

Associations

Greater interaction between companies and talent which

can provide job offers for graduates.

Portuguese class for incoming workers X Non-Complementary
No communication with the City Hall regarding this

matter

ITM Dimensions
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m
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Table 5: ITM initiatives by Company 2 

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

English as official language X Non-Complementary

Logistic support in visa process and 

bureaucracy
X

Complementary with 

EuroFriends

Provide the assistance and experience in this process; The

City Council should provide this service

Internships X
Complementary with 

Universities
Attract talent and possibly retain it

Advertise jobs on LinkedIn and other 

social media (in English, targeting 

worldwide talent)

X Non-Complementary

Post job offers on Porto for Talent X
Complementary with the 

City Council

Ability to attract and retain international talent in Porto;

Publicize the company

Attend job fairs X

Complementary with 

Universities, City 

Council and Associations

Advertise job offers and provide a greater interaction

between talent and companies; Barrier to startups or small

companies due to the high sponsor pack subscription fee.

ITM Dimensions
C
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m

p
a
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y 
2

Employer branding online in English X Non-Complementary
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Table 6: ITM initiatives by Company 3 

 

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

Advertise jobs on LinkedIn (targeting 

worldwide)
X Non-Complementary

Referral Program X Non-Complementary

Logistic support in visa process, 

bureaucracy
X

Complementary with 

Service Companies
Experience in the visa process and the bureaucracy

Package of arrival (payment of flight and 

15 days at a hotel)
X X Non-Complementary

City Council does not offer a housing program/service for

foreigners first arrival

Internal international communities on 

Yammer
X Non-Complementary

City Council should publicize more about the international

communities in Porto

Post job offers on Porto for Talent X
Complementary with the 

City Council

Ability to attract and retain international talent in Porto;

Publicize the company

Employer Branding X
Complementary with 

Associations
Advertise the company and potential job offers

Attend job fairs X

Complementary with 

Universities, City Council 

and Associations

City Council sponsors most of them and marketing for the

company

ITM Dimensions
C
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m
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y 
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 4.1.3. Higher Education Institutions 

 Concerning Higher Education Institutions, the results presented in Table 7, Table 8 

and Table 9 reveal that HEIs in Porto pose a great weight in the promotion of attraction 

initiatives for its students and researchers, some of which are common among the HEIs, 

namely, teaching in English language (internationalization of the courses), Erasmus+ 

mobility program, and being present on social media (such as Instagram and Facebook to 

reach a wider net of national and international students). Additionally, HEI 2 organises job 

fairs, provides incentive regulation that reduces the value of tuition fees, is part of UniNorte 

(a Consortium of Northern Portuguese Universities which is supposed to attract talent as 

one), and is part of the Innovation District (an area where public and private stakeholders 

aim to attract entrepreneurs, startups, business incubators to spur technology and 

innovation) which is also an initiative in the dimension of facilitation and incorporation. On 

the other hand, HEI 3 cultivates initiatives such as, providing special contests or contingent 

of special vacancies for CPLP students, develop a National Joint Program (international 

degree lectured jointly with Lithuania and Estonia), established an international website 

(where they present the HEI, the course offers, the city of Porto and opinion articles about 

the main challenges and experiences of living in Porto) which can be considered to fit all the 

3 dimensions of ITM. As well as HEI 3, the findings suggest that HEI 1 has established an 

international website (which provides useful information for incoming international 

students), and, in addition, promotes the Work+ Program (internships and teaching/training 

missions for teachers) which is also an incorporation initiative due to the internships. 

 Besides the initiatives previously mentioned that also fit in the facilitation dimension, 

HEIs also take on specific initiatives of this dimension, for example, HEI 1 facilitates 

internationals applications (through contest legislation, recognition of degrees, etc), HEI 2 

established a Welcoming Centre which support students and researchers with the facilitation 

process, HEI 3 helps students and researchers in searching and creating housing conditions 

for them to allocate in Porto, and also supports international incoming companies (identify 

the needs of the companies and direct to suitable solutions), the latter also fits in the 

incorporation dimension. 

 In the incorporation dimension, as mentioned previously, HEI 1 promotes the Work+ 

Program which also fits in this dimension due to the internships, the international website, 

and, like HEI 3, makes available a Portuguese class for international students for cultural 
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integration. In contrast, HEI 2 established a variety of initiatives and structures dedicated to 

the integration of the talent, such as, a welcoming program for mobility students (Erasmus+), 

created HEI 2 Prime (a corporate membership programme which provides direct contact 

between the companies and students), established IPoint (a structure dedicated to integrate 

international students), an employability program and a Talent Unit (with skill improvement, 

companies’ integration through internships and dissertations, organises job fairs, career 

management, etc). As well as HEI 2, it is shown that HEI 3 puts efforts into the integration 

of the talent by having COMAP (an international student sponsorship committee), having 

an office of Internships and Employability (support student internships and promote the 

professional insertion of graduates), with Porto Executive Academy (they reshape or do 

tailor-made courses), and developing a partnership with Lionesa (a business hub with aim to 

attract and retain talent in Porto and also to spur entrepreneurship and culture, where 

students and teachers from HEI 3 can work and integrate into the business environment). 
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Table 7: ITM initiatives by HEI 1  

