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AT S . CARE CANAED” BT AATEE A X IR 24 Bk Y
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HHRZ, MRGH. 2RI RE. NHOSHER S & E AN BERE K b i oy E
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© FHR. B AAZLRIEM]. db50: 8 R AL, 2014:5.
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X AR A XS S IR HEAT R 25 20 Hr o
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1. B# REE R S8 A DR R REK

AR & E 2 GF A S F AT AR E S, 2020 4F, 3T 2.81 A NEEAE AR
[ AAMBE S, B 2000 46 (1.73 12 N) #h0 62.4%, L1990 4E (1.53 {2 \)
T 83.7%, A& 1970 4E (8400 J3 A\) ) 3.35 5. EPrfE RAE 4Bk N T H i L]
ISR, M 2000 S 2.8% T3] 2020 5 3.6%.
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22 1995-2020 FEBFBREAENE 2 H

O BEESFHESHELEGI R 1998 FIERAHM (HFEEREGES TN, # “EirR” 2 8T
Al —frd T HEAEMAN ONSREBRR. B, BS. BTEcEEERERNmERHEE). Ik B
R” o “EIRERY M CRIABR”. “ERR” REBIFEEEDINN - MEEKED 3 AL
E, =% 20D UT; “KBR” RTBAHEEEDSINI A —NMERZEL—F Q240D BLE,
TR B E ROy S R E AR i HEmS, “KPABR” 2 “KMEERE R i
ANETE, “KPERR” & “KHTARNEFE R, “HER%R4H2!” (International Organization for
Migration, IOM) ¥ “EHFHR” FtENEFARNZ FEESUCET M E 2R, EREZAR, N7 ERE
H BT K AR B — e B AN AR S T A —E K. FE, Wl 7 ‘B 5 “dhakg”
MRR, “UIRTBRERREN, i BRS RAZAEMIFEREYNE. BB EM B REER
N, DEFEER., RTEBHEEITRERN .7 ARG H S EHE 52 R 5 g ot R E bR RA S
FElBrA% R F e FI s AR — 3. iRHRRs BT pE AR B A, B R A TEMERRER. &7
HREBER. AEARERER. FAMERBR. GHIBR. REBREI], ARSI ERBRFE
W AR E BRfg R S R E B R (EDERR2EAED.

@ WTHEVEE, A BEERE: IOM. AR IR 2022. 2BREE (CCG) %
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2. BiE E A X B EHRE REEWE N, KFEsXBOERERS5ZXBEAD
i LAl B

M 1995 £ 2020 4, RG2S [ brks BRAF BN 1 B =501
J3, BT AR, HAB XIS E B B o5 A DN 1 EE B84 ik - [ B ROAE
M AT SRR L XA e F ARG, TR B S PHA I A [ B
M IRILEAAZ) 4 D E 7 RBEZ K.

JEM

ERiM
HI T SEMANINEALEAER
Jtibx

pvE |
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A 2.3 2005 FZ 2020 £ FAEEE X B ERERKEKERL

BRI H A2 B bR I EZE R B ik, 8700 A EBRFE R
30.9%); KBS HZI, A 8600 /i E PR RJE(EAEL, HEE 30.5%. 163k
WA 5900 7T, b 20.9%; FHOGRARM, A 2500 AN, HE 9%. A+
T, BT SEURTIN A e X ) B B RN BOE I T —15 2, MKRZ) 700 73 N3N
#1500 5N, AEH BV E FRR RAF B KSR s X, S 5.3%. 29900 /5
[ B IR A AE KPR, 20 5 BT A #% R 3.3%.

W ] B A% B 3 B0k | T WM A . S bl W A akeps— K E prig
Rk, 2020 ARJ B I E BR R R et 57 B R AH 40% (1.15
125 VLo AR B [ Beds IR VAR X AN s, 2020 F494 2100 5k
PN ARG TE A B A R E 2R
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Horb, 291085 G AKREEFGR, HUCHEBEERHE, 5351200 272 75 AH 218
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5 br% . AR WA s AL 5 550U SR 4, KZIHE 1200 J5F1 900 75 EBRF I .

ENFEAT IR 1800 J7 NATHTEE AL, R ARREANIR RORIEE, PrEes. €E
FPDAERAT H7 A7 2 E1EE A% BOHE 42 A =10 B 0 [ . @85 79 8F 2 58 — K E bk IR IR E,
B FE R 2 1100 N, HAHZ) 1085 IR RAETEEE . M2 W 5 = XRIEE
(%1 1080 JIN). BHEHEHZHE (£ 1000 /7N, 2022 4, FHidid 200 1
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BEHE i)
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@ International Organization Migration. World Migration Report 2022.
https://worldmigrationreport.iom.int/wmr-2022-interactive/.
@ IMO. World Migration Report 2022. https://worldmigrationreport.iom.int/wmr-2022-interactive/.
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Bl 2.5 2020 45T 20 L EXFEEBRER (BAN)

4. THEEEFR®REEGE RO ERIEE, FESHAERBNER KX
W3, SRR

[ B3 57 LA TAER [ bR R AR R B 4 TR, 2019 4FRAH
1.69 A2 B brds RAE H A% R H B B Atk sk B, 20 4 [ b RS A% (2.72 42
N 1 62%, 15 b T TARFERS (—HORTE 15 2 UL ED MEFFBR AT (245

O TEMEERZR, BIFES TG, 878 B il B E bl sEE SR AL 2 1 E bR K.
@ HEFR5 THZNAHTE X FIEMEERERRZ 55,2019 SEREERTTES E R REEE (1995 44 3600-
4200 J3 N\, 2000 F 8620 J3 AF1 2010 4F 1.055 172N\, 2013 F4 1.503 12 N\,2017 50 1.64 1 N) k.
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D 1 69%. 2477 AR R Bfs R sh F 2 2 LT FIE £

By TAFRE B )R E AR, FRRAIEER ., JESRAIARIEE K, X
et X1 AR R BrAg B AR TAR R B 46.3%. AHELZZ N, 4T 2.8%
P A 2R [ A% B 2R S X o G SRR 25 b [X A 2 B BN o gl 3 i
B LB AT B, WO IR R A B Sl 2 b AR R B g R bl i,
27%; MAERWARZ EE, XAy 0.5 47, 5% HX HALE.

JedE m 07
K e 2.8
B TSRS Ly X e 3.5
RN )
FRPAIPEY  — 5.6
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A e— S
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B 2.6 TARMERERSFTEMBXLEKHE
ZERLKJE: International Labor Organization. ILO Global Estimates on International Migrant
Workers Results and Methodology [R]. 2021.

B, ZHCTAERE BR RS R SN E K, BT 5] J3A A /N
2] 67% (1.139 12N\ B TAERLE Frig [ BRI E K, 19.5%7E H N E
K (Z NN MAETARBON B K TAER E B AL 3.6%. FHXTT S,
2o ARSI A% RAE sy O B KB h EONE AL (88.6%) AHMTHL & .

B=, REHTAEMERGRERERS W TAE. £ 66.2% TAERE PR RAE
MRS A, ZE T AR AU TAE R 73500 15 26.7%81 7.1%. Ferft, 79.9%(1 %
P TAERU RS RAE MRS T AR o B R & TAEMRS M it b s, 3090 S5 BRI P g 2
PER G573 R SRAE K, A OGS 3 AR TR R L

@ International Labour Organization. ILO Global Estimates on International Migrant Workers Results and
Methodology[R]. 2021.
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B 2.7 TAEREFRSRTEERRR
ZRIKIE:  International Labor Organization. ILO Global Estimates on International Migrant
Workers Results and Methodology [R]. 2021.
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Workers Results and Methodology [R]. 2021.
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B 2.9 2000~2020 EEPREEANEZEL
ZeBIRIE: UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-
08]. http://data.uis.unesco.org/#.

2L.ERRAEREEEREALE. R RKEEFANE

RERF - KEFHKE, 2. BN, (EEREHE. 23.7%8E fr
FAEASE. SEE Y, Worz— L EREBR AR A P E L R, KE L P E
TR READGERT KR 5 B B E IR AT+ KR R

£2.1 20192020 FEERZEANEREBEEERHEEHRZEANEER

ExK 2020 5 (N\) 2019 £ (N) FIHHEK (%)
914095 1075496 -15.01
550877 489019 12.65
458279 509160 -9.99
368717 333233 10.65
323157 279168 15.76

BT H - 282922 -
252444 246378 2.46
225100 201177 11.89
279597 312214 -10.45

+HHE 185047 154505 19.77

ZERRIR: UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-
08]. http://data.uis.unesco.org/#. V¥: FEEEHEKE (2020 F [T HBERE Y, HAHIE KA
(2020 7£ H [H pr B RL D o

(O UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-08].
http://data.uis.unesco.org/#.
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£ 22 2019~2020 FriHKERFZARFEHEEREAB KR

s . 2020 4F 2019 4 HKE
(N ON) (%)
GlE 1088466 1060042 2.68
EnfE 516238 460741 12.05
R 132559 125504 5.62
B = 123512 122666 0.69
[ 5 109827 102340 7.32
B = 108654 103010 5.48
5 100610 101577 -0.95
B eox 95268 93360 2.04
D wprime 90333 89345 111
(75 89151 81719 9.09

PERIKIE: UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-
08]. http://data.uis.unesco.org/#.

3. X B B AR R B 1R L

AR, HA, PE. HH sE 0 EpRE A S (2020 F#
10 75D, R, K R HIAE 2016~2020 KT 11 fi5. EDEERIHIIN
Sy Br A AR O A DR N, 2020 4F73 70 49348 A 54982 No ERPGIE )
NI E B 2E NHON 2016 4228 2020 45 N R TOT 4 75N o T X3 N355 (6] e A
FERBAMES . Flan, 2019-2020 £, 7 H A S E bree A 4 26.4 75
NRBEH, o5 E PR S 94.6%. ©

FEH E R N T, A E AU 0t A Bk W 2 N 2 1 E 5
2019 AEkg, HE HIE B AHOE 100 5. HUGREIEE, 2020 4, EPREHEHE
FNEGEE 50 5N, 2016-2020 4F, EREE HE B NG K E R, FARERIEK T
69.02%, 5> P8 AN 03 B A NECH I 1 R B, 200 T B 15.02% 1 14.34%:;
PR R AE N BRIR B AR, 2020 4F 58936 N HE B 2%, N FF 7KL 40000 A

O EREME. Hisk. BeE hEBRERE (2022) [M]. dbnt: AR SOk R
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BE LKA RIMIKEEE
F£23 2020 FEMX FEEFREREERBR (N, %)

e 3o HE &%
ABEBREAE 2020 45T 2016 HEHEAN 2020 SEHI%F 2016
N ¢ SRR -/ SRR

225100 63.68 1088466 25.57
111568 80.27 100610 -4.61
279597 32913 3.97
49348 10.24 516238 69.02
54982 3.50 21666 -14.34
55961 17.18
89193 -28.15 55311 -15.02
18300 29.19
185047 110.51 51146 12.29

g CEOA(E! 69005 -13.59 58936 -34.69

BORIRIR: H AR NS [E PRz NBoR B H A2 A R 45 2H 41
Institute for Statistics.

HAh kR JE T UNESCO

4. BR 3 X B B 2 AL A 1R AL

MBI KRG, 2016-2020 4F, BR T EHORING . FHE. mRR Al HAR
BRI == 72 ) 50N B35 [ o 2 A ORI A 3, 3 BRI R & 8 PR e T
184 e o DR X B B B 2 A e 2 S [ A L VR s, BT
JIN I B A 3 B RO PN BB s AL B X
fEH E 07, VR E S E R O E g A E, 2020 4FHE
NEIHEIE 10 71N M 2016 4EF] 2020 4F, B 7 EGH. $0E. . HARER
P E B E K E B NBOS A AR R, Wk 2.4, (EAEENE, MEE
A B AN S5 6 B 2 A N B O, T B 2 N 0K, S 00 s 2 A Kk
R H AR SR o
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£2.4 2020 KX FEERERZEBL (N, %)

ABEB 22 HE B
ABEBR 2020 4%t 2016 2020 £EAEXT 2016
HEEEAH
ELYN FRRR FHERER
550877 2752 40074 16.18
368717 50.76 123512 4.58
252444 2.89 108654 19.61
57972 11.68 18627 38.84
STl 24141 34.99 15183 3.16
L= 124876 38.87 19285 13.22
i = 23591 1.70 10946 7.52
S 54080 -11.49 17168 2131
31935 13.94 15092 [12.87
12887 18.45 15964 11536
31478 7.51 6041 18.99
Cel 75870 7.64 23998 32.76
82269 65.08 46994 23.10
: 16.07 57591 0.50
LN 58508 -36.85 84449 25.53
47768 1158 12195 2.68
T 62091 13.44 26495 9.33
22429 -5.50 40395 13.11
44005 98.27 22807 76.81

ZERLSRUR: UNESCO Institute for Statistics.
s P IEK ZRE 2016-2019 4F ;% K ERIE 2017-2020 1.

546X By B S AR S 1B L

ANBEE T, A6 X% R L E A 2 H ML, 2020 4EA7 957475 AAE
EHEEEHAE IR, 323157 NEMZERBE. U1 TUFE 7S F 1 E bR A
KAy, ISR EPRZEAEN L 2016 1K T 70.55%. HR 4 3% H H bR A Hh
SXRATM 2021 FET T HFBGR ), Sk B N E bRz AR & 56 B s S5 80 1k R B
B2 A ) 70.6%, BT =ORAE VSRR A L BIRE AN ], I = 5K g 3 [
2T A bR @

@ Institute of International Education. International student data from the 2021 open doors report.
https://opendoorsdata.org/data/international-students/all-places-of-origin/.
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EE ERAARBIRGES

EHEE Y, EEHEE S NBRER RE G, I 2016 1
84026 AHEKZ 2020 4E1) 109827 A, HEK T 30.71%. InE= K H E B 2 AN BN 2
TS NG TR, 2016 R 2020 SEEMRRERE S HANEL .

£25 2020 FlbEMXFERFERZEBR (N, %)

AN HEHE

ANEEREEN 2020 AR 2020 FEAERT
i 2016 FEHIH KR S 2016 FEHH KR

x H 957475 -1.44 109827 30.71

JIIE- YN 323157 70.55 51156 1.14

PRl JE: UNESCO Institute for Statistics.

6.5 T SR HL X H b B F A R AN I

FENBER 7, 2016-2020 FARE(R], Hi TS890 E KN BEE bRz A N H 2
P - Fhass, JRHOZETE R, B, 2020 FEABEEBREAELL 2016 FEHEK 2.4
fEA 1.8 1. FUARIERIANEL E PR 2 E AR %, 2020 5k 121577 N, Hikoyss
PhRF (43458 NDo fEHE B 2070, $r T RN EEEE S, UG H E 2 N B
%, 2020 4FiA 89151 N, HUCHSBTUEF (34781 N, BTHRAE H [E 87 22 N Hdse b,
9998 Ao M 2016-2020 FIEKAF LIRS, WoH. BH]. BHREE H 3 B 52 A
HOHATEORIR L B K

£2.6 2020 FhTEMBX FTEERERFEBL (N, %)
ANEH % HEH%

ANEERZAEN 2020 SE4EXT 2016 A 2020 FEAEXT 2016
4 FERKR FERKR
43458 243.43 34781 4.83
22364 11.84 89151 71.42
121577 60.63 9998 31.67
12832 180.91 18309 33.12

ZERLSRUR: UNESCO Institute for Statistics.

7R X b B S22 SR Eh R L
2016-2019 4, WML [ Bp 2 A2 ANBCPREE A . ol 38 e il R 155 1
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S, 2020 RO SG E BR 2% AR AT 2019 A2 KMERCD, E5LE 2016 4
WKT 36.59%. 2016-2019 4F, #roG == NGEHE bR R FEARYERFE 5.3 T ALEA,
2020 457 ARRHT R IR, B0 S NS PR AR N BRI T ORIE B,
FHEL 2016 4R350 T 18.86% . AN AT 74 =2 (1) [l b B3 24 A4 2ok 5 v .
H TR B 2 T, RO AR 7 =2 e [ B 2 N A T RN i =, #
TRD RN f [ B 28 25 NBUERFRAE 1.3 T2 AT, LN NEE B 22 2 N 3%
T8 76 22 )t R B 2 A2 N 0R 5000 N2 AT, L NEG B 2426 NBUH 10% 45 4

+ 272020 FRFEMNBX FEERERZEERL (N, %)

NGB ¥ HEE ¥

ABEFREE 2020 SAHXT 2016 2020 £EHNF
NH g DR e

B 458279 36.59 13742 6.94

= 43699 -18.86 5038 -10.02
ZERLSRUR: UNESCO Institute for Statistics.

8. M X H b B 2 AR B B L

AR AEM AR E PR A R 2 I E K. 2020 FRAEANSE E bR NN
36050 A\, L2016 fFIg/> 20.14%. FEIE AR AR E B A A R 2 HE K, 2020
A 63001 NHEEEY, RHULEEREEEY . mAEH EE 2 ABHE 2016-2019
AN, 2020 (12295 NOAH L 2019 -4 A& [ %, T 2016 361 21.14% .

=\ ERATBEITERNESE

(—) AA B FE T3

LK, IREEE. it E . N TR G NRER BT SR 5 SR & 5rIR
G, S ERRETaTr PR R e, A G A O SR SR R AR

O WIFFEFELEGER (PEHFAFEERSE (2022 4)), HFEAEFARFEELREM L, PlHT
e, BT Aen B AR B B A DY KR 23 o
http://www.caict.ac.cn/kxyj/qwtb/bps/202207/P020220729609949023295.pdf.
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ZAR ., ARFEE T AR RIS R JE - BT AU TS TR I B2
B, R EIR, 2021 SEAER 47 DNME KBTSV MBI 38.1 FfeETT, [
4% SO K 15.6%, 15 GDP HLEE N 45.0%. o, RIEEFH LK. &
b, 2021 SERIBEN 27.6 JiZ. 357G, 5 GDP HLEHN 55.7%, KEHEFHFE
GEHIACR, 2021 SEHEL S 22.3%. V48 THECMEHE F0 (IDC) F, #2023
T, BFEVTER 5 AER GDP 1 62%, ARG N a it aR.