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

Facilitate internationals applications (contest 

legislation, recognition of degrees, etc)
X Non-Complementary

Erasmus+ Program (internships) X X
Complementary with 

Companies and R&D centers
Practice in a business / labour market environment

Portuguese class for international students X Non-Complementary

Webpage (with useful information for students 

who want to come to study and live in Porto)
X X X Non-Complementary

Work+ Program (internships and teaching / 

training missions for teachers
X X

Complementary with 

Companies

Companies can access a variety of international talent and

Universities benefit from the know-how in implementing

internships

H
E

I 
1

ITM Dimensions
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Table 8: ITM initiatives by HEI 2 

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

Teaching in English language 

(internationalization of the courses)
X Non-Complementary

Erasmus+ Mobility Program X
Complementary with other 

Universities

Good relationship between universities provide easier mobility of

students

Organise job fairs X Non-Complementary

Incentive regulation that reduces the value of 

tuition fees
X Non-Complementary

Welcoming Centers which support with 

housing, visa, etc
X Non-Complementary Lack of support from political institutions

Welcoming program for mobility students 

(Erasmus+)
X Non-Complementary

HEI 2 Prime (a corporate membership 

programme which provides direct contact 

between the companies and students)

X
Complementary with 

Companies 

Provides real value and competitive advantages to companies and

they invest in a strategic long-term relationship

IPoint (structure dedicated to integrate 

international students)
X

Complementary with 

InterUp
Provide an intercultural environment

Employability Program X
Complementary with 

Companies
Demand for foreign language speakers

Talent Unit (skill improvement, companies’ 

integration through internships and 

dissertations, organizes job fairs, career 

management, etc)

X

Complementary with 

Companies and City 

Council

Improvement of talent in the city

UniNorte (Consortium of Northern 

Portuguese Universities)
X

Complementary with 

Universities of the North

Unable to fully collaborate due to territorial disputes between

universities

Presence on social media (Instagram, Facebook 

to reach a wider net of students national and 

international)

X Non-Complementary

Innovation District X X
Complementary with 

multiple Universities

To be a community that attracts talent and its concerned about its

integration

H
E

I 
2

ITM Dimensions
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Table 9: ITM initiatives by HEI 3  

 

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

Teaching in English language (internationalization of 

the courses)
X Non-Complementary

Presence on social media (Instagram and Facebook to 

reach a wider net of national and international 

students)

X Non-Complementary

Eramus+ Mobility Program X
Complementary with 

International Universities
Mutual benefits on internationalization of students

Special contests or contingent of special vacancies for 

CPLP students
X Non-Complementary

National Joint Program (international degree teached 

with Lithuania and Estonia)
X

Complementary with 

Lithuania and Estonia
Provide international experience to the students

International website (present the HEI, the courses 

offer, the city of Porto and opinion articles about its 

main challenges and experiences of living in it)

X Non-Complementary

COMAP (the international student sponsorship 

committee)
X Non-Complementary

Search and create housing conditions X

Complementary with City 

Council and Private 

Entities

Joint goal of retaining the talent providing housing

Gabinete de Estágios e Empregabilidade (support 

student internships and promote the professional 

insertion of graduates)

X
Complementary with 

Companies

Provide work insertion of ISCAP's graduates and talent to the

companies

Provide a portuguese class for internationals to 

integrate
X Non-Complementary

Support to incoming international companies (identify 

the needs of companies and direct to suitable 

solutions)

X X

Complementary with 

Chambers of Commerce 

and City Council

Attract and retain international investment

Porto Executive Academy (reshape or do taylormade 

courses)
X

Complementary with 

Companies
Address the lack of skills in the labour market

ITM Dimensions

X
Complementary with 

Companies 
Improvement of talent and faster work integration

H
E

I 
3

Partnership with Lionesa (students and teachers can 

work there and integrate in the business environment)
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 4.1.4. Associations 

 In terms of attraction initiatives, as seen in Table 10 and Table 11, Association 1 and 

Association 2 promote different initiatives among them. In relation to Association 1, this 

takes on initiatives such as, promoting the city of Porto as an international centre of 

excellence in technology, as a good place to live, work and invest, and also it organizes an 

annual conference (which unites HEIs, companies and attracts potential talent and new 

companies). In contrast, Association 2 in this dimension, takes on two initiatives, advertising 

their startups, and disclosing opportunities to their startups with Porto for Talent. 

 In terms of facilitation, the findings suggest there are no common initiatives in 

Associations with regards to this dimension. Regarding Association 1, as a facilitation 

initiative, it discusses and works on improving the visa process with the city council in favour 

of companies, whereas the Association 2, provides housing for students and researchers into 

a university residence, and works as an incubator for startups. 

 With regards to incorporation initiatives, as well as in other dimensions, both 

associations offer unique initiatives. In this dimension, Association 1 develops a reskilling 

program called Switch (a requalification program for graduates who want to obtain skills for 

a faster and better integration into the labour market as an IT professional), and also builds 

its Tech Communities in the city of Porto (Association 1 with its Tech Communities grow 

an ecosystem where it supports innovation and ideas, promotes and hosts meetups/events 

with IT companies and tech workers, provides venues, sponsors coffee breaks, provides 

other resources, etc), thus promoting an initiative in the area of attraction as well. In contrast, 

Association 2, as incorporation initiatives, offers international subsidized internships and 

develops on boarding activities to improve the integration of the talent. 

 With regards to associations, according to Table 10 and Table 11, we noticed that 

these organizations, Association 1 and Association 2, do not develop much initiatives 

themselves, instead they provide support to companies, HEIs and the city council, therefore 

these associations work as a link between stakeholders. The fact that this group of 

stakeholders, as well as the city council, act as intermediaries between the parties involved, 

brings great advantages into the development of joint initiatives across all dimensions of 

ITM, for example, a better relationship between stakeholders leads to a faster and easier 

cooperation, a smoother flow of communication across entities and easier understanding of 

the work carried out in the initiatives. This link between stakeholders represented by 
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associations and the city council implies that both of these entities develop a trustworthy 

relationship with all the stakeholders involved in the collective initiative in order to 

coordinate the actions to develop solutions in the best interest of all parties involved. 

Additionally, this liaison position between stakeholders can be seen as an enabler of 

collaboration and synergies, since entities such as HEIs or companies would be more 

interested in coordinating efforts with other parties if there is such an intermediary involved 

in the strategy development for the initiatives due to their trusting relationship.
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Table 10: ITM initiatives by Association 1 

 

Table 11: ITM initiatives by Association 2

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

Promote the city as a good place to live, work and as 

an international centre of excellence in technology
X

Complementary with 

City Council
Help attract talent to the city

Discuss and Improve the visa process with the City 

Council
X

Complementary with 

City Council and 

Companies

Provide a faster and better visa process for international

talent

Annual Conference X
Complementary with 

Companies

Promote the city, attract talent and new companies, and

provide an interaction between them

Tech Communities (host and organize events with 

IT companies and tech workers from Porto)
X X

Complementary with 

Companies

Growing ecosystem of passionate tech communities and

support innovation and ideas

Switch – Reskilling program X
Complementary with 

ISEP

Good relationship between the leaders and the social

contribution
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 1
ITM Dimensions

ITM Initiatives Attraction Facilitation Incorporation (Non) Complementary Enablers/Barriers to Collaboration

International subcidized Internships X

Complementary with 

Universities, Companies and 

City Council

Attract talent to the city and provide international

talent to startups

Advertise their startups X
Complementary with 

Companies
Help reach a wider net of people

Provide housing into a university residence X
Complementary with 

University Residences
Ease the process of arrival for internationals

Onboarding activities X
Complementary with 

Companies
Provide a fast integration into the work market

Provide an incubator for startups X
Complementary with 

Companies
Knowledge sharing and faster development

Disclose opportunities to their startups with Porto 

for Talent  
X

Complementary with City 

Council and Companies
Startups success means UPTEC’s success

A
ss

o
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a
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n

 2

ITM Dimensions
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 4.1.5 Complementarities, Enablers & Barriers 
 

 Regarding the ITM initiatives of each group of stakeholders analysed, we can observe 

from Table 3 to Table 11 the emergence of complementarities between stakeholders and 

enablers/barriers to the collaboration between them. Through the transcripts of the 

interviews and subsequent analysis with Nvivo, it was possible to identify categories of 

enablers and barriers to a successful collaboration mentioned in the interviews such as, 

bureaucracy, lack of communication, lack of support, and alignment of interests. 

 In the attraction dimension, companies undertake the initiative ‘‘attend job fairs’’ 

which is complementary with all the other stakeholders, that is, it can be or is developed with 

the joint efforts of all these stakeholders, and an enabler of success arises from the alignment 

of interests between the parties involved. As well as the last ITM initiative, what drives the 

success of collaboration between companies and associations in complementary initiatives 

such as, employer branding, organisation of an annual conference, advertisement of 

companies, build tech communities and host events, is the alignment of interests between 

both entities to attract talent. In addition, associations also take on individual initiatives, like 

promotion of the city, which are complementary with the city council with the aligned 

interest to together promote the city and attract talent.  

 With regards to the facilitation dimension, from all the complementary initiatives 

between stakeholders interviewed, it was found that the success of the cooperation between 

them was due to one fact, bureaucracy. The various stakeholders from the city of Porto took 

on complementary initiatives with the purpose to ease the burden of bureaucracy for the 

newly arrived talent such as, HEIs and associations help each other in the search for 

affordable housing for the talent, city council and associations provide support with the visa 

process, and companies and associations come together to function as an incubator for new 

startups. However, the initiative of the Municipal Office undertaken by the city council was 

found to be non-complementary with other stakeholders due to the barrier to collaboration 

of lack of support from national political institutions to this structure. Due to the same lack 

of support from national political institutions, HEIs found Welcoming Centers to be non-

complementary, and companies’ package of arrival (payment of flight and 15 days at a hotel) 

is considered to be non-complementary since they need the support from political 

institutions in order to have a successful coordination of efforts regarding these initiatives. 

 In relation to incorporation, multiple initiatives promoted by the city council, for 
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example, Observatório de Talento, Life Long Career Guidance, Porto Skills Academy, and 

ReinventaPorto, as well as the reskilling programs developed by the associations, were found 

to be complementary with the rest of the stakeholders involved and the success factor of this 

collaboration is the alignment of interests in providing the best for the talent’s improvement. 