MBS AR IR R R, Ber e WAL P B AR B R, O T
gt LAV UFIR AR I i AT WA 5, R NA B8 8 547 b [ B 48 5 i
A SA R R ARYE I A2 iR s (WEF) B CRRFDEIR S 20200, #2025
EFSRIGINIAT 20 N TAEM o, 4R SEEE TR,

2R 2.8 2025 SEATML ] FE RGBT 20 N TAEMAE
B SHT I SRR I H 223
ANILEREHHEIER kRS AT
REHFEER HOHR B R 2Ll N 5
BrEHERER PN TR
WA ER RS O ]
RS REWVAR EHS5HR 5N
I E RN FinTech T_f£)fi
B RZE T LIRS IR A3
B ENARFIFRANR HLR KL K

YIBk & 5% DR B 5K
ZORLRIR: A ZEFF A, The Future of Jobs Report 2020.

kR EREMBFZEFELBEARNBRRUFAL, TEEMESH
FZGFEYVIAERK STEM SR A A B3R, 2022 42 A, FEEES AW ED T
(2022 FFEEFTHVERY, AWLEI4ER STEM ik A A #b 2. FHEHH T — 271

O HEGRBETAR. (EREFAEFAKLT  (2022)) [R/OL]. (2022-7-29) [2022-10-8].
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HEM AL AR EF R E . OPE 2018 4Ejash “HE STEM #H 2029 GIH1T
K7, BT A BRI STEM #E /R, 2L g b3 7
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ORI IR Re Sy b R CBEED L s/ ICT (Information
and Communications Technology) £l (LAt SZHF ICT ATk B B55 Il Chifii
YENV). T AR SR AR R & ) MR mfELiife (LD .
V] LA, TS E Sy 2N s R G B AR T (R R 5 R B B R R T
K HE Bl S N B A (R0 DA S AN 1 B 8 B AU R B
ELHUEPFEPRERRBRENA MBFEFTBIBABNT . KB A
FUAEL 77 s E ] “ R R 7, BLC ZAAIFKEHE 7 R DR TE L 2 51T A,
KR 5B MG S, AN AT LURBEYBE 2], A SR G 2R IR W], &
WTELREE VG R B R T BRI VR, T RAF P BTG 1R e 7,
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ANLEREFNBFRTFIBRNT AWERER. 2 2020 5], #id 60 4~ E
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https://www.mofa.go.jp/mofaj/ca/fna/ssw/us/overview/. Accessed August 29, 2022.
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JEASGL; 1 “RFERRE 2 57 ZUEFFA & 105 B B rT B RR80) CR=sg Bk
AJEED, A Tt AL/ G E W Bk . thsh, HASE HEAMET “ 4
SR L], A RIE B, 578 H Rl S5 2 A7 I e B 4E 9 SN & 55 )
JIEER R IR SR 268K, FExT AN ENAE H TARSR (b S5 B R M E R B,
B EHE— D sk Hgtlxk S 57 3 TR g] Fa . @

(=) Bk BBUHSRIERRRIN 57 3h /) Ak

N T REXT R HE A 55 Bl T A I Sk, BB T 2022 4 4 H 27 H IR H R 5
P T RO EER R R %07 BRI 1 — 2 BkiR, 41 COVID-19 J5 (1
BREFA G ;s BRI Y 2 g sl BRER SRR e brit i s, @

A ] DU B VT R i DA X 55 51y ) e i, AL 18 RIS st b ) stk At 7
P, B 2019 FESEDUZREE, 1RE ST ITIALA 1414 BABGL GG O
fE T4 (DIHK) 2018 4Ef— 0 A I, I 2504 [ A 11 57 2 ) 4
B ER . YEE (BARBRIE) T 2020 SFEYIAERL, 1235 5 A0S R B AR
AN LR RAERR G, I NGRS IMEE N 1 LUS AR AT 55 ) ) R e /2, 7
TR A8 [E 12K 25000 44 Tl R EEAR AT 1% KT Ak b A A ks
TAEM AT RedE, IR A ERBEE R £l Tk, EFAREIIEA T A
T 5 BB TAE . A& LA B S AR08 3120 2 /0 AR i35 IR ) HLAR
A REZEINEN BN G, NS i mgs 5, REWE—
U A& TR B — AR I CAENL 2>, JF BAT 1 A AT (¥ A% B AT LA RR A, 1) BT
DA HAT B AR ORI O 3 TAE & R BN IUEAE 19 A HSRT LA R A 280
N 4 SEECE S RS R IRAE F R BT, 4 4R )G, AT DR S E KA

(@D OCED iLibrary. International Migration Outlook 2020. https://www.oecd-ilibrary.org/sites/b140958b-
en/index.html?itemld=/content/component/b140958b-
en#:~:text=In%202018%2C%20Japan%20received%20115,)%20and%200.1%25%20humanitarian%20migrants.
Accessed August 29, 2022.

@ European Commission. Questions and Answers — Attracting skills and talent to the EU.
https://ec.europa.eu/commission/presscorner/detail/en/QANDA _22 2655. Accessed August 29, 2022.

® Institut fiir Arbeitsmarkt- und Berufsforschung: Aktuelle Ergebnisse. https://www.iab.de/de/befragungen/
stellenangebot/aktuelle-ergebnisse.aspx. Accessed April 1, 2020.

@ DIHK: DIHK-Economic-Survey Fall 2018. https://www.dihk.de/resource/blob/3460/
9e6a7b03009839194db2bc12178c2131/dihk-economic-survey-fall-2018-data.pdf. Accessed April 1, 2020.

® The Federal Government. https://www.make-it-in-germany.com/en/visa/kinds-of-visa/work/skilled-
immigration-act/.
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BEVE AT, 1A BRI R RAT W A A e 7 IRAEE Y “ahtaimig” , i
A EMFIES L SN TR AR A [ R E ML B GE, R SRR AT A
Z/0 SAERMMPLZE ST, Hie LRI EER R, WA E LIE, (HRAREAREER

ReITRe ATt B4 AR FE N L, AR HEREAKCE, AL Rl
FEABEFEE 6 N . VRN, EE S5 R E AT R R, 18
FrE ATt R 35 8) 71 B0, BORHLR S E E RS ENE (G1Z) BE
He “=FRit )7 (Triple Win Project) , Sk S, ZE/R4EV. JEFERE. 5217,
A A (27 A N b s S A 74 7k W'l v ]| EZ RE DR Y = B DU E BN
RIPTE K.

(=) iR #EH LR RINE ZRR X 5530 71 %
S

R R LA RN AT MERERRITRIT Ry g “Aiks” TiE,
BEREEH G RKEFR R, 4EiESee. TS BT R4 R, fEnE
K 20192021 = H ARERIERIF, “EHRA27 2B0UE 20 AN (AERALH

ARAEERITE) , Hh 2020 45, 2021 F4550H%1515 6.78 Fi+ 7.13 FiA,

AT RITE 2019 FESEBRGIN 6.86 J5 N, St it 2 FE I- 21 2020 H4E52Fr 5
N 387 HN. fE “HI47 TH AL, INEREBUMIE RIL— R 51 H K 5 Rk
MUBUR, AR/ RIS i X 55 3 ) 3R 2017 4R, N REURF4E
SRS BAMEE T A SRR 2 FEEE T BIUAHE R
BRILAR” (AIPP) , 5138 REAR T AFE R L AE 2 ER D044 6wl
2019 4 3 H, ERMREEAMRZE G BOHE KR 2021 £ 12 H, FHMNAD
it A 2018 4FH) 1000 A EFFZE 2020 4F (1 4000 Ao 2021 &K R EAm

(D Fachkrifteeinwanderungsgesetz vom 15. August 2019.[2022-10-10].
https://fachkraefteeinwanderungsgesetz.de/gesetzestext/.

@ Immigration, Refugees and Citizenship Canada. 2020 Annual Report to Parliament on Immigration.
[EB/OL].(2019-12-31) [2022-10-08], https://www.canada.ca/en/immigration-refugees-
citizenship/corporate/publications-manuals/annual-report-parliament-immigration-2020.html#immigration2019
® Immigration, Refugees and Citizenship Canada. 2021 Annual Report to Parliament on Immigration. [EB/OL].
(2021-12-31) [2022-10-08]. https://www.canada.ca/en/immigration-refugees-citizenship/corporate/publications-
manuals/annual-report-parliament-immigration-202 1 .html#highlights.
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¥ E 2022 4E 1 A 1 HERIZTRIZINKATHR], SRIHHENME#ZE 6000 N “H
T AIPP [RCIISEE, NEER 2019 43 H &R A A bl b X 2 Rk sl vt &l
(RNIP), H 5| 58 REARTAFMERREAAESRER 11 ANEH: X TAE,
ST B, BRI ST BN ) Ekinl . PR A X RS AR, N KEUR
4 AIPP I RNIP FFC T Sk di fidieE, s fibi K7 6 MH & 1 AL, W
BAET H AR R R

(M) BAMIL: e H X 55K 57 5518 REWURIE

R R AP SRk A% RSO RIS N VR 456, Sl is IRTE 57 3
FLERE “BRRHE X 7 @ik € o OHE 2019-2020 LS R it4
TEFRARAS DB BRI RIS, /AT 4 4 e == % Bl ¥ 25F 28 31 43 L B 22 1)
L ZATRIBR SN AR 4% W B 24968 AN FAL, I Ridize H X T RE 25000
ANEHZH. 2019 44 H, SACFINEN B E A, 56 120500 H X 208 B AT
RSB A AE P I B A, B A AR e X [ Bl AR I B AR 2SI (485
) FE BT UL A 485 8B5IEA RUWAEK 1 47, H BV AR 7E AE K A T 20
FELEI X N TAE. A3 2019 4F 11 H, SRR AT iz X 8 REA5IE CEP
A& 25000 A& FHAED SEiickE, HEHB 0 m b X H R RAE (491 39
AN aze Hh X AR AR AR RS RZAE (494 25, - RIBURIRA T 489 250 187 2%
FAE. SEAZUEAL, BBIEA SO KR 54, B Uz X ” fileis
FElY RS SRRAFNAN BLATHEAS 22 X DAAMIIRRCRI L A 858 AHSIHE, H7%5
UER AR T SRR 4 A K A R B Oy (bt Qs “ e X R A A
K7 FERA 2 FEEINE 3 45D, BRI RT3 ) i X Al R IR 22 5 A

(@O Immigration, Refugees and Citizenship Canada. Speaking Notes for the Honourable Sean Fraser, Minister of
Immigration, Refugees and Citizenship: Announcement of the Permanent Atlantic Immigration Program.
[EB/OL].(2021-12-17) [2022-10-08]. https://www.canada.ca/en/immigration-refugees-
citizenship/news/2021/12/speaking-notes-for-the-honourable-sean-fraser-minister-of-immigration-refugees-and-
citizenship.html.

@ PRI IX" (Regional Australia) $RIAAITA BRIEE . BJE. AREUR, hRifgR, i
T, AP, EEEE . BRAMIPAMA S X LIAMY LB X . KJ5: Australian Department of Home
Affairs: Working Holiday Maker (WHM) program. https://immi.homeaffairs.gov.au/visas/getting-a-visa/visa-
listing/work-holiday-417/specified-work. Accessed March 31, 2020.

® Australian Department of Home Affairs: Planning Australia’s 2020-21 Migration Program.
https://www.homeaffairs.gov.au/reports-and-pubs/files/discussion-paper-planning-australias-migration-program-
2020-21.pdf. Accessed March 31, 2020.
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ITFN LA
(F) FEZ: NRRET ALY K57 58 RiEWIRE

2022 £ 8 H, Bt =B RMKEAMBOLE T TAENA, DU TAEZEIE A
FORIEAAER I . R, SIA—RIBRIBEEULGIABRTA, FEG
Fhi: (1) Sy, @SRRI, W2 T, a7
RIS IR AT W U A B B2k, T EAT SN Z R T, @ (2) ¥
2022/2023 4T LERAS T RIBCAE K BoMETE 12000 44 4T TRERCE E BT
PE%. @ (3) %2022 4F 8 A 26 HZE 2023 4£ 5 A 31 HEMAK. ALEH U ZM04T
TR UL 6 AN H, DBECAENALMBR TN, JEEAERING T
NAEE LW ERBF . ©

(D New Zealand Immigration. Details of Sector Agreements for specific AEWV occupations announced,
[EB/OL].(2022-08-21) [2022-10-08]. https://www.immigration.govt.nz/about-us/media-centre/news-
notifications/details-of-sector-agreements-for-specific-aewv-occupations-announced.

@ New Zealand Immigration. Changes to Working Holiday Scheme visas announced. [EB/OL].(2022-08-21)
[2022-10-08]. https://www.immigration.govt.nz/about-us/media-centre/news-notifications/changes-to-working-
holiday-scheme-visas-announced.

(® New Zealand Immigration. Visa extensions and visa conditions. [EB/OL].(2022-08-26) [2022-10-08].
https://www.immigration.govt.nz/about-us/covid-19/in-new-zealand/visa-information/visa-extensions-and-visa-
conditions.
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—\ ERATREFRIEFREAR

(—) ERRHRAR RN FshIE B SLE

BRI ARG « AMRAA . 58 22 SE LA R S BN i B B PrAg B 1)
AOE R RRIA BN AR N R R . A FE B R R T RS T B 1
TRAG 2 IR [ B A AR AR AR OR B A RORIRIE . F 10 B DA S BB =5 I

HERRIMESE1E, ERRHSRELPERA S . &5, ERHN
NAEFRANA RGBSR AL 1 RRME SR E 230 Hx, ERrH s
KGR FAT AR AE IR AR T WS, et BN AR ahin B Ak A
REAMEN; R, EERHR U G TS ALK Ll B RE AR Rk BN
A ANI SRR 2 AT BN A R ahia BAR S AL SR | A2 (R P A B
FRHLR . 5HE PR RAKK E PR ER 7HCE L tEARAT . H Ry THAIX
FALGL U 18] [ PR 2R LS, AT EBrs RAN. ERrke RS R g 0Lk
AL ERRE R 221

1. BREHE

PA B AL T 1945 4, PR RITHEZA W T ok — L
F 1 s > 20 2 1 ) 1 B BRI PR HE SR, AL il T 2058 7 T PR B [ s
FHIBUR] o 2 BRE E A AU LA & 2 IR, 4G EBrs7 TH . BKE
B RS 5 m G AL . AR SS . HURAT . AR S A AR DA
HZGE, HRAER B A HRBLE 0 Brg BRAR NG, TR T KA B R 48 N0 [
B R R AL P42 .

(D United Nations. About the UN. Available at: https://www.un.org/en/about-us.
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2. HEp%ITHAR

[ br57 T4H40 (International Labour Organization, ILO) & A Fr57 Thrifk
KPR 555 T e R B B L T IHLA, EAE H A T 1919 4F, ARHE (LR ZEAN
29), [ bR57 T CAE BRI AL R S 0y L, JRAE 1946 fE OGS R
NI LR E AU T AL o SR B AR TS o AN i AR TR KT (RS B
EAEs SRR BRI, (RIES A L 4 5 AR, AR
FEAHIF, L ANgE 4h o 1E e “EEAA BT, EbR5F THRAFEH =5
TR — R I ALY, HE R R R 7 LA MR AChRiE: I RoT
SR RSB TR S, 1w i B ROHME BE . Bl BOREER), =28
T, (EkE PR A BT S E . EFR57 THZ (ILO) T 2014 FHEH A
THES{E I (Fair Recruitment Initiative), JF7E 2021 SEJT4R 1258 BB, I noE.
ATTRIME G 0% B ORI [E Brfa AR, ol ORI DR AP HE 1,
TEREAF AT Sy DL AR R 3 TR %577 30, i RS S0 I Re a8 15 20
BRIGE, Bib N 55185738, “Br T @6 UAh, EiRs7 LA
RN BRI H ,  Inss ek 5% [ 5 ot [ 2 8] 1 R %5 8% ROG B Re /. i,
R By V. 5 2R P R 557 4578 R 1K 55 55 #% R, 1R B 57 T 2H 2 LS 040 S it 17
NHI=AE (2020-2023) ) “FHILS RIS 55 RIGHE (Governance of Labour
Migration in South and South-East Asia, GOALS)” i H . @i i3 X024 55 5 il
(BLA), SCHRFBUMHIE R 54 S B HELE, 3 A 5] N E K Red fi 1
Jra, AR Y 2R R U DX R [ 5% S T 5 57 45 IR AR R B, ©

3. ElrBRAR

% 414 (International Organization for Migration, IOM) Hij & /& KKl
R R BBURF 123 G 2r (ICEMD, 1989 “FBtH LA, S THG - H N L. “E PR
¥ RAZUE IR (AR RAR T ), B0 E BR# R LR 3 FA ) i g

@ W EFRT THLEM Chttp://www.ilo.org/global/about-the-ilo/lang--en/index.htm) # ¥,

@ International labour Organization. Fair Recruitment Initiative. [2022-9-30].
https://www.ilo.org/global/topics/fair-recruitment/fri/lang--en/index.htm

® International labour Organization. Governance of Labour Migration in South and South-East Asia (GOALS).
[2022-9-30].https://www.ilo.org/islamabad/whatwedo/projects/ WCMS_839320/lang--en/index.htm.

@ MAEEPRRE RALUE M Chitp:/www.iom.int/) HEH,
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TEBETE, R AT Brig R T fie i A S BB AR T o [ B8 RO 2R 32
fECBRERE. REBR. B R. goaBR” VRS H RGHE, R
A I RIG B 0 — R SEiie gk itk — 2R I R R 5 7 ik 55 s
=TT AT [ KR RIR BERE Sy e DR SRUE LR I T2 St i 1 g
M RMIR BB RITT, SCRFR T ER a2 kR,

] A% F AL SR it e [ s B T i) 2 2 [ LA 22—, SRR AN T 4
ERANA B BARF S5 OO R T KR MES, R aRnEAT VAN A T,

R HERIER A E RS T 2018 il 1 (KA. AFAIEER RERIL).
ALY G AL SR B BA BT T R PR 51, A& -5 HAR R 28 40 <7 fE
B IR R B A 2 AR BUR, I/ 88 AR5 At 2 1 0 2R
TR RS RN R A A8 A A RIRAT o 2020 £F [H b R S A 4 Bk
AL T 109000 AR BB e il 2 ik, It 200 73 NAESRBUE 34
155 52 5 T 5 B R il R AR Sl s T . 2021 4F, RS A ZUELE T HTRIH
ek M 2 J5E 17 Al S AR SR, BERE IR SRR . A 3R AR e il R 5
M LA A5 S AE AL DY A s B AR BEAT R, LA e i 28 e 1 X 7% IR AR &
G PL

=R AERBEEM S . 2020 4 12 A, HEHEFRECEMY%, BRI AR
BEOTRR A 5T . U IR TN AE I S5 B T s ) PR, S8l VR
DSz T S VRN, HESD 25 IR 2 2 7 159 55 1 R BT o

PREIRE BT RIEAESAMAAERT], QU8R R T EEHEE NI . %
T H @ % R T NRARAIRE J1 . k8 RN R A AL #2455 [ Brbs
HE R ML S AL E RIS AL B TEAE ELA i A 53 s o 13 45 05 sV LA A8
FEARHERITRISE . 2021 5 7 H 30 H, EEs#RAR S AT RRE8H0 5 E R 3 &
PEAK SRR, BT o i IR TN MEAT O AR EsRia i R TN 578l &6 2Kk
i R ANTETE IS R, ©

[l
=0

@ International Organization for Migration. Annual Reports 2022. 326.

@ International Organization for Migration. IOM Launches Global Policy Network to Promote Ethical
Recruitment.  (2020-12-3)[2022-9-28].https://www.iom.int/news/iom-launches-global-policy-network-promote-
ethical-recruitment

® International Organization for Migration. IOM and Sustainable Hospitality Alliance Launch Multi-Year
Partnership to Promote Ethical Recruitment, Protect Migrant Workers in Tourism. (2021-7-30)[2022-9-
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4. Fofl EBRAHLR

FALEFRALTN 1225 T &R RIGH. tHF4R1T (World Bank) H 2006
ERRE AT 2-3 W (BRMAERE), MEFERICHK. sEARTABR.
BREMEERZR. NOREIHITRE ., ki 58, W, SEEERES
¥ IR R AT IR M o O AR IRETE 2240 A A B B IRAE 2 Tl
M RN 5520, iR 1 E B R IO BRAE B AR otk . 2555 1F
R B (Organization for Economic Co-operation and Development), fiifR4:
#HY (OECD), $RALH A 764 I B ZE R TR FE RS R Fi 4Rk i, AR
i) R 5 FIRS EER ] # B4 1 0 ORI R B i e i . ©

ah, MARRHGHN ., EHira HF iR RIGHE FHE —EmTk. &£
2001 AR GHLA LG EERAT, WMERASBATHHEMF-, Mk
B LR S (A 2, 1K R A B H AT i 2 58 IR U0 3
R TARERE. AR5 ERKREEMEE b, AN 5HLUR% R E
iz 5%, HrA P f o0 RER R, MR .