Similarly, the alignment of interests between HEIs and companies is what enabled the 

successful collaboration between them in the development of structures/offices to help with 

work integration, employability programs and internship programs. With the aim of retaining 

the talent, companies and the city council complement each other in the provision of 

government subsidized internships to the talent, due to the alignment of interests. There was 

identified a barrier to the non-complementarity of some companies initiatives such as, the 

provision of Portuguese classes for incoming workers and the international communities for 

the talent, due to a lack of communication by the city council which could dialogue with the 

companies in order to let the companies know about the Portuguese classes available as well 

as international communities in the city of Porto. 
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4.2. CITM initiatives 

 In order to systematize the information collected from interviews and online research 

on the two CITM programs in Porto, namely, Porto for talent and Study in Porto, and also to 

analyse this information in the light of the Organizing Capacity Framework, Table 12 was 

developed as a comparison table between the two CITM programs. Thus, the analysis 

between the two CITM programs is easier and better to understand by comparing each 

element of the Organizing Capacity Framework, and the main objectives and key issues of 

these programs. 

 4.2.1. Porto for Talent 

 The CITM program, Porto for Talent, as shown in Fig.3, is an online informational 

platform that was initially created with the aim to capture international talent and promote 

Porto as a destination for the development of a successful career. This CITM initiative 

focuses on providing specific and accurate information for internationals and nationals who 

want to come to Porto, strengthening the ecosystem around talent in Porto, and creating a 

Marketplace between the talent which is in the city or arriving and the companies who look 

for that talent. For that, the strategy of this platform focuses on highlighting three pillars: 

‘‘Land’’, ‘‘Live’’ and ‘‘Work’’ (as seen in Fig. 4), where a person can access the online platform 

and find for each topic a set of useful information, for example, if a person wants to work in 

Porto the ‘‘Work’’ pillar has all the information needed regarding that matter, as well as if a 

person wants to live and find an accommodation the topic ‘‘Live’’ provides valuable 

information. Thus, high-skilled workers with intention to come to Porto can access this 

platform and search for job opportunities as well as the lifestyle offered in this urban area.  
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Figure 3 – Porto for Talent online platform 

 

Figure 4 – Porto for Talent online platform (Pillars) 

 The strategy of Porto for Talent initially was centered on attracting international talent, 

however the focus was changed to how we can develop our national talent to fit the demand. 

The strategy arises from having identified in Porto an issue which is present across medium-

sized cities around Europe, a misalignment between the supply and demand of certain skills. 

The current online platform was designed according to the initial talent attraction strategy, 

however a set of new functionalities are being worked on and will be soon implemented in 

order to reflect the current strategy of Porto for Talent. 

 Besides the online platform being outdated in relation to the current strategy, according 

to the project managers of Porto for Talent, the sign of success for the current strategy are the 

efforts in the development of local talent being put into practice with a number of 

mechanisms being developed through the following projects/initiatives seen in Table 3, 

such as, Observatório de Talento (a database with updated information on the labour market), 

groWing - Life Long Career Guidance (an innovative approach centered on the promotion of 

exploration skills and vocational choice that provide the construction of knowledge around 

the world of training and professions), and Porto Skills Academy (support city agents to 

develop innovative projects in terms of promoting current and future skills).  

 As mentioned in 3.3 Analysis Strategies in the methodology section, the data regarding 

CITM initiatives, in this case, Porto for Talent, was coded according to the elements of the 
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Organizing Capacity Framework (Van den Berg et al., 1997; Van den Berg et al., 1999; 

Carvalho et al., 2020). In that sense, information from Table 12 is scrutinized as follows: 

● Ambition and vision: The vision of this CITM program is integrating all relevant 

dimensions of talent into concrete initiatives, the strategy is much more than 

bringing international talent and suppressing the high demand in the short term, 

it's exactly understanding how we can develop it internally and keep it (in Portugal) 

to fill this demand in the long term. Awareness in each of these agents that they 

are complementary and that the solutions will have to be co-created by all is one 

key to success. 

● Leadership: The decision making for urban development in Porto for Talent is done 

as a distributed capacity, shared among various stakeholders given that this 

program has access to a network of privileged relationships with a huge number of 

companies, in the city and in the region of Porto in which there is effective 

coordination between the companies and public policy, for this talent capture. 

Every stakeholder partakes in the decision making process so as to provide the best 

solution for all involved. 

● Actors and networks: The strategy is from the outset centered on a triangle with a 

diversity of stakeholders and resources that has education and training institutions 

in one of the axes, in another there are companies and talent in the other but there 

is always the part of public policies, namely the coordination of the City Council. 

Ecossistema Talento is a set of actions aimed at strengthening the relationship and 

building trust between Companies, Training and Education Institutions and Talent. 

● Communication: As for the internal communication among stakeholders the City 

Council plays the role of an aggregator, communicates clearly with the stakeholders 

and promotes talent peer groups in which the stakeholders discuss issues by area 

of competence and participate in providing the solution for the concerns around 

the talent in Porto. This CITM program is revealed to have good external 

communication (webpage provides specific and clear information to the 

population). 

● Political and Societal Support: The City Council or other public administration 

institutions act as facilitators of action between these stakeholders having a 

territorial impact from this conjunct action. However, national public entities ‘live 
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in an island logic’ by not sharing resources, interfering with the success of some 

initiatives. Society is aware of the effort made by the City Council in providing tools 

to improve the talent in the city and attract externally when necessary. 

 4.2.2 Study in Porto 

 The CITM program, Study in Porto, as well as Porto for Talent, and as seen in Fig.5, is an 

online platform that presents useful information, however, as opposed to Porto for Talent, this 

platform is directed towards students who want to come to Porto. This platform aims to 

promote Porto as an excellent destination to study and research, to work and to live, it is 

aimed at international students and national students who want to come to Porto. As seen 

in the online platform, it presents a set of useful information regarding courses, teaching 

institutions, accommodation, living expenses and several other amenities of crucial 

knowledge to a future student in Porto. The mission of this project is to be the tool which 

will allow to attract even more talent to Porto. 

 

Figure 5 – Study in Porto online platform 

 The key issue of this program is the dimension of the team. According to the project 

managers of this program, it is a small team for a big project like Study in Porto which makes 

it difficult to manage a webpage with many partners because of the need for the continuous 

info update on every partner.  

 As confirmed previously, the data regarding CITM initiatives was coded according to 
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the elements of the Organizing Capacity Framework (Van den Berg et al., 1997; Van den 

Berg et al., 1999; Carvalho et al., 2020). Therefore, the information from Table 12 regarding 

Study in Porto program and the elements of the OC Framework is examined as follows: 

● Ambition and vision: The vision of Study in Porto is to bring together strategic 

partners in the city for those who want to study or investigate, and connect them 

to the students and researchers, as well as provide better and updated information 

in order to integrate all the dimensions of the integration process of students and 

researchers in their platform. 

● Leadership: The leadership of this program is done as a distributed capacity, every 

stakeholder is involved in the decision making process, there is direct access to a 

network collaboration between multiple entities with expertise in the area to 

provide solutions regarding this program. 

● Actors and networks: This CITM initiative is based on a trusted network 

cooperation between a variety of stakeholders such as, Municipio do Porto, Federação 

Académica do Porto (FAP), Universidade do Porto, Instituto Politécnico do Porto, Universidade 

Católica Portuguesa - Centro Regional do Porto, Universidade Fernando Pessoa, Universidade 

Lusíada - Norte, Escola Superior de Enfermagem do Porto, Universidade Portucalense Infante 

D. Henrique, Universidade Lusófona do Porto, ISAG -European Business School, Uniplaces, 

Inspire Future e Erasmus Student Network - Porto e Comissão Fulbright. Every stakeholder 

contributes with its resources for the best performance of this collective initiative. 

● Communication: With regard to the outside world, Study in Porto revealed that there 

is a weak communication given that currently few people know about this platform 

due to its launch having occurred during a pandemic. As for internal 

communication among stakeholders, there is a clear and precise frequent 

communication between all the parties involved, and good understanding among 

them. 

● Political and Societal Support: Due to the poor external communication, this CITM 

program suffers from lack of societal support because people are not aware of the 

existence of this project. In addition, there is a lack of political support put in place 

towards this project given that more human resources are required towards the 

development of this project but there is no political support to provide these 

requirements. 
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Table 12: CITM initiatives: Porto for Talent and Study in Porto

Porto for talent Study in Porto

Focus on providing specific and accurate information for internationals and nationals

who want to come to Porto;

Promote Porto as an excellent destination to study and research, to work

and to live;

Strengthening the ecosystem around talent in Porto;
Platform is aimed at international students and national students who want

to come to Porto;

Create a Marketplace between the talent which is in the city or arriving and the

companies who look for that talent;

The strategy of Porto for Talent initially was centered in attraction of international talent,

however the focus was changed to how we can develop our national talent to fit the

demand.

Small team for a big project like Study in Porto;

The strategy arises from having identified in Porto an issue which is present across

medium-sized cities around Europe, a misalignment between the supply and demand of

certain skills.

Difficult to manage a webpage with many partners (continuous info update 

on every partner);

Mission: to be the tool which will allow to attract even more talent to

Porto;

Distributed capacity with access to a network and expert knowledge

Main Objectives

Key issues

Integrating all revelant dimensions, concrete initiatives

CITM Programs
O

C
 F

ra
m

ew
o
rk

Ambition and Vision

Leadership Distributed capacity with access to a network and expert knowledge

Networks

Strategy centered on a triangle with a diversity of stakeholders and resources;

Ecossistema Talento is set of actions aimed at strengthening the relationship and build

trust among stakeholders

Strategy based on a trusted network cooperation between a variety of

stakeholders and resources.

Communication

Political and Societal Support

Integrating all revelant dimensions, concrete initiatives

Medium involvement and political support; High involvement and societal support
Low involvement and political support; Low involvement and societal 

support.

Clear and precise internal communication; Weak external communicationClear internal communication; Good external communication 
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5. Discussion 

 This study examines the individual initiatives on ITM dimensions of attraction, 

facilitation and incorporation by each group of stakeholders in the City of Porto, as well as 

collective ITM initiatives. The aim of this research, for individual ITM initiatives is to verify 

if they present any signs of complementarity with other stakeholders and to understand 

which enablers/barriers exist to that collaboration, as for collective ITM initiatives the goal 

is to understand how the programs are coordinated and what their main objectives are, and 

discuss their success factors in light of the Organizing Capacity Framework as a predictor of 

success. 