(=) Ktk ESEARKEIRAA RENTEE LB

A E L AL T LY e TR IR E R, Ik b T XARK, EHER
HAE M RIGEZ 5l i, A SR E M 2 1R 2, i =2y
STt E bR BRI ZS /o (Ho2, fERAPITIERED, REFLM R R ok
FAEAE R B FHE R (ORISR . e E ., #iE) MAESESE, mH
FE B R R S ANEA T B A 5 075 5 5Kk AHELZT, XA
A VF S RENS S W H A% ROIA R K70 80, S RELE SO 24 = [ SR 2 i (R, A o) T
TR R DX SRS R I FBAT 2 A 8 BRI IR R Hr 87 %

28].https://www.iom.int/news/iom-and-sustainable-hospitality-alliance-launch-multi-year-partnership-promote-
ethical-recruitment-protect-migrant-workers-tourism

© RAFHFRITEM (http://www.worldbank.org/) 3
@ WBETAEESERALEM (http://www.oecd.org/) I,
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http://www.worldbank.org/
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1. RBEBRRS

RREHZE 2 R GEM 5 NG (Department of Migration and Home A ffairs)
B E bR A A h v 8 3B R S P BGH T 6 B 1R S IR RR B 2 2 M
[-F RS (10 Priorities) Z—.o “BKERXS T brf8 R ] A E R, LRIE
N A SN 5 2 4 02 BRI AR AR 53 B 2 — o W d o € 55 40k B ARRRR 2% 240
(B aHiTRs PR 20) (e Hrok20) (BETARZA) 5, DOERERIE 2 o v e R %
A B B ARSI AR RAA 7ERR WL BE N B sl R RCR

2. AETERBEHE

A E KB (Association of Southeast Asian Nations, Z<H) 7 A [X
B RIAE B S 7 E AR o AR BTE E bR A2 10 S B AR o TR R 5T
THAH. 2007 FF2R B5E 12 Jadiie A Bl 7 CRER T ORP A #5557 T
BREFINES), BCESES), 5E T 55 L RBAT AR 8% i ot = 1 5Tk,
KEE ARG B 57 TRIBUR), Bk ERr S N DRSE, B8 T REST5 L
ROAT Rt . NN S F L, 2008 S4B AL T “ AR AR TR
BRI E S HATERS” (ACMW), ACMW #IE T — R 5150 B FMES), #54#%
R4 F i N DS 55 5T, A 2000 o 2R B B R ARG R i3k 55 1
o RAU T A AR SR SEAT RE 7T H 2008 A2, ACMW FRAEHf % /0 R 55
THRRIE, £ 2021 FOHI 14 5, BEEIFBCT G 177 S 7R 3% 5
U . T i E LA S R G000 75 1 [ B 57 1 b B s v il 2L, A 5t
3R 7R BR 55 TR B AR OC TAEHERE o

(=) ERAFRIEREEEE BT

T BRIE PEALHI oI 58 e N H A R FRAA T4, FBLT 2FRA
A IENGIHRZ W s WA KT , AT R P EBUBME TS N AR 2 55 ] 7L,

O RTRMZERTHENEBETTEMAE RS, I http:/ec.europa.eu/dgs/home-affairs/index_en.htm.
@ ASEAN. Statement of the Establishment of the ASEAN Committee on the Implementation of the ASEAN
Declaration on the Protection and Promotion of the Rights of Migrant Workers. [2022-9-30].
https://asean.org/statement-of-the-establishment-of-the-asean-committee-on-the-implementation-of-the-asean-
declaration-on-the-protection-and-promotion-of-the-rights-of-migrant-workers/.
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E T AT RS A P AN o MR, BRI BAEAE DA T 22 Bk ik -
R RV B MR IE RN E AT SRR RN RS K,
SERYE B N 1K) 90 PO 3 , Ok B 22 7o SO SN R 38 5 0k 8
Wt o TR E B N7 E A BB SVE BT SRR D, S TR — sk =
R SR, AERRAA RSN S, e a2 MEM M. MASKRERE
RIERIERE, ST EE, AR .

ToRAERRGRZ A AT R R IR G . £ A BOR
POL B M N IS E XA E L 25, X AR R H AT
R L A< B AR AR AE — SR AH AL, TR R TR T 1 RN SRS TR I H 7,
(EX LTS XA K, ANAR 2 1, 10 HAEAE R R IRAEAR SR I BUR B T 2 18],
AR AL HAR AR 2 AR DG A

=RERNA RIS Sk = . REERANA R H &K, H
X HA VIR, A WPER . FRae. Tk SR s, = . XS
RFE M LIRS HE RS, WU R IR A 0. 1884, BEETY
AT G R, X2 A IR PORAN, HEUOH T BRI N A EE oy
" RE. (HIRAE A S Jum A 23, FEEeE A i e Ak 22 B

WA, NARsixt eRast et 7 E KTk, 810, 5 1E PR 5 A

R A AR BRI B, NA TS e Rkia BT 2L T &R R,
RHARTREAA MR, HE2h 7RI, HFE ey e kia Bk 7

=\ EBAFTREIERE

PaN
ABES

RAAE

BIREERN A AN L6 BEAE BRI SL b B J2 10 B HUAS 1 R e, (At
RS RN sl ) FE B H 2R 5 kg R 2R [ 57 T AL 55 I 5
NS, FCEME T ER A, 52 S T 55 3 F BOR R R gt 3
R 2 1) EREh A A S B T B BR N RS B SR, A I 2 ik
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BHASAE RN AUl PRI 1 XN A BN 22 5 Al 2 R R TR AE Dk . XK
A 5 o s [ PR R — 2D T e AR e — 2R 51 B ] R, A5 G0 ] BE B 3l
RABAE R ERVE F ARSI AN A FAE A s el DRSS & BRI N i sh s dnde)
17 JU R R ) T R R 2, T 3 2 7R R 4 R A R TR ) 8

(—) B AT HLRBRE=HIRE

[ b A7 2H4U54 2 (Alliance of Global Talent Organizations, AGTO) 3 /1T
(et B br AA- W3, e A W) 228 S A1, kR B SRl A A
TRESRIE T 3CRE, RIS 5 008 B A I am oS s sy N A& A, AT B i A A it
NIEFIL, (R ANAFETR. Bfckyl, HEBMIEALLTIUA: ©

— B AP A (1 E bR A A ST TE IS o HEB) A SCRER G D a4k
P NA B R AR 1, S ond 1 B A A 3SR b HH I A HLAB AN Bk ) 2 e, 384
SR RN BUCR S IR AR e, 39 R T B bR S PR I R G M7 iR AN it

TR S RARAL, (R E R AA ISR ZH T AP R KT 1
W2y, HArt RS EMAA RIEZERIRK, o HEEL AL FLZRZRT A,
SEILE BRIBI A RIS ABUR . JEBURFEZ N A R & R s AR DG 7 fe it &
AWEIR BORSEZISCRE, $7 E g N T AR BE 7T

ZRAREERAA BERGE . EAT AE. FEFENT, BRG] SRS
[ B A A B8 D5 T A AL R, 4R A A IR A 2 R 325K

(=) ERAAALBRE SHIThRE®

[ b NAHR & 2 A N E BB A A SR AT &, BUT TR RIS
TENLE], 3TiE TG, REMGE, NAFKRBMEERS, HEA RG] FEIRA
A sl ol RS T ESCH AT DR . HAEThRE LT b I EALES
VU K5 T -

(D Huiyao Wang, Alistair Michie Editors. Consensus or Conflict? China and Globalization in the 21st
Century[M]. Springer. 2021: 201.
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Introduction

As highlighted in the work report presented at the 20th National Congress of the
Communist Party of China, China be more proactive in opening up to achieve a larger-
scale, wider-ranging, and deeper form of opening to the outside world; efforts should
be made to create products and gather outstanding and innovative talent from all over
the world, improve the strategic distribution of talent, and focus on creating a
comparative advantage in the international competition for talent. The importance
China attaches to openness and international competitiveness of talent has reached an
unprecedented level, and the global flow of talent is closely related to this.

The world is undergoing profound changes unseen in a century. The interactions
between great powers and the international order are in flux with uncertainties in the
world’s economic, scientific, technological, social, cultural, political, and security
landscape. Although affected by multiple situations, such as the COVID-19 pandemic
and the Ukraine crisis, the global flow of talent continues. According to the data and
predictions released by the United Nations Educational, Scientific and Cultural
Organization (UNESCO), The number of internationally mobile students in higher
education has grown dramatically from 0.3 million in 1963 to 2 million in 2000 and up
to 6 million in 2019.” And nearly a quarter (23.5%) of all scientific publications have
international co-authors, up from 18.6% in 2011.” Talent mobility and collaboration
have become the most resilient aspects of globalization and are significant promoters
of the globalization process.

Talent flow is driven by various factors, including economic development,
personal development, national policies, and the growth of multinational corporations.
The constant pursuit of a better life, the introduction of measures to attract international
talent by major economies in response to aging populations and declining birth rates,
and global expansion, as well as consolidation of human capital in multinational

companies, have all contributed to the flow of talent across regions. Big data and

(O UNESCO. “Future of international mobility will combine physical and digital experiences to reach a wider
range of students”. (2022-02-25) [2022-10-25]. https://www.iesalc.unesco.org/en/2022/02/25/future-of-
international-mobility-will-combine-physical-and-digital-experiences-to-reach-a-wider-range-of-students/.

@ UNESCO. UNESCO SCIENCE REPORT.
https://unesdoc.unesco.org/ark:/48223/pf0000377250/PDF/377250eng.pdf.multi.
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artificial intelligence have become the front runners in the age of Industry 4.0.
Increasing demand for high-tech talent in the global labor market has also intensified
talent flow in related fields.

The COVID-19 pandemic has limited offline talent flows while facilitating online
talent exchange. In the short term, the cross-border flow of talent has been restricted to
prevent the spread of the pandemic. In the long term, online talent exchange will
continue to grow rapidly with the development of digital technologies and the rise of
online learning, shared laboratories, webinars, and online conferences, which have
increased the share of knowledge online, making remote learning, research, and
exchange possible and gradually developing into normalcy, has made it easier for
international talent to communicate and collaborate without the limits of geographical
borders.

Talent flow can improve both the quantity and quality of the population, alleviate
local labor market shortages, promote urbanization, raise social diversity, boost the
development of science, technology, and innovative industries, and enhance economic
growth potential. Breakthroughs and innovation often come from teams of talented
individuals from multicultural backgrounds. Venkatraman Ramakrishnan, Nobel
Laureate and President of the United Kingdom’s Royal Society, once suggested that,
from the perspective of scientific research, scientific progress generally benefits from
global talent migration. The response to this trend should not limit people’s flow but
foster a research environment in which people are willing to work in different places.”

The primacy of talent in a country’s development and the considerable benefit
from talent inflow motivate countries to introduce targeted policies to attain talent
worldwide. For instance, the US reformed its H-1B visa lottery system and increased
its attractiveness to highly skilled and high-income STEM labor forces; China is
striving to form a comparative advantage in international competition for talent; Japan
added the Highly Skilled Professionals visa and adjusted its point-based system,
achieving its goal of introducing 20,000 highly skilled professionals by the end of 2022
as proposed in its 2017 Growth Strategies ahead of time; the UK has reformed its
immigration policy to attract those holding exceptional skills and higher degrees; while
the EU eased restrictions on its migration policies on non-EU researchers and students

and introduced residence permit for those seeking jobs and entrepreneurship in the

(D Tian, Tian. “The President of United Kingdom Royal Society: Scientific Progress Benefits from Global Talent
Migration,” Science & Technology Review. http://blog.sciencenet.cn/blog-336909-1027272.html.



Introduction

region in a hope to attract more highly skilled and innovative professionals.

Despite the fierce competition in attracting talent and the widespread sensation of
decoupling, opening up will remain a central theme of this era, breaking down walls in
communication and decreasing misunderstandings. Globalization is inevitable in the
areas of goods, capital, and talent. Admittedly, talent flows face short-term challenges
caused by global events and minor policy tweaks. However, the fields in which
communication and cooperation in talent will only increase. As data on global
migration shows, the total number of international migrants reached nearly 281 million,
accounting for about 3.6% of the world’s population, up from 173 million in 2000 and
222 million in 2010, of which about two-thirds were immigrant workers. China and the
US have the largest scale of talent cooperation, mainly through bilateral research
programs, through which two countries produced over 300,000 co-authored works and
publications from 2017 to 2021.” From 2015 to 2020, the number of top-tier journal
articles co-authored by researchers in China and the US exceeded that of other
countries.” This exemplifies how scientists created a global collaborative network and
set an example for more effective and broader cooperation of international talent against
the pandemic as well as geopolitical conflicts.

Facing a complicated international environment, talent mobility is essential in
rebuilding trust in the international community. It lubricates and facilitates cultural
communication, deepens opening up, promotes the orderly flow of talent, cultivates
empathy, and helps alleviate misunderstandings between countries.

China has maintained its open and welcoming attitude toward talent. Since 2012,
the country has been highlighting policies for talent development. It has continued to
build a more open system for the flow of talent, transitioning from talent output to a
bidirectional flow model. At the Party Central Committee conference on talent-related
work in September 2021, it stressed the importance of developing a quality workforce
in the coming years and accelerating the work to make China a major global center for
talent and innovation. In recent years, many Chinese students and workers with
experience abroad have returned to seek job opportunities, leading to an increased trend
of talent return (bilateral) and talent circulation (multilateral). At present, the total

number of Chinese citizens working abroad has reached 220 million, and its global

@O APRU. For the Global Common Good: APRU and the China-US Research Landscape.
https://www.apru.org/wp-content/uploads/2022/07/For-the-Global-Common-Good-June-2022-Final-1.pdf.
@ Crow, James Mitchell. "US-China partnerships bring strength in numbers to big science projects.” Nature
603.7900 (2022): 6-8.
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ranking in the Innovation Index has risen from 34th in 2012 to 12th in 2021. In 2021,
the number of overseas students returning to China exceeded 1 million for the first time.
Meanwhile, a total of 1.18 million foreigners were issued work permits to work in
China and the number of international patent applications from China reached 69,500
in 2021, ranking first in the list of applications for the third consecutive year.” The
China International Import Expo (CIIE), known for its openness, fully demonstrates the
role of the four major platforms of international procurement, investment promotion,
cultural exchanges, and open cooperation, allowing the world to see an increasingly
open China.

This report is committed to promoting openness and the free flow of human
resources while striving to build a straightforward, objective evaluation system to
analyze the competitiveness of each country in terms of talent, providing an overview
of the current status of global talent flows and predicting future trends. It also hopes to
guide those involved in policymaking on talent development and migration. More
broadly, we hope to leverage this report to foster a global dialogue on international
talent exchange and serve as a global public good to serve international talent
governance. Enabling global talent flows can effectively create a fairer, more
cooperative, and inclusive international environment where we can reach a consensus

on talent development and exchange and promote a shared future with win-win results.

(@ CCTV. “China ranks first in PCT international patent applications for three consecutive years”. (2022-02-11)
[2022-10-22]. http://www.gov.cn/shuju/2022-02/11/content 5673183.htm.



Chapter 1: The Talent Competitiveness Index for

Major Countries

This part attempts to create a Talent Competitiveness Evaluation Index for Major
Countries that is simple, predictable, and internationally transferrable in order to
evaluate the level of talent competitiveness in major countries and further analyze the

strengths and weaknesses of China’s talent competitiveness.

Building a Talent Competitiveness Evaluation Index

for Major Countries

What Talent Competitiveness Means

Talent competitiveness evaluates a country’s ability in attracting, cultivating,
sustaining, and utilizing talent in the context of global socio-economic development
and the subsequent talent flows that follow this phenomenon.

38 countries are covered by this evaluation, including China, 8§ major
industrialized countries (G8), and 19 countries in economic cooperation organizations
(mainly G20 countries, but the EU is excluded from this selection as its member
countries partly overlap with countries in the G8 and G20), countries with a population
of more than 10 million and a GDP per capita of more than $10,000 (some G20
countries have a GDP per capita of less than $10,000 are also included), and developed
countries with a population of 5 million to 10 million and with a GDP per capita of
$490,000 (high-income countries). As the countries covered by this evaluation account
for 63.1% of the world’s population and 88.9% of the world’s total GDP, we claim that

the evaluation gives a realistic overview of global talent competitiveness.
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Talent Competitiveness Evaluation Index for Major

Countries

The Talent Competitiveness Evaluation Index for Major Countries uses data from
World Bank’s WDI database (2021), the World Intellectual Property Organization
WIPO database (2021), the ILO database of the United Nations International Labor
Organization (2021), the Fortune Magazine 2020 list of the top 500 companies in the
world, and the 2020 QS World University Rankings Top 1000 list. As the index
measures the talent competitiveness of countries in 2020, we only crop data that reflect
the year 2020 regardless of when the data is published. This explains why we only use
data from 2020 in the last two sources (Fortune Magazine and QS World University
Rankings) and 2021 data for all others. Some data reflecting situations in individual
countries are missing from these databases and will be supplemented by data from the
statistical agencies of each government.

The Talent Competitiveness Evaluation Index for Major Countries covers five
primary indicators of talent (scale, quality, environment, input, and performance) and
14 secondary indicators.

Scale indicators measure the absolute gap in the number of high-level talent
resources in different countries, reflecting the absolute number of different types of
high-level talent resources and reflecting the scale effect of talent. Talent scale
indicators include two secondary indicators, namely, “Number of the working-age
people with tertiary education” and “Number of researchers in R&D”.

Quality indicators measure the relative quantity difference of high-level talent
resources in different countries. Talent quality features two secondary indicators,
namely, “Number of people with tertiary education per 10,000 working-age people
and “Number of researchers in R&D per 10,000 positions”.

Environment indicators measure the strengths and weaknesses of talent resources
in different countries in terms of living, working, and learning environments, and serve
as the main indicator of environmental gaps. Talent environment indicators include four
secondary indicators, namely, "PM2.5 mean annual exposure (pg/m3)", "Fortune
Global 500 (rate)", "QS 100 (rate)" and "CO2 emissions per capita (t/person)".

Input indicators measure the strengths and weaknesses of different countries in

terms of talent security and talent potential and are the main indicators of the
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momentum of talent competitiveness. Talent investment indicators include three
secondary indicators, namely, “Public spending on education as a percentage of GDP”,
“Expenditure on R&D as a percentage of GDP” and “Expenditure on current health as
a percentage of GDP”. Among them, “Public spending on education as a percentage of
GDP” reflects and measures the strength and level of financial expenditure on education
in different countries to improve the overall quality of the nation and cultivate potential
human resources, indicating the strategic level and policy support of the country in the
development of human resources. “Expenditure on R&D as a percentage of GDP”
reflects and measures the strength and level of financial R&D expenditure of different
countries in encouraging innovation and creativity, demonstrated in the country’s policy
support and strategic emphasis in attracting and keeping talent working in science and
technology. “Expenditure on current health as a percentage of GDP” reflects the
country's total investment in healthcare with the goal of enhancing the physical health
of the population and providing good healthcare services and social security for the
talent pool.

Performance indicators measure the strengths and weaknesses of different
countries in terms of talent use and talent output and are the main indicators of the
effectiveness of talent development. Talent performance indicators include three
secondary indicators, namely, “Labor productivity (GDP ($)/ Employment)”, “Number
of active patents per capita in the labor force (patent/10,000 working-age people)”,
“Medium and high-tech manufacturing value added (%omanufacturing value added)”.
“Labor productivity (GDP ($)/Employment)” reflects the contribution talent made to
economic growth in different countries, while “Number of active patents per capita in
the labor force (patent/10,000 working-age people)” reflects the contribution made by
the talent pool in science and technology innovation as well as the strength and quality
of talent innovation in different countries. “Value added of medium and high-tech
manufacturing as a percentage of value added of manufacturing (%)" reflects the use of
talent resources and the extent of their role. The three secondary indicators directly
measure the efficiency in applying talent in different countries, and indirectly measure
a country’s policy and environmental effects on talent.

The Talent Competitiveness Evaluation Index for Major Countries uses the
Analytic Hierarchy Process (AHP) to determine the weighing of each secondary

indicator.
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Table 1.1 Design of the talent competitiveness evaluation index for major countries

. Primary
Primary . .
L. indicator Secondary indicators Code
indicators L.
weighting
Number of the working-age
people with tertiary GM1
Talent Scale 0.16 education (10,000 people)
Number of researchers in
GM2
R&D (10,000 people)
Number of people with
tertiary education per 10,000
working-age people ZL1
Talent B (people/10,000 working-age
Quality ; people)
Number of researchers in
R&D per 10,000 positions 712
(people/10,000 positions)
PM2.5 mean annual
HIJ1
exposure (Lg/m3)
Talent Fortune Global 500 (rate) HI2
e . 0.20
HVAKOIIHER QS 100 (rate) HJ3
CO2 emissions per capita
HJ4
(t/person)
Public spending on education =il
as a percentage of GDP (%)
Expenditure on R&D as a
TR2

Talent Input 0.21 percentage of GDP (%)
Expenditure on current
health as a percentage of TR3
GDP (%)
Labor productivity (GDP/
Employment)

XN1

Number of active patents per
capita in the labor force
Talent 0 (patent/10,000 working-age

Performance people)
Medium- and high-tech
manufacturing value added
(% manufacturing value

added)

Secondary
indicator

weighting

0.07

0.09

0.10

0.10

0.03

0.07

0.06

0.04

0.10

0.06

0.05

0.10

0.05

0.08

Data

source

ILO/WDI

WDI

ILO/WDI

WDI

WDI

Fortune

QS

WDI

WDI

WDI

WDI

WDI

WIPO/WDI

WDI



Chapter 1: The Talent Competitiveness Index for Major Countries

(Continued Table 1.1) Note: “WDI” refers to the World Bank WDI database (2021), “WIPO”
refers to the World Intellectual Property Organization database WIPO (2021), “LIO” refers to the
United Nations ILO database (2021), “Fortune” refers to the complete list of Fortune Magazine
2020 World 500 companies, and “QS” refers to the 2020 QS World University Rankings Top 1000
list.