 This study analyses the Porto for Talent and Study in Porto programs as collective international 

talent management initiatives in the city of Porto, with the aim of understanding how these 

are coordinated and what their main objectives are. The findings of these programs allow for 

further discussion of their success factors in light of the Organizing Capacity Framework, 

which functions as a predictor of success. 

 

5.1. ITM - Complementarity and Enablers 

 As mentioned in the previous section, the findings revealed some complementarity 

between stakeholders with regards to ITM initiatives on the dimensions of attraction, 

facilitation and incorporation. Through the synthesis of ITM and CITM initiatives in Table 

13, it is possible to easily identify a number of initiatives which are complementary, properly 

identified in the joint initiatives row, where we can verify that there is in fact coordinated 

efforts put in place by the different entities of the city of Porto throughout the different 

dimensions of international talent management, namely, attraction, facilitation and 

incorporation. Also, according to Table 13, it is possible to add that initiatives in the 

attraction and incorporation dimensions are found to be more complementary with other 

stakeholders than initiatives in the facilitation dimension given the difference in the number 

of initiatives. 

 In the course of analysing the complementarity of the ITM initiatives, we were able to 

identify some enablers and barriers to the successful cooperation between stakeholders, as 

seen in Table 3 to Table 11. The results of the interviews allowed to categorise these enablers 

and barriers given that throughout the transcripts it was found repetitive reasons for why the 
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existing or non-existing collaboration, therefore categories of enablers and barriers emerged 

such as, bureaucracy, lack of communication, lack of support, and alignment of interests. As 

for enablers of collaboration, it was found that the alignment of interests is a powerful factor 

for the success of the cooperation between stakeholders given that most complementary 

initiatives through every dimension presented this to be the enabler. Bureaucracy revealed to 

be a strong enabler of collaboration in relation to the facilitation dimension, as entities joined 

efforts into easing the bureaucracy process for the talent. With regard to barriers to 

collaboration, two categories emerged in relation to ITM initiatives that are not 

complementary due to lack of support and lack of communication from political institutions 

on a national and regional level.   

 

Table 13: Synthesis of ITM and CITM initiatives 

Attraction Facilitation Incorporation All dimensions

City Branding 
Become a Portonauta 

Observatório de Talento

Employment Branding 

Life Long Career Guidance  

Porto Skills Academy 

ReinventaPorto

LinkedIn Advertisement                 

Post job offers on Porto for Talent 

Employer branding                 

Attend job fairs 

English as the official language 

of the company                  

Buddy programs or International 

communities within the company

Referral programs                     

Open days                      

Recruitment from specific 

country/areas

Provide Portuguese classes 

Government subsidized 

internships.

Organization of job fairs            

Teaching courses in English        

Provision of mobility programs 

(Erasmus+)

Welcoming Programs/Days 

Structures/Offices focused on 

the integration of the student 

Provide portuguese classes 

Online presence in social media 

Webpage with useful information

Structures/Offices to help with 

work integration    Employability 

and internship programs

City Branding                      

Organization of an annual 

conference

Communities to help with 

integration                

Onboarding activities 

Advertise companies                  

Build Tech Communities

Promote subsidized internships 

Reskilling programs

All stakeholders: Attend job fairs 

Companies and Associations: 

Employer Branding, Organise 

Annual Conference, Advertise 

Companies, Build Tech 

Communities and host events                                                                                                          

HEIs and Associations: 

Support in the search of 

affordable housing City 

Council and Associations: 

Support in the visa 

process          

All stakeholders: Observatório 

de Talento, Life Long Career 

Guidance, Porto Skills Academy 

and ReinventaPorto, reskilling 

programs                             

HEIs and Companies: 

Structures/Offices to help with 

work integration, Employability 

and internship programs

City Council and Associations: City 

Branding  

Companies and 

Associations: Incubator 

for startups

City Council and Companies: 

Government subsidized 

internships

Associations

Joint Initiatives

Invest Porto   

Porto for Talent 

Study in Porto

City Council

Companies

HEIs

Municipal Office Porto 

Acolhe

Logistic support with 

bureaucracy and visa 

process                   

Buddy programs       

Assist with housing and 

access to amenities

Support in the search of 

affordable housing 

Support in the visa 

process               

Incubator for startups

Welcoming Centers. 

International desks

All stakeholders: 

Porto for Talent, 

Study in Porto



 

53  

5.2. CITM - Organizing Capacity Framework 

 Regarding the Porto for Talent and Study in Porto programs, as observed in Table 12 we 

can verify that their main objectives are common in what concerns to provide accurate 

information for nationals and internationals who want to come to Porto, promote the city 

of Porto as an excellent place to work, study and live, and to strengthen the ecosystem of 

talent in Porto. The main differences between the two programs are the dimension, Porto for 

Talent has a wider network of stakeholders and aims to workers, students and researchers, 

whereas the Study in Porto has a smaller network of higher education institutions and 

associations and its target are students and researchers; and also Porto for Talent creates a 

marketplace between talent and companies, therefore is more oriented towards workers, 

whereas the Study in Porto is a program which only provides information to students and 

researchers. Key issues were found in relation to these programs, as for Porto for Talent it is 

shown that its initial strategy centered on attracting international talent has changed to how 

national talent could be developed to fit the labour market demand and this new strategy 

arises from the detection of a misalignment between supply and demand of certain specific 

skills, with regards to Study in Porto the team revealed to be too small for such a big project 

and therefore is difficult to manage a webpage with a huge group of partners having to 

continuously update information on each one. 

 The findings suggest the existence of streamlined actions with organizing capacity (Van 

den Berg et al., 1997) between the stakeholders of the city of Porto, as presented in Table 

12, the strategy of Porto for Talent is centered on a triangle which includes education and 

training institutions (HIEs) on one of the axes, companies in another axe and talent in the 

other but always with public policies coordinating these collective actions, and Study in Porto 

is based on a network of streamlined actions between higher education institutions and 

associations.  The success factors of these CITM programs, as shown in Table 12, align with 

the elements of the Organizing Capacity Framework (ambition and vision, leadership, 

networks, communication, political and societal support) suggested by previous studies 

(Carvalho et al., 2020; Van den Berg, Braun & Van der Meer, 1997; Van den Berg & Braun, 

1999; Van den Berg et al., 2003) which supports the confirmation of the framework as a 

predictor of success. However, there are some setbacks for these two CITM programs, 

namely, the lack of political support in Portugal, national public entities have difficulty in 

sharing or providing resources towards these programs by living in an ‘island’ logic. In 
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relation to the Study in Porto program in specific, there is also a barrier of lack of societal 

support since their communication to the society was not successful, therefore few people 

know of the existence of this platform. 
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6. Conclusion 

  The aim of this study was to answer the research questions mentioned initially, 

namely, RQ 1 and RQ 2. Therefore, for RQ 1 this study sought to understand what each of 

the stakeholders in the city of Porto (HEIs, companies, city council and associations) do in 

the field of international talent management, specifically, in the attraction, facilitation and 

incorporation dimensions, and also, to discover if these initiatives were complementary or 

not among stakeholders. The findings related to this research question revealed that every 

stakeholder is actively involved in each of the dimensions of ITM, and that there are 

complementary initiatives that lead to the emergence of synergies between them. The study 

of these complementarities also revealed the surge of enablers and barriers to the successful 

collaboration among stakeholders, having the interviewee’s pointed out as enablers the 

alignment of interests and the bureaucracy, and as barriers the lack of communication and 

support from the political institutions. Taking this into account, the emergence of more 

cooperation initiatives and synergies among stakeholders could materialize if the political 

institutions provided more support and had clear communication with the entities regarding 

the international talent management process. In the search to answer RQ 1, it was also found 

that associations through complementary initiatives function as a support and link between 

stakeholders, given that they developed trusted relationships across all entities and have a 

common goal of attracting and retaining talent in the city of Porto. 

 In relation to RQ 2, through the in-depth analysis of two CITM initiatives, extensively 

scrutinized throughout this study, Porto for Talent and Study in Porto, it was possible to 

understand the structure and organization of each program, and if the success factors fit the 

elements of the ‘‘Organizing Capacity’’ framework. The structure of Porto for Talent is centered 

on a triangle which includes education and training institutions (HEIs) on one of the axes, 

companies in another axe and talent in the other but always with public policies coordinating 

these collective actions, and Study in Porto is based on a network of streamlined actions 

between higher education institutions and associations. Both of these programs have 

developed online platforms with the aim to strengthen the ecosystem of talent in Porto, 

promote the city of Porto as an excellent place to work, study and live, and to deliver true 

information for nationals and internationals who want to come to Porto.  The elements of 

the Organizing Capacity Framework (ambition and vision, leadership, networks, 

communication, political and societal support) suggested by previous studies (Carvalho et al., 
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2020; Van den Berg, Braun & Van der Meer, 1997; Van den Berg & Braun, 1999; Van den 

Berg et al., 2003) are present in both programs since in their vision they integrate all relevant 

dimensions of ITM and translate them into concrete initiatives as seen previously, leadership 

is ensured through distributed capacity along the stakeholders of the network, there is a clear 

and precise internal communication, even though Porto for Talent revealed to have a good 

external communication, Study in Porto mentions it has a weak external communication. 

However, there are some setbacks for these two CITM programs, namely, the lack of political 

support in Portugal, national public entities have difficulty in sharing or providing resources 

towards these programs by living in an ‘island’ logic. In relation to the Study in Porto program 

in specific, there is also a barrier of lack of societal support since their communication to the 

society was not successful, therefore few people know of the existence of this platform.  

 With this dissertation it was possible to address the research gaps, mentioned initially, 

and contribute to the scientific literature on International Talent Management. In this study, 

instead of focusing solely on initiatives in the attraction dimension, our focus was for all 3 

dimensions of ITM (attraction, facilitation and incorporation) given that, to our belief, there 

is a lack of literature on the facilitation and incorporation dimension. In addition, this study 

also contributed to the research gap on collective actions at a city level as a whole with the 

cooperation between stakeholders (companies, HEIs, city council and associations) given the 

exhaustive and scrutinized focus on the CITM initiatives (Porto for Talent and Study in Porto) 

promoted in the city of Porto. 