Evaluation of Talent Competitiveness for Major

Countries

Based on relevant data, we positioned and ranked the 38 countries covered in the
report according to their talent competitiveness levels in 2020. We will show results by
comparing five aspects of the primary indicators, namely scale, quality, environment,
input, and effectiveness.

This index is comparable and shows that the United States takes the lead, followed
by South Korea in second place, Denmark in third place, Singapore in fourth place, and
Japan in fifth place. The index scores of the UK, Israel, China, and Sweden-which are
ranked from sixth to ninth-are all above the benchmark of 45 points. The fact that five
of the countries in the top ten on the list are in Asia and the West reveals that Asia is
becoming increasingly attractive to talent.

Second tier countries ranked from the 10™ to 17" with a score between 40 and 44
include Switzerland, Germany, Finland, Belgium, Ireland, France, Norway, and the
Netherlands. Third tier countries ranked from the 18™ to 25" with a score between 31
to 39 are Austria, Australia, Canada, Spain, New Zealand, Russia, Portugal, and Italy.
Fourth tier countries ranked from the 26" to 33™ with a score between 25 to 30 are
Brazil, Saudi Arabia, Greece, Poland, Czech Republic, Malaysia, India, and Argentina.
Chile, Mexico, Turkey, South Africa, and Indonesia ranked the 34" to 38" and in the
bottom five, with competitiveness indexes between 20 and 25. The second to fourth
tiers do not differ much from each other in terms of their index scores. What stands out
is that the talent competitiveness index for the US, which ranks first, is 3.5 times that

of last-placed Indonesia.
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Figure 1.1 Rankings for 38 countries in terms of overall talent competitiveness

In terms of talent scale, China and the United States have a clear competitive edge.
When considering the “Number of the working-age people with tertiary education
(10,000 people)” and “Number of researchers in R&D (10,000 people)”, China and the
United States are far ahead of India, Japan, and Russia, which rank third, fourth, and
fifth, respectively. In particular, China's talent scale index is more than twice that of the

total for the three industrial powers (Germany, the United Kingdom, and France), which
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are ranked seventh, eighth, and tenth.
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Figure 1.2 Talent scale rankings for 38 countries

Singapore, South Korea, and Israel are the top three Asian countries in terms of
talent quality. Singapore ranks first in terms of "Number of people with tertiary
education per 10,000 working-age people” and the “Number of researchers in R&D per
10,000 positions”, followed by South Korea, and Israel, Canada, Denmark, Ireland, the
UK, and Finland. Since this indicator focuses on employment per capita, developing
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countries such as India, China, Indonesia, and South Africa, which have larger

populations, have a temporary disadvantage in terms of talent quality.

Singapore 17.004
South Korea 16.007
Israel 14.583
Canada 14.373
Denmark 13.347
Ireland 13.307
United Kingdom 12.991
Finland 12.768
Netherlands 11.686
United States 11.572
Belgium 11.398
Sweden 11.045
Japan 11.019
Russia 10.930
Greece 10.704
Portugal 10.450
Norway 10.344
Saudi Arabia 10.274
Spain 10.236
Australia 10.003
Switzerland 9.828
Austria 9.820
New Zealand 9.228
France 8.672
Germany 8.446
Poland 7.825
Malaysia 7.769
Turkey 7.099
Italy 5.928
Czech Rep. 5.883
Chile 5.391
Argentina 4.994
Brazil 4.581
Mexico 4.266
India 3.499
China 3.203
Indonesia 2.992
South Africa 2.528

0.000 5.000 10.000 15.000 20.000

Figure 1.3 Talent quality rankings for 38 countries

In terms of the talent environment, the United States and China have a clear
advantage. The US ranks first in “PM2.5 mean annual exposure (ng/m3)”, “Fortune
Global 500 (rate)”, “QS 1,000 (rate)” and “CO2 emissions per capita (t/person)”,
followed by China. The UK, Japan, France, Germany, Brazil, and Switzerland along
with six other countries form the second tier, Sweden, Spain, Indonesia, Italy, Argentina,
Mexico, Portugal, Netherlands, Denmark, while nine countries make up the third tier,

New Zealand, Chile, Norway, Ireland, Malaysia, Finland, Austria, Greece, Belgium,

12
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Israel, India, Russia, Turkey, South Korea, and 14 other countries are in the fourth tier.

Saudi Arabia has a clear disadvantage in this category.

United States 16.039
China 12.683
United Kingdom 9.952
Japan 8.353
France 8.304
Germany 8.036
Brazil 7.349
Switzerland 7.166
Sweden 6.948
Spain 6.942
Indonesia 6.779
Italy 6.749
Argentina 6.471
Mexico 6.392
Portugal 6.269
Netherlands 6.173
Denmark 6.018
New Zealand 5.993
Chile 5.932
Norway 5.670
Ireland 5.603
Malaysia 5.583
Finland 5.576
Austria 5.567
Greece 5.559
Belgium 5.345
Israel 5.235
India 5.138
Russia 5.118
Turkey 5.070
South Korea 5.030
Singapore 4.972
South Africa 4.930
Poland 4.877
Czech Rep. 4.628
Australia 4.547
Canada 4.465
Saudi Arabia 0.894
0.000 5.000 10.000 15.000 20.000

Figure 1.4 Talent environment index rankings for 38 countries

Denmark and Sweden take the top two spots in terms of talent input. The three
indicators, “Public spending on education as a percentage of GDP (%)”, “Expenditure
on R&D as a percentage of GDP (%)” and “Expenditure on current health as a
percentage of GDP (%)”, represent the total investment in education, research and

13
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development and health care relative to GDP. Denmark and Sweden have the highest
scores, followed by Israel, the United States, Finland, and Belgium, with Norway,
Austria, Germany, Switzerland, South Korea, Australia, and France in the second tier;
the Netherlands, New Zealand, Brazil, the United Kingdom, Japan, and Saudi Arabia
in the third tier. While China and Russia remain far from the top, they placed relatively
well among other developed countries, indicating a latecomer advantage in the total

talent input. Indonesia’s competitiveness index in this category is only a quarter of that

of Denmark.
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Figure 1.5 Talent input index rankings for 38 countries

In terms of talent performance, Singapore ranks far above all other countries in
three indicators including “Labor productivity (GDP/ Employment)”, “Number of
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active patents per capita in the labor force”, and “Medium and high-tech manufacturing

value added (% manufacturing value added)”. Following Singapore are Ireland, the

United States, South Korea, Switzerland, Denmark, Japan, and Norway. Russia, Chile,

South Africa, and three other countries demonstrated a relative weakness.
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Figure 1.6 Talent performance index rankings for 38 countries
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China’s Strengths and Weaknesses in Talent

Competitiveness

In looking at China’s scores for all five indicators, we find that China has the
highest score in terms of scale (100), followed by environment with 79.08 points,

followed by input (48.19 points), performance (30.45 points), and quality (18.83 points).

Talent S
100 %]6

Talent .
Performance Talent Quality
Talent Input Talent

Environment

Figure 1.7 China’s talent competitiveness index scores by indicators (on a 100-point scale)

In terms of the overall talent competitiveness index, we find that China lags behind
the United States, South Korea, Japan, and the United Kingdom, ranking eighth. China
ranks lower than it should considering its massive global economic volume.

In terms of talent scale, China has a clear competitive similar to the United States,
which is far ahead of all other countries.

China shows a weakness in terms of talent quality, but this is a temporary
disadvantage. This is partially to do with the country’s shortage of high-quality talent,
but more so because of its large population and the resulting demand for employment.
In this sense, China will be at a disadvantage in this indicator whenever per capita data
is used.

In terms of talent environment, China ranks second among all countries, which
indicates improvements in the living and working environment and platforms for

cultivating talent. As early as October 2013, President Xi Jinping emphasized this at
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the 100th anniversary of the establishment of the Western Returned Scholars
Association saying that “If the [talent] environment is good, the pool of talent will build
and careers will flourish; otherwise, people will scatter, and careers will fail. We should
improve the operations, enhance services, strengthen education and guidance, build
innovative platforms, and get better at discovering, consolidating, and utilizing talent,
creating a good environment for students [seeking education abroad] to return and work
in their homeland.”. In the recent decade, governments at both local and national levels
all emphasized building the optimal environment for the individual career development.

In the talent input category, China ranks 28™ among all countries. Although China
i1s far behind countries such as Denmark and Sweden, it is not too far from other
developed countries, showing a latecomer advantage in terms of total talent input. At a
Party Central Committee conference on talent-related work in September 2021 the
importance of increasing investment in talent development and improving the
effectiveness of talent input was emphasized, laying the foundation for maximizing
China’s latecomer advantage.

In terms of talent performance, China ranks 26" among all countries, with a
competitiveness index score only half that of Singapore’s. This indicates that there are
still barriers keeping talent from realizing their full potential in China. It also indicates

that China still has a long way to go in changing how it cultivates talent.
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Concepts of Global Talent Flow

Talent

China’s National Program for Medium- and Long-term Talent Development
(2010-2020) defines talent as “a person who has certain professional knowledge or
skills, who performs creative work and contributes to the society, creating value for the
society, and those who are relatively high quality in the labor force considered by
metrics of human resources.” In the Contemporary Chinese Dictionary, talent is defined
as “a person who possesses both integrity and ability; a person who has certain
specialties.”

In other countries, concepts closer to the meaning of what talent means in China
are human capital and human resources. In the 19th century, some scholars categorized
human capital as a crucial component of national competitiveness. German
economist Friedrich List emphasized the importance of incentive mechanisms and
tapping intellectual resources i.e., human capital in his interpretation of the mental
power level within the three levels of national productivity. In 1954, Peter F. Drucker
first coined the term “human resources” in his book The Practice of Management,
arguing that the first sign of decline in an industry is the loss of appeal to qualified, able,
and ambitious people.”

This report defines talent as a person who possesses specific knowledge and

capabilities and who can contribute to society.

Talent Flow

Talent flow can mean the movement of talent in physical spaces or among

industries and occupations. In this report, falent flow focuses on the movement of talent

(O Huiyao, Wang. International Talent Competition Strategy [M]. Beijing: Party Building Readers Publishing
House, 2014:5.
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across countries and regions. In the chapter “A Cross-Disciplinary Perspective on
Trends in Global Talent Flows”, it also covers talent moving between industries and
occupations. Many factors contribute to the flowing of talent, mostly the knowledge
economy, globalization, differences in demographic structures, and policy on human
resources by different governments. Talent flow in physical spaces, as defined by this
report, includes three patterns: talent outflow or inflow (unilateral), talent return
(bilateral), and talent circulation (multilateral).

Talent outflow is a moving pattern defined from the perspective of talent-exporting
countries, i.e., the movement of talent from one country to another. For talent-importing
countries, this can be interpreted as talent inflow, but whether it is "outflow" or "inflow",
talent flow indicates unilaterality.

The process of talent flowing from country A to country B and back to country A
is called talent return. In the case of talent return, talent flowing out from country A
may have acquired knowledge in frontier technologies or management skills after
studying or working in country B. When these individuals return to country A, they
bring back knowledge obtained in country B such as cutting-edge technologies,
different thought processes, management skills, etc.

Talent circulation is the circular flow of talent between an outflow country, an
inflow country and a third country. In the process of talent circulation, talent circulates
between countries A, B, and C, so that the three countries are no longer simply
exporting or importing talent unilaterally but are able to do both. In terms of physical
space in this context, talent circulation covers two or more countries; as for the
frequency an individual changes location, they are no longer limited to moving
permanently and may move multiple times during their career. In terms of the utility of
the flow, talent circulation is not a zero-sum game, but a win-win situation in which all
sides can benefit.” Talent circulation promotes the exchange of resources, capital, and
technology for mutual benefit, boosting the socio-economic development of all

countries involved.

(O Hongliang, Du. Qigige, Wuyun. Making China an Important Pole in the Global Talent Circulation [EB/OL].
(2012-04-27) [2022-10-07]. http://www.kjw.cc/2012/04/27/29930.html.
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P
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Figure 2.1 Talent circulation
Source: Yi, Wang. Towards A Global Talent Hub: Its Concept and Development Strategy [J].
Scientific Development. 2013 (02): 89-99.

The Current Status of Global Talent Flows across

Regions

Any analysis of the current state of global talent flows across regions should be
based on a large amount of data. The definition of "talent" varies from country to
country, and there is no universally accepted standard for monitoring the flow of talent
around the world. This report carries out a preliminary analysis of the current state of
inter-regional talent flows by tracking the flow trends among international migrants,”

especially work-based international migrants and international students.

(@ The "Recommendations on Statistics of International Migration" officially published by the United Nations
Bureau of Economic and Social Affairs in 1998 defines an 'international migrant' as anyone who changes their
Country of Usual Residence (excluding those who leave for short periods for recreation, vacation, business, medical
or religious reasons). It divides "international migrants" into "Short-term Migrants" and "Long-term Migrants".
"Short-term Migration" refers to moving to another country other than the country of origin for at least 3 months and
less than one year (12 months); "Long-term Migration" refers to moving to a country other than the country of origin
for at least one year (12 months), with the country of destination becoming the de facto new country of permanent
residence. In terms of the emigration country, a "Long-term Migrant" is equivalent to a "Long-term Emigrant". In
terms of the countries of immigration, a "Long-term Migrant" is equivalent to a "Long-term Immigrant ".

The International Organization for Migration (IOM) defines an "international migrant" as a person who leaves
his or her country of origin or previous country of residence, crosses national borders, and lives permanently or for
a certain period of time in another country for the purpose of settlement. At the same time, special emphasis is placed
on the relationship between "international migration" and "social development". "When talking about migration and
development, the 'migrants' are those who are not forced by any external factors and make their own choices to
migrate, excluding refugees, exiles or diasporas." In this report, the definitions and data of international migration
provided by the United Nations Economic and Social Affairs Statistics Bureau and the International Organization
for Migration are basically the same.

The form and purpose of transnational migration of international migrants can be divided into work-based
international migrants, investment-based international migrants, reunion-based international migrants, learning-
based international immigrants, crisis migrants, illegal migrants, and other categories. This report mainly involves
work-based international migrant and learning-based migrant (i.e., international students).
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Status of International Migration Flows ©

1. Continued Growth in the Number of International Migrants and as a Share
of the World's Population

According to the United Nations Department of Economic and Social Affairs, in
2020, nearly 281 million people lived in countries other than their country of birth, an
increase of 62.4% over 2000 (173 million and an 83.7% increase over the 1990 total of
153 million), which is 3.35 times that of 1970 (84 million). Meanwhile, the share of
international migrants as a part of the global population has increased slowly, from 2.8%

in 2000 to 3.6% in 2020.
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Figure 2.2 Number and percentage of international migrants, 1995-2020

2. Increased Numbers and Proportions of International Migrants in UN
Regions

From 1995 to 2020, the stock of international migration increased by the hundreds
of thousands and even tens of millions, in most United Nations regions, with the
exception of Africa, where the share of international migration as a part of the region's
population increased. The share of international migration increased slightly in Asia
and Latin America and the Caribbean, while Europe, North America, and Oceania all

saw increases of about 4 percentage points or more.

(D Unless otherwise stated, the source of data in this part are all from IOM’s World Migration Report (2022).
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Figure 2.3 International migrants, by major region of residence, 2005-2020 (millions)

Europe is currently the largest destination for international migrants, with 87
million migrants (30.9% of all international migrants), followed closely by 86 million
international migrants living in Asia (30.5%). North America is the chosen destination
for 59 million international migrants (20.9%), followed by Africa with 25 million
migrants (9%). Over the past 15 years, the number of international migrants in Latin
America and the Caribbean has more than doubled from around 7 million to 15 million,
making it the region with the highest growth rate of international migrants and the
destination for 5.3 percent of all international migrants. Around 9 million international
migrants, or about 3.3 percent of all migrants, live in Oceania.

Europe's international migrants mainly come from Europe, Asia, and North Africa.
Asia is the world's largest source of international migrants, accounting for more than
40% (115 million) of total global migration in 2020. The majority of international
migration in Africa is intra-regional, with about 21 million Africans living in an African
country other than their country of birth in 2020.

3. International Migration Flows Mostly from Developing to Developed
Countries Led by the United States

In 2020, the United States was still the primary destination for international
migrants, with more than 51 million international migrants. Of these, about 10.85

million were from Mexico, followed by about 2.72 million from India and 2.18 million

23



Global Talent Flow: Trends and Prospects (2022)

from China.” Germany has become the second most prominent destination, with nearly
16 million international migrants, mainly from Poland (2.14 million) and Turkey (1.84
million). Saudi Arabia is the third largest destination country for international migrants,
with 13 million international migrants. The Russian Federation and the United
Kingdom round out the top five destination countries, with about 12 million and 9
million international migrants respectively.

With nearly 18 million people living abroad, India has the largest emigrant
population in the world, with the United Arab Emirates, the United States, and Saudi
Arabia being the top three destinations for Indian immigrants. Mexico is the second
largest source of international migrants, producing about 11 million migrants, of which
about 10.85 million go to the United States. The Russian Federation is the third largest
origin country, followed closely by China (around 10.8 million and 10 million
respectively). In 2022, more than 2 million Chinese immigrated to the US, followed by
South Korea (about 800,000) and Japan (about 770,000).
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Figure 2.4 Top 20 destinations (left) and origins (right) of international migrants in 2020

(millions)

O IMO. World Migration Report 2022. https://worldmigrationreport.iom.int/wmr-2022-interactive/.
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The most significant corridor for international migration flows is currently that
from Mexico to the United States, with nearly 11 million people passing across the
border in 2020. The next largest corridor is from the Syrian Arab Republic to Turkey.
The third place belongs to the channel from India to the United Arab Emirates (over 3
million), which is dominated by labor migrants. India to U.S. and China to U.S.

migration corridors rank as the sixth and twelfth largest corridors.
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Afghanistan —Pakistan
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Figure 2.5 Top 20 international migration country-to-country corridors, 2020

4. International Migrant Workers are Mainstream, Mostly in Service Sectors in
High-income Countries and Emerging Markets

The latest ILO statistics on the global stock of International migrant workers
show” that in 2019, approximately 169 million international migrants were employed

or seeking employment in their countries of destination, representing approximately 62%

@ International migrant workers, namely transnational migrant workers, refer to international migrants who are
employed or seeking employment opportunities in their current country of residence.
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of the total number of international migrants (272 million) that year. This includes about
69% of the international migrant population (245 million people) of working age
(typically 15 years and older).” The current flows of international migrant workers are
mainly characterized by the following traits:

Firstly, international migrant workers are mostly in developed countries in
Northern Europe, Southern Europe, Western Europe, and North America. International
migrant workers in these regions account for 46.3% of the global total. By contrast,
only 2.8% of all international migrant workers are in East Asia. In terms of the number
of international migrant workers as a percentage of all workers in a region, statistics
show that Arab countries are the highest percentage of international migrant workers,

accounting for 27%, while in East Asia was the lowest of nearly all regions at 0.5%.
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Figure 2.6 Proportion of international migrant workers by region
Source: International Labor Organization. ILO Global Estimates on International Migrant Workers
Results and Methodology (2021).

Second, most international migrant workers are concentrated in high-income
countries, while emerging markets also show strong attractiveness. About 67% (113.9
million people) of international migrant workers are in high-income countries and 19.5%
are in upper-middle-income countries, most of which are emerging markets, while only
3.6% are in low-income countries. The proportion of female international migrant

workers in high-income or upper-middle-income countries (88.6%) is relatively high.

(O The ILO considers the 2019 figures to be incomparable with earlier figures (36-42 million in 1995, 86.2
million in 2000 and 105.5 million in 2010, 150.3 million in 2013 and 164 million in 2017) due to differences in
definitions, methods and data sources.
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Figure 2.7 International migrant workers by income level of country
Source: International Labor Organization. ILO Global Estimates on International Migrant Workers
Results and Methodology (2021).

Thirdly, most of the international migrant workers are engaged in the service sector.
About 66.2% of international migrant workers work in the service sector, 26.7% in
industry and 7.1% in agriculture. Of these, 79.9% of female migrant workers are in the
service sector. This higher proportion of female migrant workers in the service sector
may be partly due to the growing labour demand in the care economy, which relies

heavily on female migrant workers.

H Agriculture ®Industry B Service

Figure 2.8 Distribution of international migrant workers by industry
Source: International Labor Organization. ILO Global Estimates on International Migrant Workers
Results and Methodology (2021)

27



Global Talent Flow: Trends and Prospects (2022)
Current State of International Student Flows

Tripling of International Student Numbers in 20 Years from Developing to
Developed Countries with Robust Two-way Flows across Regions

Although the number of international students is far less than the number of
international migrant workers, they are often regarded as "quasi-international talent
pools", which attract the attention of and spur competition between various countries.
According to UNESCO's statistics and projections, the number of students moving

across borders tripled from 2.09 million in 2000 to 6.36 million in 2020.”
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Figure 2.9 Change in the number of international students, 2000-2020.
Source: UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-08].
http://data.uis.unesco.org/#.

Destination Countries for International Students: Mostly Developed
Countries in North America and Europe

The United States is the top destination country for international students,
followed by the United Kingdom, Australia, and Germany. 23.7% of international
students study in the United States and the United Kingdom and more than a quarter of
these are from China and India. The United States, China, Germany, and France are not
only the top 10 destinations but also among the top 10 source countries for overseas

students.

(D UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-08].
http://data.uis.unesco.org/#.
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Table 2.1 Number of international students in the higher education system of main
destination countries, 2019-2020

Year-on-year growth
Country 2020 (People) 2019 (People)

(%)
914,095 1,075,496 -15.01
550,877 489,019 12.65
458,279 509,160 -9.99
368,717 333,233 10.65
323,157 279,168 15.76
252,444 246,378 2.46
225,100 201,177 11.89
279,597 312,214 -10.45
185,047 154,505 19.77

Source: UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-08].
http://data.uis.unesco.org/#. Data of the United States are from the Open Doors Report (2020);
Data of Japan are from the Annual Survey of International Students in Japan (2020) by the Japan

Student Services Organization.

Table 2.2 Number and growth rate of international students in the top 10 source

countries of oversea students, 2019-2020

Country 2020 (People) 2019 (People) va(v:/h)Rate
A
China 1,088,466 1,060,042 2.68
India 516,238 460,741 12.05
Vietnam 132,559 125,504 5.62
I Germany 123,512 122,666 0.69
United States 109,827 102,340 7.32
T Fance 108,654 103,010 5.48
South Korea 100,610 101,577 -0.95
T Nepa 95,268 93,360 2.04
0 Kazakhstan 90,333 89,345 111
Brazil 89,151 81,719 9.09

Source: UNESCO. Number and rates of international mobile students. [DS/OL]. [2022-10-08].
http://data.uis.unesco.org/#.

International Student Flow in Asia

In terms of inbound study, Japan, China, Turkey, and South Korea attract a large
number of international students (more than 100,000 in 2020) and show rapid growth.
Among these, Turkey saw a 1.1-fold increase from 2016 to 2020, while India and
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Singapore saw limited increases in the number of international students arriving at
49,348 and 54,982 respectively in 2020. Malaysia's inbound internationally mobile
students population dropped by nearly 40,000 from 2016 to 2020. Overall, inbound
internationally mobile students in Asia mainly come from other Asian countries. For
example, in the 2019-20 academic year, about 264,000 international students studying
in Japan were from Asia, accounting for 94.6 percent of its total international student
population.”

In terms of the number of students studying abroad, China ranks first not only in
Asia but also globally. Since 2019, more than 1 million Chinese students have studied
abroad, while in 2020, the number of Indian students studying abroad exceeded 500,000.
From 2016 to 2020, India saw the fastest growth in its study abroad sector with an
increase of 69.02% in five years. The number of Malaysians and Singaporeans studying
abroad decreased by 15.02% and 14.34% respectively. Saudi Arabia saw the biggest
decline, down to 58,936 students in 2020, with a decline of nearly 40,000 people.

Table 2.3 Internationally mobile students from major countries in Asia, 2020 (Total
students, %)

Inbound students Outbound students
Number of Growth rate in Number of Growth rate in
inbound 2020 relative to outbound 2020 relative to
students 2016 students 2016

225,100 63.68 1,088,466 25.57
111,568 80.27 100,610 -4.61

279,597 - 32,913 3.97

m 49,348 10.24 516,238 69.02
54,982 3.50 21,666 -14.34
89,193 -28.15 55,311 -15.02
- - 18,300 29.19
185,047 110.51 51,146 12.29
69,005 -13.59 58,936 -34.69

Source: Data of inbound internationally mobile students in Japan is from the Japan Student

Services Organization; other data are from UNESCO Institute for Statistics.

(@ Huiyao, Wang. Lv, Miao. Jinlian Zheng. Annual Report on the Development of Chinese Students Studying
Abroad (2022). Beijing: Social Sciences Academic Press.

3

S



Chapter 2: The Present Status and Trends in Global Talent Flow

International Student Flow in Europe

In terms of inbound study, with the exception of Belgium, Denmark, Italy, and
Greece, the number of inbound internationally mobile students from major European
countries continued to grow from 2016 to 2020 with Portugal, Spain, and Germany
seeing the highest growth rates with increases of more than 50%. The UK, Germany,
France, and the Netherlands, which received the largest number of international
students in Europe, hosted a total of more than 100,000 international students with the

majority coming from within Europe and Asia.

Table 2.4 Internationally mobile students from major countries in Europe, 2020 (Total
students, %)

Inbound students Outbound students
Number of Growth rate in Number of Growth rate in
inbound 2020 relative to outbound 2020 relative to
- students 2016 students 2016
United
55,0877 27.52 40,074 16.18
368,717 50.76 123,512 4.58
252,444 2.89 108,654 19.61
57,972 11.68 18,627 38.84
| tretana  [JEYRUY 34.99 15,183 3.16
124,876 38.87 19,285 13.22
23,591 170 10,946 7.52
54,080 -11.49 17,168 2131
31,935 13.94 15,092 -12.87
12,887 18.45 15,964 -15.36
31,478 -7.51 6,041 18.99
75,870 7.64 23,998 32.76
82,269 65.08 46,994 23.10
B ] 16.07 57,591 0.50
58,508 -36.85 84,449 25.53
Czech
47,768 11.58 12,195 2,68
62,001 13.44 26,495 9.33
22,429 -5.50 40,395 13.11
44,005 98.27 22,807 76.81

Source: UNESCO Institute for Statistics. Note: Russia's growth rate is from 2016 to 2019;
Portugal's growth rate is from 2017 to 2020.
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In terms of the number of students studying abroad, France and Germany produced
the most international students in Europe, each sending more than 100,000 students
abroad in 2020. From 2016 to 2020, with the exception of Sweden, Norway, and the
Czech Republic, the number of students studying abroad in other major European
countries increased to a greater or lesser extent. It is worth noting that Germany and
France not only have a large number of inbound internationally mobile students, but
they also have a large number of students going overseas, demonstrating a pattern of

large inflow and outflow of international students.

International Student Flow in North America

North America is the world's leading destination for overseas students, with
957,475 students enrolled in the US higher education system in 2020 and 323,157 in
Canada. While the number of international students in the United States has decreased
slightly over the past five years, the number of international students in Canada has
increased by 70.55 percent compared with 2016. According to the Institute of
International Education's 2021 Open Doors Report, international students from Asia
account for 70.6 percent of all international students in the U.S. higher education system.
The top three source countries are China, India, and South Korea, which in total make
up more than half of all international students in the United States.”

Meanwhile, the number of Americans studying abroad has grown steadily from
84,026 in 2016 to 109,827 in 2020, an increase of 30.71 percent. However, the number
of Canadians studying abroad declined first and then increased, maintaining an average
of around 50,000 from 2016 to 2020.

Table 2.5 Internationally mobile students from major countries in North America in
2020 (Total students, %)

Inbound students Outbound students
Number of Growth rate in Number of Growth rate in
inbound 2020 relative to outbound 2020 relative to
students 2016 students 2016

United
957,475 -1.44 109,827 30.71
States

323,157 70.55 51,156 1.14

Source: UNESCO Institute for Statistics.

@ Institute of International Education: https://opendoorsdata.org/data/international-students/all-places-of-origin/.
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International Student Flow in Latin America

In terms of inbound study, the number of inbound internationally mobile students
in Latin American countries showed a rapid rise from 2016 to 2020, especially Mexico
and Chile where the number of inbound internationally mobile students in 2020
respectively increased 2.4 times and 1.8 times compared with 2016. Argentina enjoyed
the largest number of inbound internationally mobile students, with 121,577 in 2020,
followed by Mexico with 43,458.

In terms of studying abroad, Brazil had the largest number of students studying
overseas among the major Latin American countries with 89,151 in 2020, followed by
Mexico with 34,781. Argentina had the lowest number of students studying abroad at
only 9,998. Steady growth from 2016 to 2020 saw the number of students from Brazil,

Chile, and Argentina studying abroad increase significantly.

Table 2.6 Internationally mobile students from major countries in Latin America in
2020 (Total students, %)

Inbound students Outbound students
Growth rate in Growth rate in
Number of Number of
2020 relative to 2020 relative to
inbound students outbound students
2016 2016
Mexico 43,458 243.43 34,781 4.83
22,364 11.84 89,151 71.42
Argentina 121,577 60.63 9,998 31.67
Chile 12,832 180.91 18,309 33.12

Source: UNESCO Institute for Statistics

International Student Flow in Oceania

From 2016 to 2019, the number of inbound internationally mobile students in
Australia increased rapidly. Due to the impact of the COVID-19 pandemic, the number
of international students entering Australia in 2020 decreased significantly compared
to 2019, but still increased by 36.59% compared with 2016. From 2016 to 2019, the
number of inbound internationally mobile students in New Zealand remained at about
53,000. In 2020, due to the impact of the global COVID-19 pandemic, the number of
inbound internationally mobile students in New Zealand showed a significant decrease
with a drop of 18.86% compared with 2016. International students in Australia and New
Zealand mainly come from China.

In terms of outbound students, both Australia and New Zealand have very few
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students studying abroad relative to their inbound students. The number of students
from Australia remained studying abroad at about 13,000, or around 3% of the number
of inbound students, while the number of New Zealand students studying abroad totaled

about 5,000 or around 10% of the number of incoming students.

Table 2.7 Internationally mobile students from major countries in Oceania in 2020
(Total Students, %)

Inbound students Outbound students

Number of Growth rate in Number of Growth rate in

inbound 2020 relative to outbound 2020 relative to
students 2016 students 2016
Australia 458,279 36.59 13,742 6.94
New Zealand 43,699 -18.86 5,038 -10.02

Source: UNESCO Institute for Statistics.

International Student Flow in Africa

South Africa has the highest number of inbound internationally mobile students in
Africa. The number of international students coming to South Africa in 2020 was
36,050, which was 20.14% lower than in 2016. Morocco boasts the largest number of
students studying abroad, totaling 63,001 in 2020, more than half of which went to
France. The number of South Africans studying abroad gradually increased from 2016
to 2019, with a slight drop in 2020 (12,295) compared to 2019, but an increase of 21.14
percent compared with 2016.

A Cross-Sector Perspective on Trends in Global

Talent Flows

Global Talent Flows in Digital Economy

In recent years, digital technologies such as big data, cloud computing, and
artificial intelligence have more substantially integrated with the real economy. They
have become a major catalyst in driving the global digital economy, transforming
traditional modes of production and industrial structures, and supercharging digital and

emerging industries. All these suggest that the digital economy has become a
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powerhouse for economic growth. Statistics show that in 2021, the total economic value
added (EVA) of the digital economy in 47 countries reached $38.1 trillion, with a
nominal growth rate of 15.6% year-on-year and making up 45.0% of GDP.

The scale of the digital economy in developed countries reached $27.6 trillion in
2021, accounting for 55.7% of GDP, while the growth rate in the digital economy in
developing countries sped up, reaching 22.3% in 2021.” The Internet Data Center (IDC)
predicted that by 2023, the digital economy would account for 62% of global GDP, and
the world will enter an era of the digital economy.”

With the rapid development of the digital economy, industrialization has been
redefined, which can be defined as a dual trend that is expressed in the industrialization
of digitization and the digitalizing of current industries. The digital economy has
challenged the disciplinary boundaries of the traditional industrial economy, pushing
global talent in all disciplines to flow to this sector. According to the Future of Jobs
2020 Report conducted by the World Economic Forum (WEF), the vast majority of the
fastest-growing 20 jobs are related to the digital economy, see table 2.8 for details.

An increasing number of countries have attached importance to cultivating high-
quality and innovative human resources in STEM fields that are closely related to the
digital economy. The US House of Representatives passed the America COMPETES
Act in February 2022, introducing a series of groundbreaking policies to attract global
talent in STEM fields. With the “Society 5.0” agenda, the government of Japan is
promoting STEM education and Al knowledge education in junior and senior high
schools.” China also launched the “China STEM Education 2029 Innovation Action
Plan” in 2018 to further establish nationwide STEM education bases.” To promote the
digitization of traditional industries, OECD countries have vigorously facilitated
upskilling or retraining programs, such as improving digital capabilities (Slovenia),
building digital capability centers (Germany), strengthening Information and
Communications Technology (ICT) training for SMEs (Israel), supporting ICT industry

employee training (Latvia), introducing upskilling and retraining programs to workers

(@ China Academy of Information and Communications Technology (CAICT). “Report on the Development of
China’s Digital Economy (2022)”. The digital economy includes four sectors: the information communication
industry, the digitization of industries, digital governance, and the monetization of data.
http://www.caict.ac.cn/kxyj/qwfb/bps/202207/P020220729609949023295..pdf.

@ China Academy of Information and Communications Technology (CAICT). “White Paper on Global Digital
Economy (2022)”. [R/OL]. (2022-7-29) [2022-10-8].

® China Academy of Information and Communications Technology (CAICT). “Report on the Development of
China’s Digital Economy (2022)”. [R/OL]. (2022-7-29) [2022-10-8].

@ Xiaopeng, Wu. STEM education from a policy perspective. Forum on Contemporary Education. 2020(02):55-
64.
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(Portugal), and providing free online courses (UK).” Clearly, countries around the
world are prioritizing the cultivation of talent related to the digital economy and the
upskilling of the digital capabilities in the existing labor force, propelling both an

increase in the size of the digital labor force and cross-sector talent flows.

Table 2.8 20 most in-demand jobs across industries

Data Analysts and Scientists

Al and Machine Learning Specialists

Big Data Specialists

Digital Marketing and Strategy Specialists

Process Automation Specialists
Business Development Professionals
Digital Transformation Specialists
Information Security Analysts
Software and Applications Developers

Internet of Things Specialists

Project Managers

Business Services and Administration

Managers

Database and Network Professionals
Robotics Engineers
Strategic Advisors
Management and Organization Analysts
FinTech Engineers
Mechanics and Machinery Repairers
Organizational Development Specialists

Risk Management Specialists

Source: World Economic Forum. Future of Jobs Report 2020.

The rapid growth of online education platforms has made possible an influx of
talent into the digital economy. Online learning platforms based on the core technology
of “Cloud Computing+Al+Big Data” combines technology and education, making
high-quality learning resources based on digital technologies that would otherwise be
unavailable for global talent due to the limits of space and time. These resources provide
a smooth transition to new career paths and further contribute to cross-sector talent
flows.?

Emerging fields in the digital economy such as artificial intelligence continue to

attract global talent. By mid-2020, over 60 countries proposed policies and strategies

(@ Organization for Economic Co-operation and Development (OECD). “Digital Economy Outlook 2020”.
R/OL]. (2020-11-30) [2022-9-28] https://www.oecd.org/digital/oecd-digital-economy-outlook-2020-bb167041-
en.htm.

@ Finance 01. “Report on Global Online Learning Platforms”. [R/OL]. (2020-3-23) [2022-9-28].
https://www.01caijing.com/finds/details/259430.htm.
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focusing on Al, specifically in areas such as Al-related R&D (Canada, US, EU), Al
applications (Finland, Germany, Korea), and Al skills (Australia, Finland, UK, US).”
With such incentives, the rapidly developing Al industry is facing an alarming talent
shortage. For example, China's Al talent shortage exceeded 5 million in 2020 as
estimated by China’s Ministry of Human Resources and Social Security, with a
domestic supply-demand ratio of 1:10 that suggests a severe imbalance in supply and
demand.” According to data released by China's Ministry of Industry and Information
Technology, ratios of talent supply to demand for different technical positions in the Al
industry are all below 0.4, indicating a serious shortage of talent supply in this field.®
In the context of a serious Al talent crunch and countries catching up in cultivating
talent in the Al industry with policy incentives, a large portion of the talent pool will
cluster in emerging fields in the digital economy such as Al in the future.

There is also substantial demand for talent in the field of industrial digitization.
Since 2020, digital labor forces have increasingly transferred into non-ICT industries
(22 traditional industries such as manufacturing, finance, consumer goods, etc.).
According to statistics, in 2022, 65.6% of enterprises surveyed have shown increased
demand to provide training in digital technologies for their existing labor forces.
Technicians and those able to apply and manage digital technologies at work are
particularly short in supply. In the financial industry, market demand shows that 96.8%
of financial institutions have a talent gap in fintech, and 54.8% of institutions believe
that new employees are lacking in fintech skills and experience.” This reflects a trend
of digitalization in traditional industries and the demand for digital talents in the field

of fintech.

Global Talent Flowing to Emerging New Jobs

The further development of the digital economy has changed traditional demand
in the labor force, creating new positions, and re-orienting the industry towards service,
technology, and intelligence. As data shows, in 2020, the demand for Al specialists has

grown 74% annually over the past four years, ranking first among the top 15 fastest-

(D Organization for Economic Co-operation and Development (OECD). “Digital Economy Outlook 2022”. (2020-
11-3) [2022-9-26]. https://www.oecd.org/digital/oecd-digital-economy-outlook-2020-bb167041-en.htm

@ Ministry of Human Resources and Social Security. Emerging Jobs: Report on Job Perspectives of Employees
in Al Engineering. [R/OL]. (2020-4-30) [2022-10-08].

(® Talent exchange center of Ministry of industry and information technology. “Report on Al Industry Talent
Development (2019-2020)”.[R/OL]. (2020-6) [2022-10-8].

@ iResearch. White Book on the Development of Corporate Digital Talent.
https://www.iresearch.com.cn/Detail/report?id=4018&isfree=0.
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growing emerging roles.” The other 14 emerging roles include robotics engineers, data
scientists, full-stack engineers, site reliability engineers, customer success specialists,
sales development representatives, data engineers, behavioral health technicians,
cybersecurity specialists, back-end developers, chief revenue officers, cloud engineers,
JavaScript developers, and product owners. Emerging roles cluster in the digital
economy emphasizes specific digital skill sets. According to the World Economic
Forum (WEF), based on data from 15 industries in 26 economies, by 2030, 210 million
people worldwide will be forced to shift jobs due to the new wave of digitalization,
industrialization, automation, and globalization. By 2025, “85 million jobs may be
displaced by a shift in the division of labor between humans and machines, while 97
million new roles may emerge that are more adapted to the new division of labor
between humans, machines, and algorithms, across the 15 industries and 26 economies
covered by the report.”® In addition, according to the Youth Development of New
Occupations in New Employment Patterns Report, the labor shortage of 20 new
occupations such as internet marketers, digital managers, and Al specialists is close to
120 million. In particular, there is a shortage of internet marketers totaling 40 million,
while the shortage for corporate compliance officers is 10 million, Al trainers 5 million,
agricultural managers 1.5 million, and elderly ability assessors 3 million. These
emerging roles will greatly expand the career paths open to global talent.”

COVID-19 and the global pandemic have accelerated and amplified existing
trends toward remote and flexible work. This has allowed talent to explore other career
options and become digital nomads. According to WEF’s The Future of Jobs Report
2020, “Eighty-four percent of employers are set to rapidly digitalize working processes,
including a significant expansion of remote work—with the potential to move 44% of

99@)

their workforce to operate remotely.”™ According to a relevant study on the topic, 78%
of companies have allowed remote work, and 47% plan to hire more flexible workers
in the next two years, reaching about 600 million remote workers worldwide by 2024.

On the other hand, emerging roles have also made flexible work possible and

allowed employees to become digital nomads. The MBO Partners 2021 State of

(@ LinkedIn. Report on Emerging Jobs (2020). [R/OL]. (2021-1-7) [2022-10-09].

@ World Economic Forum. The Future of Jobs Report 2020. [R/OL]. (2020-10-20) [2022-10-10].
https://www3.weforum.org/docs/WEF_Future_of Jobs_2020.pdf.

® Tencent Youth Development Committee and CCG. Youth Development of New Occupations in New
Employment Patterns Report.

@ World Economic Forum. The Future of Jobs Report 2020 [R/OL]. (2020-10-20) [2022-10-10].
https://www3.weforum.org/docs/WEF Future of Jobs 2020.pdf.

® Gartner Research. Invest Implications: Forecast Analysis: Remote Workers Forecast, Worldwide.
https://www.gartner.com/en/documents/3989492.
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Independence research study found that “15.5 million American workers currently
describe themselves as digital nomads, an increase of 42% from 2020 and 112% from
the pre-pandemic year of 2019.” It also found that “the number of digital nomads with
a traditional job increased by 42% in 2021, growing from 6.3 million in 2020 to 10.2
million in 2021.”* The prevalence of flexible work and digital nomads will inevitably
change the structure of the labor force, diversifying and expanding the career paths open
to talent and also allowing them to “side hustle”.

From the perspective of employees, Gen Z and millennials, who grew up with the
Internet and information technology, will occupy most of the emerging roles. For them,
having a career means more than just a reliable source of income and is an essential
channel for establishing personal values. In this sense, they place more value on the
freedom granted by a job than previous generations. A survey of Chinese employees in
emerging roles shows high job satisfaction among employees, with 61% of the
respondents saying that they were "relatively satisfied" or "very satisfied" with their
new careers, and 70% saying they were "more optimistic" or "very optimistic" about
their careers.? It is expected that more young global professionals will become more
interested in the intangible elements of companies, such as corporate values, work-life
balance, and so on, and more will be inclined to choose new career paths that are

conducive to personal growth.

(@D Digital nomads defy a single definition, yet all choose to combine working remotely and traveling for various
reasons and lengths of time. MBO Partners. Digital Nomads: Advancing the Next Way of Working. [R/OL]. (2021-
9-25) [2022-10-9]. https://www.mbopartners.com/state-of-independence/2021-digital-nomads-research-brief/.

@ Zhongqi, Deng. Xiang, Cheng. Yu, Zhang. “The Development and Job Satisfaction from New Occupations in
China—Based on a Micro Survey Data of Enterprises and Workers . Economic Perspectives, 2021(12):52-71.
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Today, talent flows across borders are a normal part of globalization, and talent
inflows have become increasingly significant in the economic growth and industrial
development of a number of countries. Therefore, many countries have introduced
policies to attract talent and encourage them to settle, work, and create businesses that
drive local socio-economic development. COVID-19 has resulted in a more multi-polar,
regionalized, and digitalized world, and the competition for talent has further intensified
in the course of economic recovery. Thus, many countries have adopted targeted
policies and measures to seek increased and improved inflows of talent in this new

global context.

Increasingly Intense Competition for High-level

Talent

The United States: Reforming H-1B Visas to Attract Highly

Skilled and High-income Talent in STEM Fields

In July 2019, the U.S. House of Representatives voted overwhelmingly to pass the
Fairness for High-Skilled Immigrants Act of 2019, which aimed to eliminate the
original occupational immigration country quotas, was meant to benefit U.S.
technology companies by absorbing large amounts of talent from China and India and
accelerate the process for international workers on temporary occupational visas (H-
1B) to obtain U.S. permanent resident status. In 2020, there were 128,508 applications
for U.S. H-1B visas, and 124,983 were issued, marking a significant decrease compared
to 2019 numbers (191,987 applications and 188,123 visas issued), a decrease of 33.56%

in the number of visas issued.”® In January 2021, the U.S. Department of Homeland

O U.S. Department of State-Bureau of Consular Affairs. NIV Workload by Visa Category (FY 2019, 2020)
[R/OL]. (2022-01-26) [2021-12-01] https://travel.state.gov/content/dam/visas/Statistics/Non-Immigrant-
Statistics/NIVWorkload/FY2020NIV Workloadby VisaCategory.pdf. p.1.

@ Scott Meeks. U.S. Nonimmigrant Admissions Annual Flow Report (FY 2020). [R/OL]. (2022-01-26) [2021-
10-24] https://www.dhs.gov/sites/default/files/publications/immigration-
statistics/yearbook/2020/21_1004_plcy_nonimmigrant fy2020.pdf.
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Security (DHS) made significant changes to the H-1B visa, replacing the original draw
method with a visa selection method that gives preference to highly skilled and high-
earning individuals. This corresponds to an increase in visa issuance rates,” as shown
in data released by the U.S. Citizenship and Immigration Services (USCIS) in October
2021 that indicated the H-1B visa approval rate reached a peak of 97.3% over the past
decade, far exceeding the H-1B visa approval rate under the Trump administration. In
2021, USCIS received 308,613 H-1B petitions for the year ahead, and ultimately
approved 87,500 petitions based on the cap. In July 2021 and November 2021, USCIS
added 27,717 and 16,753 petitions respectively. Final FY2022 total approvals reached
131,970, an approval rate of nearly 42%.?

The U.S. supplements its welcome of STEM talent with preferential immigration
policies. In January 2022, the Department of Homeland Security revised the U.S.
Citizenship and Immigration Services (USCIS) Policy Manual Guidance to ensure that
professionals were able to apply for permanent residency.” This guidance states that
the National Interest Waiver (NIW) applies to a significant number of STEM
professionals and entrepreneurs. In other words, their employers or proxy applicants do
not have to prove that other Americans are unable to perform the work performed by
the applicant. And the Immigration and Nationality Act (INA) claims that an employer
can file an immigration petition for an employee with exceptional abilities or an
advanced degree. USCIS can also waive the relative requirement of job opportunities
and allow immigrants who work in the national interest to apply for themselves without
an employer. Obtaining a National Interest Waiver (NIW) means easier application and
approval of green cards and shorter waiting periods.

As for international students with professional skills, the U.S. government allows
a much longer period for them to find a position, which ensures a smooth transition into
the U.S. labor market for talented international students. In January 2022, the Biden
Administration announced 22 new programs of study classified as STEM to attract a
large number of people in professional fields to stay and work in the United States.

These include data science, data analytics, financial analysis, business analytics, data

(D Priyanka Sangani, ET Bureau. “H-1B visa approvals surge to 97% in fiscal 2021”. [EB/OLY]. (2022-01-26)
[2021-12-23] https://economictimes.indiatimes.com/nri/work/h-1b-visa-approvals-surge-to-97-in-fiscal-
2021/articleshow/88436088.cms?utm_source=contentofinterest&utm medium=text&utm_campaign=cppst.

@ Ogletree Deakins. “USCIS Publishes FY 2023 H-1B Cap Registration Statistics”. [EB/OL]. (2022-08-25)
[2022-04-26] https://ogletree.com/insights/uscis-publishes-fy-2023-h-1b-cap-registration-
statistics/#:~:text=For%20the%20FY %202022%20H,selection%2C%E2%80%9D%20the%20agency%20reported.
® U.S. Citizenship and Immigration Services. “USCIS Updates Guidance on National Interest Waivers”.
[EB/OL]. (2022-01-21) [2022-10-08]. https://www.uscis.gov/newsroom/alerts/uscis-updates-guidance-on-national-
interest-waivers.

42


https://economictimes.indiatimes.com/nri/work/h-1b-visa-approvals-surge-to-97-in-fiscal-2021/articleshow/88436088.cms?utm_source=contentofinterest&utm_medium=text&utm_campaign=cppst
https://economictimes.indiatimes.com/nri/work/h-1b-visa-approvals-surge-to-97-in-fiscal-2021/articleshow/88436088.cms?utm_source=contentofinterest&utm_medium=text&utm_campaign=cppst
https://ogletree.com/insights/uscis-publishes-fy-2023-h-1b-cap-registration-statistics/#:~:text=For%20the%20FY%202022%20H,selection%2C%E2%80%9D%20the%20agency%20reported
https://ogletree.com/insights/uscis-publishes-fy-2023-h-1b-cap-registration-statistics/#:~:text=For%20the%20FY%202022%20H,selection%2C%E2%80%9D%20the%20agency%20reported

Chapter 3: Policy Trends and Global Talent Flows

visualization, industrial and organizational psychology, social sciences, and other non-
traditional STEM disciplines, which shows the demand for high-end talent in these
programs for U.S. socio-economic development. Students studying in these programs

will also be granted an OPT period of three years.”

Table 3.1 2022 designated STEM programs by USCIS

Bioenergy Geography and Environmental Studies
Forestry Mathematical Economics
| 20 A LN N L O ) L GV BTETD (01888 Mathematics and Atmospheric/Oceanic Science
Human-Centered Technology Design Data Science

Cloud Computing Data Analytics

Anthrozoology Business Analytics

Climate Science Data Visualization

Earth Systems Science Financial Analytics
Economics and Computer Science Data Analytics

Environmental Geosciences Industrial and Organizational Psychology

Geobiology Social Sciences

Source: U.S. Department of Homeland Security.

China: Creating a Comparative Advantage in International

Competition for Talent

Over the past decade, China has been striving to opening up to talent with a
strategy of “attracting regional talent first, followed by those farther afield” has been
established. China has gradually transitioned from the world's largest talent outflow
country to a major talent return country and has become a global talent center that
integrates talent, innovation, and creative enterprises.

In March 2015, the “CPC Central Committee and the State Council Notice on

Deepening the Reform of Institutional Mechanisms to Accelerate the Implementation

(D U.S. Department of Homeland Security. “DHS Expands Opportunities in U.S. for STEM Professionals”.
[EB/OL]. (2022-01-26) [2022-1-21] https://www.dhs.gov/news/2022/01/21/dhs-expands-opportunities-us-stem-
professionals.
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of the Innovation-driven Development Strategy” proposed to implement a more
competitive system to attract talent, speed up the passage of legislation on managing
permanent residence of foreigners, standardize and liberalize requirements for
permanent residence permits for skilled personnel, and explore the establishment of a
permanent residence permit for skilled personnel. In February 2016, the General Office
of the Central Government and the General Office of the State Council issued
“Opinions on Strengthening the Management of Permanent Residence Services for
Foreigners” and introduced more than 140 supporting policies. Reform of institutional
mechanism shows an intensive innovation and breakthrough, accompanied by the
optimization and upgrade of management for foreign talent.

In February 2017, the Chinese government implemented the “Reform Program for
the Facilitation of Permanent Residence Permits for Foreigners”, which changed the
previous residence permits into a residence identity card, which would have the same
functions as identity cards used by Chinese nationals. This shows the government’s
effort to further assimilate foreigners into the Chinese society.

On April 1, 2017, China issued the “Notice of the State Administration of Foreign
Experts Affairs on Issuing the Service Guide to the Foreigner's Work Permit in China”
for foreigners working in China.?

In March 2018, to strengthen the administration of migration and entry-exit
procedures, the Chinese government restructured previous departments and established
the National Immigration Administration, which also serves as the Exit-Entry
Administration, and is under the Ministry of Public Security, to strengthen the
management and services for international migrants.®

From July 2015 to May 2017, China's Ministry of Public Security introduced
immigration policies to support foreign innovative entrepreneurship by global talents
in Shanghai, Beijing, Fujian, and other provinces. In July 2019, the National
Immigration Administration implemented 12 immigration and entry/exit facilitation
policies nationwide to promote the establishment of Free Trade Zones.”® This included
five key policies, the first of which focused on foreign talent with significant and
outstanding contributions in their fields, which were of specifically needed in China,

allowing them to apply for permanent residency. Second, foreigners who have worked

(D Huiyao, Wang. Lv, Miao. Jinlian, Zheng. Introduction to international talent science [M]. Beijing: China Labor
Society Security Publishing House. 2020: 153.

@ ling, Lin. International Migration Authority established [N]. Beijing Evening News, 2018-04-03.

® The State Administration of Immigration promotes the replication of 12 immigration and entry/exit facilitation
policies nationwide to promote the construction of the Free Trade Zone. See http://www.gov.cn/xinwen/2019-
07/17/content_5410623.htm.
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consecutively in China for four years, residing within China for at least six months each
year, and those whose annual wage income and annual personal income tax payments
reach certain standards are allowed to apply for permanent residence in China. Third,
foreigners who have a doctoral degree or have worked in China for four consecutive
years in key development regions and have resided in China for at least six months each
year can apply for permanent residence in China. Fourth, highly skilled foreigners,
including experts and scholars, high-level management and professional technical
personnel, and members of innovative entrepreneurship teams introduced into key
development fields and industries can apply for multiple visas or residence permits
valid for five years or less. Fifth, foreign students who have graduated from
internationally renowned universities are allowed to apply for permanent residence in
China within two years after graduation.

The Central Committee Conference on Talent held in September 2021 and the
“Report of the 20th National Congress of the Communist Party of China” held in
October 2022 both emphasized “science and technology as our primary productive
force, talent as our primary resource and innovation as our primary driver of growth”.
China “will move faster to build world hubs for talent and innovation, promote better
distribution and balanced development of talent across regions”, and “strive to build up
our comparative strengths in global competition for talent”. China will also “increase
international personnel exchanges and make the best use of talent of all types to fully

harness their potential”.”

Japan: Visas for “Highly Skilled Professionals” and the

“Point-based System”

In April 2015, Japan’s Immigration Control and Refugee Recognition Act was
amended to create “Highly Skilled Professional” visas to better attract highly skilled
professionals through a point-based system. This system divided applicants into three
categories, namely “advanced academic research activities”, “advanced
specialized/technical activities” and “advanced business and management activities”.
“Depending on the nature of their activities, points are allocated according to academic

background, employment background, and annual income. In order to promote the

@ Xinhua. “Full text Full text of the report to the 20th National Congress of the Communist Party of China”.
China Daily. https://www.chinadaily.com.cn/a/202210/25/WS6357¢484a310fd2b29e7e7de.html

45



Global Talent Flow: Trends and Prospects (2022)

acceptance of highly skilled foreign professionals to Japan, preferential immigration
treatment will be granted if they score 70 points or higher”. Those who scored above
70 points will be allowed to apply for a Highly Skilled Professional (i) visa, which is
valid for 5 years, and can be made permanent after 3 years of holding the visa.” Since
2017, Japan has made a series of policy changes to open the door to permanent
residency for highly skilled professionals around the world. It adjusted its point-based
system to lower the qualification threshold for workers with specified skills and
expanded the scope of specified fields. The required length of stay before applying for
permanent residency in Japan was also shortened from 5 years to 3 years for applicants
whose points were no less than 70, and to 1 year for those with 80 or more points. As
of December 2019, Japan has approved a total of 21,347 foreign highly skilled
professionals, achieving the goal of introducing 20,000 highly skilled professionals by
the end of 2022 as proposed in the 2017 Growth Strategies ahead of time.?

The United Kingdom: Reforming Visa Applications to

Attract Talent and Overseas Students

To attract more highly skilled talent and drive innovation in the UK, former Prime
Minister Boris Johnson announced a visa reform policy in November 2019, which
included “abolishing the cap on numbers under the Tier 1 Exceptional Talent Visas,
removing the need to hold an employment offer before arriving, and ensuring
dependents have full access to the labor market”.” In January 2020, the UK Home
Office launched the Global Talent Visa (GTV), replacing the original Tier 1
Exceptional Talent Visa, as a new program to attract people who have an internationally
recognized record of exceptional and outstanding achievement in an eligible field. The
visa allows leaders and potential leaders in the fields of academia and research, arts and
culture, and digital technology to work in the UK for up to five years without the need

for a sponsor or known job offer, inheriting the previous “fast-track route™ for visa

(O Immigration Services Agency of Japan. “What is the point-based system for highly skilled professionals?”.
https://www.isa.go.jp/en/publications/materials/newimmiact_3_system_index.html.

@ Ministry of Justice, Number of certifications (cumulative) under the advanced human resources point system,
https://www.moj.go.jp/isa/content/930003771.pdf.

(® Home Office. “PM sets out vision to cement UK as a science superpower”.
https://www.gov.uk/government/news/pm-sets-out-vision-to-cement-uk-as-a-science-superpower. Accessed April
16, 2020.

@ "Fast Track" means that applicants for talent visas who are employed in “special positions” designated by the
UK government will be given priority in the recognition process with a letter from their employer.
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applications. In addition, the UK Research and Innovation Agency (UKRI) has been
added to the list of designated bodies to review applicants’ qualifications to meet the
UK's need for innovative research talent. The new visa holders can be divided into three
categories, which are “UKRI Recognized Sponsored Projects”, “Industry Leaders” and
“Industry Newcomers”. The first two types are eligible to apply for permanent
residency after 3 years in the UK, and the latter after 5 years. At the same time, the UK
has introduced a new Start-up Visa and an Innovator Visa to replace the Entrepreneur
Visa for potential entrepreneurs. The new visa significantly lowers the investment
threshold for immigrant investors, but sets higher requirements for applicants’ English
language skills, reflecting the country’s expectation that entrepreneurial talent will be
better integrated into the local area so that they can better implement their
entrepreneurial plans and serve the UK's socio-economic development.

To further gain an advantage in the global battle for international students, the
UK's new Student Visa system, which has simplified the visa application process and
allows students to submit their visa applications six months before the start of the
academic year, replaced the original Tier 4 visa as of October 5, 2020.” Meanwhile,
the Post-Study-Work Visa (PSW) which allows international students to work in the
UK after graduating from their undergraduate and graduate programs was officially
been resumed in the summer of 2021. From July 1, 2021, international students who
have successfully completed an undergraduate or master's degree will be able to apply
for a PSW through a new application route to work freely and legally in the UK for two
years after graduation, while those who have completed a Ph.D. will be able to apply
for a three-year graduate visa.”

To attract more skilled professionals to work in the UK, the UK government also
established the Office for Talent to recruit top scientists around the world in 2020.”
Correspondingly, the application for High Potential Individual (HPI) visa for recent
graduates from the world's top universities became open to the public on May 30, 2022.
This visa gives people permission to stay in the country for at least two years and allows

applicants to work in most jobs without proof of employment to retain visa eligibility.”

(DBritish Council. Student Visa. [EB/OL] [2021-11-30]. https://study-uk.britishcouncil.org/zn-hans/moving-
uk/student-visas.

@ Home Office. “Graduate route to open to international students on 1 July 2021”. [EB/OLY]. (2021-03-04) [2021-
11-30]. https://www.gov.uk/government/news/graduate-route-to-open-to-international-students-on-1-july-2021.

® Department for Business, Energy & Industrial Strategy. “Government fires up R&D across the country to
cement the UK as science superpower”. [EB/OL]. (2020-07-01) [2021-11-30].
https://www.gov.uk/government/news/government-fires-up-rd-across-the-country-to-cement-the-uk-as-science-
superpower.

@ Home Office. “High Potential Individual (HPI) visa: global universities list”. (2022-05-06) [2022-10-08].
https://www.gov.uk/government/publications/high-potential-individual-visa-global-universities-list.
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The UK government's introduction of new immigration policies has greatly enhanced
the willingness of international students and highly skilled professionals to study and
work in the UK.

The European Union: Easing Migration Restrictions and
Introducing Entrepreneurial Visas to Attract Highly Skilled and

Innovative Talent

The EU relaxed its migration policies on non-EU researchers and students and
introduced a residence permit for those seeking jobs and entrepreneurship in the region
in the hope to attract more highly skilled and innovative professionals. In 2016, the EU
issued ‘Directive 2016/801°(2016), requiring its member states to simplify and
streamline the existing provisions for non-EU nationals entering the region “for the
purposes of research, study, training, voluntary service, pupil exchange schemes or
educational projects and au pairing”.” Most EU member states also amended their
policies from 2018 to 2019 accordingly. Spain and Portugal have simplified the
application process for temporary residence permits and work visas for non-EU
students pursuing higher education in their countries, while Sweden has proposed “new
rules to strengthen Sweden’s attractiveness and competitiveness for highly educated
and sought-after foreign citizens who can contribute with their knowledge”.®

The EU has also lowered the threshold when applying for the EU Blue Card which
has increased its attractiveness. In December 2005, the European Commission proposed
the “Policy Plan on Legal Migration”, which highlighted the vitality of highly skilled
professionals and introduced relevant strategies to better serve them. The Commission
hoped to elevate the attractiveness of the Blue Card and make it an equivalent to the
green card in the United States, making it an effective instrument in promoting higher
qualified migration. The Blue Card program was officially approved by the Council of
the European Union and was given two years for its implementation with ‘Directive
2009/50°(2009), significantly boosting the EU’s attractiveness among highly qualified

immigrants and laying the foundation for EU migration policies. In September 2021,

(@O European Union. Directive 2016/801. https://eur-lex.europa.eu/legal-
content/EN/TXT/PDF/?uri=CELEX:32016L0801&from=FR

@ Ministry of Education and Research, Government Offices of Sweden. “New rules on residence permits for
research and higher education studies”.
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the European Parliament’s legislative resolution repealed the 2009 Directive and
replaced it with ‘Directive 2021/1883° (2021) which identifies the need for a
comprehensive labor migration policy and for better integration of migrants,
implementing measures to facilitate the admission of highly qualified third-country
workers.” The Blue Card system will hopefully increase the EU’s competitiveness in
attracting global talent and help resolve its labor shortage problems caused by aging
populations.

Spain first introduced the Entrepreneur Visa in 2013 to attract foreigners to the
country and “undertake an innovative, entrepreneurial activity of particular economic
interest for Spain”.? European countries like Italy, Denmark, and France have followed
suit and introduced policies and incentives to attract third-country nationals to invest,
set up, or join tech start-ups with designated visa schemes. These schemes usually don’t
require financing in place but focus more on the innovative potential of a tech start-up.
The French Tech Visa for Founders, for example, requires minimum logistics to apply:
founders only need to submit a certificate for assessing the nature of their project and
have admission to an incubator or accelerator supported by one of the 13 French Tech

Capitals.

Increasing the Inflow of Skilled Personnel or Labor

Migrants

Pressured by aging populations, low fertility rates, and a lack of working-age
residents, many developed countries have tried to meet the demand for workers in
domestic labor markets by opening channels for migrant labor (including short-term
labor and permanent skilled immigrants) by revising labor immigration laws and

regulations and reforming labor visa systems.

(© The European Union Parliament and the Council. ‘Directive 2021/1883” (2021). https://eur-lex.europa.eu/legal-
content/EN/TXT/PDF/?uri=CELEX:32021L1883&from=EN.

@ Spanish Government and Ministry of Foreign Affairs, European Union and Cooperation. “Entrepreneur visa”.
https://www.exteriores.gob.es/Consulados/londres/en/ServiciosConsulares/Paginas/Consular/Visado-para-
emprendedor.aspx.
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Japan: New '"Specified Skilled Worker (i) and Specified

Skilled Worker (ii)" Visas to Support Labor Market

Japan has long absorbed a larger number of technical trainees from China and
Southeast Asia through the "technical internship" category to fulfill the labor gap in
medium to low-end industries. As of June 2019, the total number of technical trainees
in Japan reached 367,700, an increase of 90.9% from 2015, making this group the
second largest group of foreigners after permanent residents.” However, with an
increasingly aging population and a low fertility rate that is difficult to curb, Japan's
long-term demand for labor is widening, and the "technical internship" program is
limited by the skill level of the workforce and the length of internship (maximum of
five years, and the interns must leave Japan upon completion of the internship), which
cannot meet the corresponding demand. In April 2019, Japan implemented a new
version of the Immigration Control and Refugee Recognition Law Amendment Act to
speed up the introduction of foreign labor by establishing new "Specified Skilled
Worker (i) and Specified Skilled Worker (i1)" visas for 14 types of industries, including
agriculture, construction, and shipbuilding, where there are labor shortages, to speed up
the introduction of foreign workers.” Among them, the "Specified Skilled Worker (i)"
is for foreigners who "have a certain level of industry knowledge and skills" or have
completed the "Specified Skilled Worker (i1)" training, while "Specified Skilled Worker
(i1)" is for foreigners who have been tested and determined to be "skilled" (currently
limited to the construction and shipbuilding industries). It is expected that
approximately 50,000 foreign workers will be admitted through this visa each year. The
maximum period of stay for "Specified Skilled Worker (1)" is five years, and no family
members are allowed to enter the country, while holders of "Specified Skilled Worker
(11)" visas are eligible for indefinite renewal (i.e. permanent residence), and their
spouses and children could obtain residency status. In addition, with the aim of further
enhancing the attractiveness of foreign workers coming to Japan for employment, Japan
has established and revised the Foreigner Assistance Program and other mechanisms
to improve the legal rights and interests of foreign workers in various aspects such as

employee management and treatment for workers and provided necessary information

(@ Ministry of Justice of Japan. Number of foreign residents by the end of June 2019.
http://www.moj.go.jp/nyuukokukanri/kouhou/nyuukokukanri04 _00083.html. Accessed April 16, 2020.
@ Ministry of Foreign Affairs of Japan. “What is the SSW?”.
https://www.mofa.go.jp/mofaj/ca/fna/ssw/us/overview/. Accessed August 29, 2022.
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support and translation assistance for foreigners working in Japan as well.”
EU: Revising Laws to Address Labor Shortages

In response to the labor market shortage within the EU, the EU Commission
presented an updated legal migration program to its member states on April 27, 2022.
The program was aimed at addressing several existing challenges including the
recovery of the EU economy after COVID-19, labor market shortages in the EU, and
the EU's transition to a green and digital economy.”

Germany, for its part, has responded to the labor shortage by amending relevant
laws. According to the German Federal Employment Agency’s (Bundesagentur fiir
Arbeit, BA) Institute for Employment Research, there were approximately 1.414
million job vacancies in the German labor market as of the fourth quarter of 2019. While
a survey conducted by the Association of German Chambers of Commerce and Industry
(Deutscher Industrie und Handelskammertag, DIHK) in 2018 indicated that more than
half of German companies were threatened by labor shortages. The German Skilled
Immigration Act, which came into force in early 2020, is designed to ease restrictions
on immigration applications for non-EU skilled workers and bring in foreigners of
working age to address labor shortages in related industries, bringing an estimated
25,000 professional and skilled people to Germany each year. The Act expands the
possibilities for qualified professionals to work in Germany especially skilled workers
from non-EU countries with professional, non-academic training, who will be more
likely to work in Germany. The conditions for qualified professionals have been relaxed
to those who have completed a training course of at least two years and have a college
degree or vocational training qualification, which also makes it easier for them to enter
the labor market. As long as they have an employment contract or a specific job offer
with a recognized German qualification, they can apply for immigration and work in
the relevant occupation for which they are qualified. Anyone with a work contract or
an offer of employment can apply for a residence permit valid for four years or for the
same period as the employment contract, after which the applicant can apply for a

permanent residence permit in Germany. The Act also provides a "fast pass" for

(D OECD iLibrary. International Migration Outlook (2020). https://www.oecd-ilibrary.org/sites/b140958b-
en/index.html?itemld=/content/component/b140958b-
en#:~:text=In%202018%2C%20Japan%20received%20115,)%20and%200.1%25%20humanitarian%20migrants.
Accessed August 29, 2022.

@ European Commission. “Questions and Answers — Attracting skills and talent to the EU”. (2022-4-27) [2022-
10-10]. https://ec.europa.eu/commission/presscorner/detail/en/QANDA 22 2655.
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personnel in special professions that are in short supply, such as doctors and certified
nurses, who do not need to apply for a professional qualification in Germany, but only
need to prove that they have at least 5 years of experience in a relevant field to apply
for immigration to Germany. Non-EU nationals who have not yet secured employment
but have basic German language skills and are economically self-sufficient are entitled
to stay in Germany for six months on the grounds of seeking employment, regardless
of their skill level. At the same time, Germany also sends migrant labor to specific
industries through bilateral agreements with migrant-sending countries. For example,
BA and the German Agency for International Cooperation (Gesellschaft fiir
Internationale Zusammenarbeit, GIZ) jointly launched the Triple Win Project, a
cooperation agreement with Bosnia and Herzegovina, Serbia, Philippines, Tunisia, and
Vietnam to recruit nurse practitioners or nurse trainees from these five countries to meet

their demand for nursing staff.

Canada: Specialized Immigration Program to Ease Labor

Shortages in Specific Regions

To meet the employment needs of each province, Canada has a separate
"Provincial Nominee" program in the immigration plan, and each province will revise
its nomination requirements in terms of language proficiency and professional
capabilities based on its own development needs. In Canada's 2019-2021 three-year
million immigration plan, the provincial nominee quota amounts to 200,000 people
(excluding Quebec's skilled and business immigration program), of which 67,800 and
71,300 are expected to arrive in 2020 and 2021 respectively, while 68,600 have already
arrived in 2019.” The actual number of people admitted in 2020 was only 38,700 due
to the impact of the Covid-19 pandemic.® In 2017, the Canadian government launched
the Atlantic Immigration Pilot Program (AIPP) for the provinces of Nova Scotia, New
Brunswick, Newfoundland and Labrador, and Prince Edward Island, attracting skilled
immigrant workers and international graduates to work in these four provinces. In

March 2019, Immigration Canada announced an extension of the pilot until December

(O Immigration, Refugees and Citizenship Canada. Annual Report to Parliament on Immigration (2020).
[EB/OL]. (2019-12-31) [2022-10-08]. https://www.canada.ca/en/immigration-refugees-
citizenship/corporate/publications-manuals/annual-report-parliament-immigration-2020.html#immigration2019.
@ Immigration, Refugees and Citizenship Canada. Annual Report to Parliament on Immigration (2021).
[EB/OL]. (2021-12-31) [2022-10-08]. https://www.canada.ca/en/immigration-refugees-
citizenship/corporate/publications-manuals/annual-report-parliament-immigration-202 1 .html#highlights.
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2021, with a corresponding quota increase from 1,000 in 2018 to 4,000 in 2020. In 2021,
Immigration Canada announced that it would make the program permanent as of
January 1, 2022, raising the quota to 6,000.” Based on the success of the AIPP, Canada
introduced the Rural and Northern Immigrant Pilot (RNIP) program in 2019, which
focuses on directing skilled immigrant workers and international graduates to work and
settle in 11 designated remote communities to alleviate local labor shortages. To
accelerate the growth of immigrants in remote communities, the Canadian government
has opened separate approval channels for the AIPP and RNIP, with approval times
ranging from about six months to one year, which is significantly shorter than other

immigration programs.

Australia: Expanding Channels for Labor Migration in

Specific Regions

In recent years, Australia has integrated its migration intake program with its
population planning by encouraging new migrants to take up employment and settle in
"Regional Australia" in an attempt to deal with labor shortages.® For instance,
Australia's 2019-2020 Migration Program allocates more places for state/territory
nominated and employer-sponsored visa categories while reducing the upper limit of
migrants. In addition to setting aside 24,968 nominations for each state/territory, this
program also reserves another 25,000 places specifically for remote areas.”’ In April
2019, the Australian Department of Home Affairs announced that graduates who held
a higher education diploma issued by a remote education institution, or graduate
temporary work visa (Class 485) holders residing in a remote area can apply to extend
their Class 485 visa for one year, provided graduates remain working and living within
the remote area during the extension period. In November 2019, Australia reformed the

Regional Migrant Visa (the aforementioned 25,000 earmarked places) with the

(@ Immigration, Refugees and Citizenship Canada, Speaking Notes for the Honorable Sean Fraser, Minister of
Immigration, Refugees and Citizenship: Announcement of the Permanent Atlantic Immigration Program. [EB/OL].
(2021-12-17) [2022-10-08]. https://www.canada.ca/en/immigration-refugees-citizenship/news/2021/12/speaking-
notes-for-the-honourable-sean-fraser-minister-of-immigration-refugees-and-citizenship.html.

@ Regional Australia refers to all areas of Australia except Canberra, Sydney, Newcastle, Central Coast,
Wollongong, Brisbane, Gold Coast, Melbourne, and Perth metropolitan areas. Source: Australian Department of
Home Aftairs: Working Holiday Maker (WHM) program. https://immi.homeaffairs.gov.au/visas/getting-a-
visa/visa-listing/work-holiday-417/specified-work. Accessed March 31, 2020.

3 Australian Department of Home Affairs. “Planning Australia’s 2020-21 Migration Program”.
https://www.homeaffairs.gov.au/reports-and-pubs/files/discussion-paper-planning-australias-migration-program-
2020-21.pdf. Accessed March 31, 2020.
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introduction of the new Skilled Work Regional Visa (Class 491) and the Skilled
Employer Sponsored Regional Visa (Class 494), which replaced the original Class 489
and 187 visas respectively. Compared to the previous visas, these new visas will be
valid for five years and will extend the definition of "Regional Australia" to all of
Australia except for the metropolitan areas of Sydney, Melbourne, and Brisbane.
Correspondingly, the new visa also increases the criteria for transforming to permanent
resident status (e.g. the lower limit of residing and working in Regional Australia is
increased from 2 years to 3 years.), with the aim of maximizing the economic benefits

that the migrant workforce brings to remote areas.

New Zealand: Expanding Channels for Labor Migration in

Specific Industries

In August 2022, the New Zealand Immigration Minister announced the
establishment of a dedicated working group to expedite the processing of work visas
and tourist visas. At the same time, several new immigration policies were introduced
to bring in migrant workers, notably: (1) Exemptions from median wage requirements
in fields such as aged care, construction and infrastructure, meat processing, seafood,
the seasonal ski industry, and the adventure tourism industry to facilitate the
introduction of more migrant workers into the industry.” (2) Doubling the quota for
the 2022/2023 Working Holiday Scheme visas, which will allow an additional 12,000
working vacation makers to enter New Zealand.” (3) Extending the validity of working
vacation visas that expire between August 26, 2022, and May 31, 2023, by six months
for people already in New Zealand to retain those migrant workers, and to give workers

®

overseas more time to come to New Zealand.

(D New Zealand Immigration. “Details of Sector Agreements for specific AEWV occupations announced”.
[EB/OL]. (2022-08-21) [2022-10-08]. https://www.immigration.govt.nz/about-us/media-centre/news-
notifications/details-of-sector-agreements-for-specific-aewv-occupations-announced.

@ New Zealand Immigration. “Changes to Working Holiday Scheme visas announced”. [EB/OL]. (2022-08-21)
[2022-10-08]. https://www.immigration.govt.nz/about-us/media-centre/news-notifications/changes-to-working-
holiday-scheme-visas-announced.

(® New Zealand Immigration. “Visa extensions and visa conditions”. [EB/OL]. (2022-08-26) [2022-10-08].
https://www.immigration.govt.nz/about-us/covid-19/in-new-zealand/visa-information/visa-extensions-and-visa-
conditions.
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The Role of International Organizations in Global

Talent Flows

Talent Flow Governance in International Organizations

Due to the COVID-19 pandemic, climate change, the Ukraine crisis, and other
factors, human mobility, also known as international migration, has become
increasingly important in global governance. To solve problems that have arisen in
international migration, we must foster continuous international dialogue and seek
effective modes of international cooperation to protect the rights and interests of source
countries, destination countries, and individual migrant groups. Because of the
significant importance of coordination and cooperation at the global level, it is clear
that international organizations must play a prominent role in global governance. Firstly,
international organizations provide knowledge and material public goods in the process
of governing global talent flows. Secondly, international organizations promote
cooperation between states, non-state actors, the private sector, and other stakeholders
and establish governance partnerships for global talent flows. Thirdly, international
organizations can better solve practical problems because of the openness of their
platforms and the professionalism of their organizations. Existing global talent flow
governance-related organizations mainly focus on the governance of international
migration. Furthermore, in addition to traditional intergovernmental international
organizations such as the United Nations, the World Bank, and the International Labor
Organization, there are also others like the International Organization for Migration,
International Center for Migration and Development, and other organizations dealing

with migration issues.
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The United Nations

Founded in 1945, the United Nations has made two major contributions to
international migration. Firstly, it established a normative framework for international
migration composed of international conventions to protect the rights of international
migrants in terms of human rights, employment, and social service. Secondly, United
Nations agencies and the UN specialized agencies, including the International Labor
Organization, the United Nations High Commissioner for Refugees, the Human Rights
Council, the World Bank, the World Trade Organization, the World Health Organization,
etc., all attach great importance to international immigrants within the scope of their
respective functions and powers, forming the institutional framework of United Nations

system to cope with the global immigration.”

International Labor Organization

The International Labor Organization (ILO), headquartered in Geneva, is a
specialized United Nations agency dealing with labor issues related to international
labor standards. The ILO was established as an affiliate of the League of Nations in
1919 under the Treaty of Versailles and in 1946 became the first specialized body under
the United Nations. Its purpose is to promote full employment and higher living
standards, promote industrial cooperation, improve working conditions, expand social
security, ensure the occupational safety and health of workers, achieve lasting peace in
the world and to uphold social justice.” In terms of the flow of human resources, the
ILO has made three major contributions. First, it has established minimum standards
for protecting the rights and interests of migrant workers through agreements and
conventions. Second, it has carried out research and practice in the field of labor
migration, and has provided information consultation, training, and technical assistance
to member states; Third, it has built a platform to promote dialogue and cooperation on
international migration governance. The International Labor Organization (ILO)
launched the Fair Recruitment Initiative in 2014 and started its second phase in 2021 to
improve fair recruitment by strengthening, communicating and disseminating relevant
national and international recruitment processes, and reforming relative laws and
policies, and at the same time to ensure effective supervision on cross-border

recruitment and prevent human trafficking and forced labor by promoting fair business

(D United Nations. About the UN. Available at: https://www.un.org/en/about-us.
@ According to the International Labor Organization's website (http://www.ilo.org/global/about-the-ilo/lang -
en/index. HTM)
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practices, empowering and protecting workers' rights.” In addition to building a
platform for dialogue, the ILO is also implementing concrete projects to strengthen the
capacity of member states in governing international labor migration. For example, in
order to help labor immigrants in the International Labor Corridor of South and
Southeast Asia, the ILO implemented the Governance of Labour Migration in South
and South-East Asia (GOALS) project in Pakistan for a period of three years (2020-
2023). To improve the overall governance of labor migration at regional and national
levels in South and South-East Asia, the ILO reformed the Bilateral Labour Agreement
(BLA), supported the local government in developing the South Asian qualifications
reference framework and promoted the introduction of a national skills passport in

Pakistan.?

International Organization for Migration

The International Organization for Migration (IOM), formerly known as the
Intergovernmental Committee on Migration in Europe (ICEM), changed its name in
1989 and is headquartered in Geneva, Switzerland.” The International Organization
for Migration regularly publishes the World Migration Report, which studies the current
situation of international migration as well as key issues, and has become the most
comprehensive and authoritative report on international migration. The IOM mainly
conducts migration governance in four areas: migration and development, promotion,
regulation, and forced migration. Its categories of migration governance can be divided
into five areas. First, implementing a plan for migration transport. Second, providing
health and medical services for migrants. Third, building national immigration
governance capacity. Fourth, paying attention to female immigrants. Fifth,
implementing return and integration programs for highly skilled migrants to support
economic and social development in developing countries.

As one of the key international organizations in solving problems in international
migration, the IOM has continuously carried out many activities in the specific field of
global talent flow in recent years, highlighting its role as an actor in global governance.

One step that the [OM made was to promote the Global Compact for Safe, Orderly,
and Regular Migration, adopted by the UN General Assembly in 2018. This compact

@ International Labor Organization, Fair Recruitment Initiative, https://www.ilo.org/global/topics/fair-
recruitment/fri/lang--en/index.htm,[2022-9-30].

@ International Labor Organization, Governance of Labour Migration in South and South-East Asia (GOALS).
https://www.ilo.org/islamabad/whatwedo/projects/ WCMS_839320/lang--en/index.htm,[2022-9-30].

® International Organization for Migration. http://www.iom.int/.
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aims to support international cooperation in the governance of international migration
so that the United Nations and other stakeholders can introduce policies for integrating
migrants into local communities and reduce the fragmentation between migrant groups
and local communities.

The second step is to help migrants cope with the COVID-19 pandemic. In 2020,
the IOM provided more than 109,000 COVID-19 tests worldwide, and more than 2
million people benefited from COVID-19-related site upgrades in camp-like settings.”
In 2021, the IOM adopted a new COVID-19 Strategic Response and Recovery Plan,
which targeted four strategic objectives: service continuity, public health measures,
COVID-19 impact, and ease of information, in order to reduce the impact of COVID-
19 on migrants' work and life.

Third, the IOM has tried to build a global policy network. In December 2020, the
global policy network was launched to provide clear guidance on the use of migrant

® It can also reduce the risks faced by migrant workers in cross-border

workers.
recruitment, encourage the formation of cooperation mechanisms between jurisdictions,
and promote countries to build a safe and orderly labor migration order.

Fourth, the IOM unites government, civil society, and the private sector to create
a flagship program, Ethical Recruitment for Migrant Workers. This project establishes
ethical recruitment practices by raising awareness and capacity, giving a voice and
empowerment to migrant workers, establishing regulatory mechanisms in line with
international standards, voluntary certification of private recruitment agencies, and
enhancing stakeholder dialogue. On July 30, 2021, the IOM launched a partnership with

the Sustainable Hospitality Alliance to address unethical recruitment by combating the

exploitation of migrant workers and banning forced labor.”

Other International Organizations

There are also other intergovernmental organizations that are widely involved in
global migration governance. Since 2006, the World Bank has been issuing Migration
and Development Reports two to three times annually, which provide in-depth analyses

on international migrant remittances, migration of highly skilled workers, determinants

@ International Organization for Migration. Annual Reports 2022. 326.

@ International Organization for Migration. “IOM Launches Global Policy Network to Promote Ethical
Recruitment”. https://www.iom.int/news/iom-launches-global-policy-network-promote-ethical-recruitment,

® International Organization for Migration. “IOM and Sustainable Hospitality Alliance launch multi-year
partnership to promote ethical recruitment, protect migrant workers in tourism”. https://www.iom.int/news/iom-
and-sustainable-hospitality-alliance-launch-multi-year-partnership-promote-ethical-recruitment-protect-migrant-
workers-tourism. (2021-7-30), [2022-9-28].
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of migration, short-term migration of population, social protection and management,

“ From the

trade, and the relationship between foreign direct investment and migration.
perspective of global economics, it analyzes the effect and influence of international
migration from both the macro and micro levels. It reveals the positive contribution of
international migration and remittance to the global economy. The Organization for
Economic Co-operation and Development (OECD) maintains a relatively
comprehensive migration database and issues in-depth migration research reports,
providing research materials and policy-making resources for immigration researchers
and immigration policymakers.®

In addition, the World Trade Organization and International Red Cross also
contribute to migration management. In the Doha Round of WTO negotiations in 2001,
trade in services became a subject of discussion, and the global mobility of people is
the service provider, which means that the WTO also began to participate in the
governance of migration issues, especially migrant workers. The WTO has always been
an important participant in international forums like the Global Forum of Migration and
Development. At the same time, the International Committee of the Red Cross has

focused on illegal immigration and refugees.

Governance of Global Talent Flows in Regional Cooperation

Organizations

The United Nations and its subordinate organizations are all global international
organizations. For this reason, international organizations are more likely to get rid of
the influence brought by national interests in participating in global migration
governance to make real efforts to improve the welfare of international migrants.
However, in the process of implementation, it is the attitude and policy of the country
concerned (including origin countries, transit countries, or destination countries) that
ultimately affects any solution to an immigration issue, while individual countries first
and foremost consider their national interests. In contrast, regional cooperation can
significantly reflect the differences in migration governance and is more conducive to
the formation of effective, mutually beneficial, and sustainable solutions to regional
migration issues while considering the interests of the countries involved.

European Commission. The commission's Department of Migration and Home

(@O World Bank. http://www.worldbank.org/
@ The Organization for Economic Cooperation and Development. http://www.oecd.org/.
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Affairs is responsible for managing the international movement of talent, which is
currently one of the Commission's 10 Priorities.” The EU attaches great importance to
the issue of international migration and guarantees the free movement and security of
people is also one of the fundamental purposes of the EU. Through the Treaty on
European Union, the Amsterdam Treaty, the Treaty of Nice, and the Treaty of Lisbon,
the EU legally allows migrants who live or hold work visas in EU member states to
have the right of free movement within the EU.

Association of Southeast Asian Nations. The Association of Southeast Asian
Nations (ASEAN) has played an important role in immigration governance in the Asia-
Pacific region. The practice of the ASEAN in the international flow of human resources
mainly focuses on the governance of migrant labor. In 2007, the ASEAN Declaration
on the Protection and Promotion of the Rights of Labour Migrants, also known as the
Cebu Declaration, was adopted at the 12th ASEAN Leaders' Meeting, and recognizes
the contribution of migrant workers to ASEAN member states. It takes measures to
protect the rights of migrant workers, prevent abuse and human trafficking and
demonstrate ASEAN's commitment to the governance of migrant workers.? In 2008,
to oversee the implementation of the Declaration, ASEAN established the ASEAN
Committee on the Implementation of the ASEAN Declaration on the Protection and
Promotion of the Rights of Migrant Workers Promotion of the Rights of Migrant
Workers (ACMW). ACMW has developed a series of projects and activities, covering
the safe migration of migrants, combating human trafficking and other aspects, so as to
effectively improve the relevant understanding and policy implementation ability of
ASEAN governments to protect and promote the rights of migrant workers. So far,
ACMW has held the ASEAN Forum on Migrant Labour (AFML) every year since 2008
and has held 14 sessions until 2021. It successfully establishes an open platform that
discusses the issues faced by governments, trade unions, employers, and stakeholders
in the international labor sector and effectively promotes the work process related to

labor governance in ASEAN.

(@ For more information about the migration of the European commission and the interior department, see
http://ec.europa.eu/dgs/home-affairs/index_en.htm.

@ ASEAN. “Statement of the Establishment of the ASEAN Committee on the Implementation of the ASEAN
Declaration on the Protection and Promotion of the Rights of Migrant Workers”. https://asean.org/statement-of-
the-establishment-of-the-asean-committee-on-the-implementation-of-the-asean-declaration-on-the-protection-and-
promotion-of-the-rights-of-migrant-workers/ (2022-7-6) [2022-9-30].
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Chapter 4: Global Talent Flow Governance: Suggestions for Improvement
Major Issues in the Governance of Global Talent Flows

Current mechanisms of global governance are not yet fully capable of dealing with
the increasingly fierce global competition for talent, which has resulted in a dearth of
regulation in the field of global talent migration. In the long term, it may result in
problems like vicious competition and under-uses of talent and adversely affect
sustainable development. Key challenges faced by global talent governance are
outlined below.

First, a global consensus on international talent cooperation has yet to be formed.
With the ever-expanding reach of globalization, the division of labor and cooperation
worldwide is increasingly prevalent. Innovation is often more easily inspired by
talented individuals from multicultural backgrounds. However, it is believed that
competition and cooperation are two sides of the same coin in global talent migration.
And from the overall perspective of human development, cooperation is extremely
important and should not be overlooked.

Second, there is a lack of mechanisms and platforms for the promotion of dialogue
and coordination on talent migration at the global level. There are many differences
between the talent policies of individual countries, mutual recognition of professional
qualifications and other factors that must be resolved through dialogue and coordination.
That said, such coordinating mechanisms exist within the European Union and the
Association of Southeast Asians Nations (ASEAN) and China and the European Union
have launched the EU-China Dialogue on Migration and Mobility Support Project. But
those mechanisms are restricted to the regional level, lack stability, and are often limited
to relevant governmental agencies without covering other stakeholders in the whole
society.

Third, there is a lack of data and information on global talent migration. Despite
considerable growth in global talent migration, classified data on the precise scale,
gender, age, and professions of individuals are relatively lacking, which may hinder
policymakers from developing accurate policies and make it difficult for researchers to
develop in-depth analyses. In recent years, this gap has been filled by the rise of global
workplace social networking platforms, whose hundreds of millions of users make it
possible to access talent data easily. However, it should be noted that their status as
business organizations may bring many restrictions on the use of data.

There is no doubt that the flow of talent has made a significant contribution to
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global economic development. However, compared to other economic factors, such as
international trade and financial management, the global governance of talent flow has
been greatly neglected. We must admit that although global migration, especially of
highly skilled talent, has driven the development of science and technology, at the same

time, it has also brought new challenges to global governance.

The Alliance of Global Talent Organizations: An Innovative

Response to International Governance of Global Talent Flow

While there has been significant progress in both theoretical work and practical
application regarding global talent flow and its governance, the focus of the world's
established international organizations on immigration, such as the International
Organization for Migration (IOM) and the International Labor Organization (ILO), has
not been on talent, with the former focusing on refugee issues and the latter on the
protection of workers' rights. While the new era has seen an increasing number of
transnationally mobile talent, which has become an important group for immigrants.
However, many existing challenges still impede global talent mobility, limiting the
potential contribution that these talent resources could make toward economic and
social prospects. This points to the need for an international organization to facilitate
discussion and address a range of crucial issues, including how to better leverage the
role of globally mobile talent, how to ensure and regulate reasonable talent mobility,
and how to balance the interests of sending and receiving countries and find ways to

resolve current and future problems.
The Purpose of the Alliance of Global Talent Organizations

Alliance of Global Talent Organizations is committed to promoting international
talent mobility, strengthening extensive talent exchanges and cooperation, providing
basic protections for talent, actionable service intelligence for developing countries,
and reinforcing talent cooperation in key fields with developed countries, thereby
improving the facilitation of talent mobility and promoting talent cultivation.

Specifically, AGTO has the following goals:

(D Wang, Huiyao, and Alistair Michie, editors. Consensus or Conflict? China and Globalization in the 21st
Century. Springer, 2021:201.
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The first goal is to create an environment of fair competition for dialogue in
international talent exchanges, which includes promoting and supporting conversations
related to regional and global talent, improving understanding of the opportunities and
challenges in international talent exchanges, recognizing, and developing effective
policy measures, and identifying comprehensive methodologies and measures that can
support international cooperation.

The second goal is to improve the welfare of people around the world and
encourage the international sharing of talent. Constrained by the level of economic and
social development, current international talent resources vary greatly between
countries. This requires the establishment of talent sharing and exchange platforms, in
which governments, non-governmental organizations, other stakeholders, and talent
themselves could receive professional and technical support on improving human
capital.

The third goal is to protect the legal rights and interests of international talent.
Under the principles of fairness, equality, and justification, it is committed to actively
guiding and regulating the legal rights and interests of international talent and defending

the basic rights and claims of talent.

How the Alliance of Global Talent Organizations Works®

As a platform for international talent exchange and cooperation, the Alliance of
Global Talent Organizations is committed to forming a series of cooperation
mechanisms, building platforms, gathering information, serving the development and
cooperation of talent, and making contributions to effectively guiding international
talent exchange, mobility, employment, certification, and residence. There are four
main aspects of how the Alliance works:

Reaching Consensus. The organization is committed to talent mobility
governance and promoting the international community to reach a general consensus
on expanding international talent exchange and talent cooperation for mutual benefits.

Mechanism building. The organization is committed to building a mechanism for
dialogue, coordination, and cooperation of global talent. First, discuss all aspects of

global talent cooperation and development by holding global talent conferences and

(D Part of this section is from Huiyao, Wang. Lv, Miao. Jinlian, Zheng. Introduction to International Talent
Studies. [M]. Beijing: China Labor Society Security Publishing House. 2020:24.
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summits. Second, to promote mutual recognition of academic qualifications and
professional qualification certification, to serve the global development of talent. Third,
through the development of the service mechanism, especially the collecting and
sharing of information, the organization will evaluate and guide the talent policies as
well as the development of talent in each country and region, promoting the orderly
flow of talent.

Platform building. Firstly, as an information platform, the organization can play
the role of an official website and media platform to collect information on talent supply
and demand and release crucial guidance about talent development. Secondly, as an
academic platform, it releases annual reports on world talent and industries. Thirdly, as
a data platform, it helps to build a database of world talent resources, statistics and
service evaluation. Fourthly, as an event platform, it forms a talent community and
holds annual meetings, forums, and other activities. Fifthly, as a cooperation platform,
it strengthens the communication and cooperation among members, cities and countries
about the development and flow of talent. Finally, as a training platform, it carries out
training programs related to talent development to improve the level of talent
management and the talent service capacity of governments and institutions.

Information integration. Using big data establishes an information base for
global talent flows and provides data support for the overall concepts, approaches and

methods of global talent governance based on the basis of information analysis.

Practical Experiences of the Alliance of Global Talent

Organizations

Since 2016, the Center for China and Globalization (CCG) has conducted in-depth
research on the Alliance of Global Talent Organizations (AGTO) initiative, organized
several expert debates in Beijing, Hong Kong, Washington, and Paris, and presented
AGTO on global platforms such as Paris Peace Forum and the Economic Cooperation
Organization (ECO) Conference, to continuously push this alliance from concept to
implementation. CCG has held several online seminars on global talent flow since the
outbreak of the pandemic, inviting university presidents, the president of the
International Labor Organization (ILO), representatives of the United Nations
International Organization for Migration (IOM), the president of the Association of

Executive Search Consultants (AESC), and representatives of human resource
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companies to discuss the governance and cooperation of global talent mobility. At the
third Paris Peace Forum, in November 2020, the Alliance of Global Talent

Organizations (AGTO) was inaugurated.

Suggestions on Promoting an Orderly Flow of Global

Talent

Fully Understand the Significance of Talent Flows

The desire for a better life is a common aspiration for people all over the world.
That is why the transnational and cross-border flows of talent have never stopped. At
the same time, the flow of talent brings more diverse factors for economic and social
development among countries and injects more innovative genes into their development
of science and technology. Thus, the competition for talented immigrants and
international students is increasingly intense. Previous studies and experts from all
walks of life have emphasized the contribution of talent flow to innovation and
entrepreneurship. The pace of talent flow did not even stop when faced with extreme
international situations like the COVID-19 pandemic, not to mention a constantly
evolving global climate with talk of decoupling. Therefore, under the current
international situation, promoting the flow of talent, especially the continuous flow of
immigrant talent and international students, and restoring channels of talent exchange
and cooperation in various ways and methods will have great significance in reducing
misunderstandings, promoting people-to-people exchanges, expanding consensus on

cooperation, and enhancing high-quality development.

Promote High-level Opening-up to Facilitate Talent Flows

Despite experiencing profound changes unseen in a century, opening up is a
constant theme in today’s world and comprehensive development cannot be achieved
without a more open world. Opening up enhances our mutual strengths and the more
open we are, the more comprehensive our strengths and the more resilient economy
will be. Openness is good medicine for breaking down mobility barriers and reducing
misunderstanding, and it is essential for promoting common prosperity. China has

always pursued a proactive opening-up strategy that expands the scope of opening-up.
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Opening to the outside world at a comprehensive and high level will make the flow of
talent freer and more convenient. With a more open mind, continuing to deepen the
opening-up system of talent flow, promoting deeper exchange and greater mutual trust

are the fundamental elements of the orderly flow of global talent.

Expand the Talent Exchange and Dialogue through the China

International Import Expo

The China International Import Expo (CIIE) is built on China’s idea of openness,
stimulating new dynamics in international free trade, exploring a new path for China's
opening up, and showing how China is opening its door wider to the outside world. The
CIIE is not only a global platform for openness and cooperation in the import and export
flow of goods and commodities but also a public platform that promotes cooperation in
driving global talent flows. CIIE’s role as a public product is improving and the expo
currently has four major platforms, which include international procurement,
investment promotion, people-to-people exchange and openness and cooperation,
serving as a global platform for cultural integration and an open platform for expanding
the circle of friends for international cooperation and promoting talent exchange.

Similarly, the Hongqgiao Forum has been a voice of multilateral cooperation,
becoming an international platform for talent where people can exchange ideas and
build consensus. In the future, the Hongqiao Forum will expand to promote cooperation
on global talent and create a dialogue through the Forum on Global Talent Flow and
Development, promoting international talent exchanges, pushing forward joint
consultation and contribution for shared benefits, promoting the achievement of a
global consensus on talent development and exchange, and enhancing the fairness,

synergy and inclusiveness of talent mobility.

Diversification and Digitization of Talent Mobility Governance
Platforms

From the perspective of regional talent mobility, the future pattern of global talent

flows may shift from mainly flowing to developed countries to being more diversified,

including flows to emerging economies and developing countries. In terms of domain

mobility, the development of the digital economy has driven changes in work patterns,
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accelerating the digital transformation of talent and, thus, the cross-domain mobility of
talent. Talent migration across regions involves most countries, and its global
governance must reflect the will and interests of those countries. While talent mobility
across domains is bound to drive transformations in how talent is managed. Therefore,
how talent mobility is governed should also be innovative. Firstly, global talent flows
involve different countries, domains, and individuals. In this case, the global talent flow
governance platform should focus on fairness, and the participating subjects should be
more diversified. Secondly, the role of rule leadership will be more prominent, and the
lack of rules will lead to disorderly competition, exacerbating inequality brought about
by talent mobility. Thirdly, modes of governance will be more digitized. For example,
countries can facilitate the integration of international talent into their own environment
and improve the competitiveness of attracting international talent by promoting digital
connectivity and digitizing public services. Another example is the increase of digital
nomads in the future, who will be able to move across borders without leaving their
homes, which may need the consideration of tools such as digital visas to guarantee

their orderly movement, etc.
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Appendix: Theories and Models Related to Global

Talent Competitiveness

An Overview of Theories and Evaluations of National

Competitiveness®

Competitiveness is a very complex socio-economic phenomenon, which can be
examined at different levels and from different perspectives under various hypothetical
conditions. Competitiveness-related research can be carried out in fields including
economics, management, talent studies and all their sub-disciplines. However, due to
different assumptions and analytical tools, the elements of competitiveness that are of
interest also differ, thus forming different schools of thought in competitiveness

research.

National Competitiveness Theories

Competitiveness Theories around the World

Professor Michael E. Porter of the Harvard Business School applied his theory of
domestic competitive advantage to international competition in his book T7he
Competitive Advantage of Nations and constructed the famous Diamond Model (also
known as the Theory of National Competitive Advantage of Industries). Porter equates
the competitive advantage of a nation to that of its industry and enterprises. He believes
that a country's competitive advantage in the international market is driven by the
competitive advantage of its leading industry, and the competitive advantage of the
leading industry draws from the competitiveness of enterprises. The competitive
advantage of enterprises is created and sustained with their domestic economic
environment, the most essential of which are factor conditions, demand factors, related

and supporting industries, strategy, structure, and rivalry of enterprise, and so on.

(D This section is partly cited from Zhaoming, Gui. Huiyao, Wang. Report on China's Regional Talent
Competitiveness. No.1 [M]. Social Science Literature Press, 2013: 46-49.
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The Comparative Evaluation of National Competitiveness

A system globally accepted and widely used in evaluating the competitiveness of
countries is the IMD World Competitiveness Yearbook (WCY) proposed by the
International Institute for Management Development (IMD) in Lausanne, Switzerland
and the Global Competitiveness Report conducted by the World Economic Forum
(WEF).

The World Competitiveness Yearbook is an annual report on the economic
competitiveness of countries published yearly since 1989 by IMD in Lausanne,
Switzerland. The Yearbook provides extensive coverage of 64 economies, choosing
indicators based on the availability of comparable international statistics and its
collaboration with local partner institutes. The World Competitiveness Yearbook argues
that competition among countries is reflected in their ability to create an environment
for enterprises to continuously increase their competitiveness, including effective
structures, institutions, and policies. In this sense, national competitiveness and
enterprise competitiveness are two interdependent concepts, and the international
competitiveness of a country (or region) is its ability to help enterprises remain
competitive, which lays the theoretical foundation for conducting national
competitiveness evaluations. The World