 The present research provides practical contributions that can be meaningful to many 

stakeholders, such as companies in international business, institutions that aim to attract and 

maintain Foreign Direct Investment (FDI) and urban management entities to attract talent. 

 First, it was found that international companies, namely in the technology sector, 

position themselves into the center of the talent attraction of the city of Porto since they 

have an abundant presence in the promotion of attraction initiatives, given their specific 

interest in foreign skilled workers and the high competitiveness in the search for valuable 

experienced talent. Thus, this study confirms the need for IT companies to get involved into 

the International Talent Management process at a city level. 

 Second, having in mind the attraction and retention of international talent and 

investment, it was found that the cooperation between entities in the promotion of the region 

has a greater impact than to do it on an individual level. Therefore, this study corroborates 
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that institutions aiming to attract and retain FDI should consider collaborating with other 

entities in the region so as to achieve a better and smarter solution. 

 To conclude, it is crucial to address the importance of this research for urban 

management entities, as this study scrutinizes the urban management regarding talent among 

the various stakeholders in the city of Porto. This research provides evidence of how the 

urban management is organized and how the efforts are coordinated between entities, 

therefore urban management entities should take into account this research when developing 

their collective strategy. 

6.1. Limitations and future research 

 The findings of this study should be understood having in mind its limitations.  

 To begin with, the in-depth analysis carried out in this study into the CITM initiatives, 

namely, Porto for Talent and Study in Porto, revealed that these two programs led by the city 

council remain at an early stage of implementation which did not make it possible to analyse 

the actual impact of these initiatives in the international talent management of the city of 

Porto. Consequently, future research could consider analysing the impact of these two CITM 

initiatives given the premature stage they currently are. 

 Moreover, the analysis on the interview transcripts of the associations uncovered the 

potential of this group of stakeholders, as well as the city council, as intermediary institutions 

in the collective initiatives developed in the city of Porto. This study unfolds the need for 

further deepening of this subject into future research, since these institutions posed great 

importance in the coordination and support of initiatives with other stakeholders. 
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Appendix A – Interview Script 

Brief contextualization:  

The literature on international talent management (ITM) has been building up in the past 

few years, however there is a need to further develop this matter. The focus of this study will 

be on how international talent management (ITM) is organised in the city of Porto and which 

type of initiatives do urban stakeholders promote on each dimension of ITM (attraction, 

facilitation and incorporation). Each dimension plays an important role in the process of 

international talent management, such as attraction, which deals with marketing initiatives 

oriented towards international talent; facilitation, which involve initiatives targeted to help 

skilled migrants to deal with bureaucracy and have access to amenities in the host city; and 

incorporation, which refers to initiatives to support the process of professional and social 

integration. However, this study will also focus on the new phenomenon that occurs in 

medium-sized cities around the world, which is collective international talent management 

(CITM), this is, managing ITM initiatives at a city level through networks involving multiple 

stakeholders (government, large employers, higher education institutions and associations) 

collectively organising and developing strategies to attract and retain international talent in 

the host city.  

Therefore, this study will focus on which type of ITM initiatives do urban stakeholders 

promote on ITM dimensions of attraction, facilitation and incorporation of talent in Porto, 

what are the main barriers that prevent coordination of those initiatives between stakeholders 

and how the CITM initiatives are organised within the networks of Porto.  

--------------------  

1.  Referring to talent as high-qualified workers, researchers and students, do you 

believe that the city of Porto is in need of international talent? Why?  

2. Do you believe the multiple stakeholders in Porto are prepared and engaging the 

international talent?  

3.  Is it in your organization’s best interest to bring international talent to the city? If 

so, why?  

4.  What type of initiatives does your organization promote in the international talent 

management dimensions in order to attract and retain talent? Can you give examples? 

(Individual level)  
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5. Among those initiatives, is any developed in collaboration with other stakeholders / 

organizations in Porto? (CITM)  

a) If not, what do you think are the existing barriers to this collaboration? Would it 

make sense, or not?  

b) If yes, how does your organization coordinate with other urban stakeholders in 

ITM dimensions?  

 

[IF managers of the 2 initiatives (move to the end of the script)] 

 

6.  Which factors do you consider the most important for successful collaboration in 

ITM dimensions? What is already present, and what could be improved in Porto?  

7. Is there something else about this topic that you would like to refer?  

8. Is there somebody, or a partner involved with you in CITM that I should speak to?  

 

For the managers of the 2 initiatives: some concrete questions on those initiatives.  

 

When and how did the idea to launch this initiative start?  

What is the vision and strategy behind it?  

What are the concrete initiatives carried out?  

Which other organizations are involved in this initiative? What are the challenges in 

coordinating all the actors? Are there other organizations that should be involved and aren’t 

yet? Why?  

Who is in charge of this initiative on a daily basis?  

How high is it in the agenda of the mayor and alderman? And of the dean/CEO of 

organization X?  

How does the society at large perceive this initiative?  

How is it advertised and communicated?  

What are other critical issues for the success of the initiative?  

What are the achievements so far? What are the challenges ahead? 

 


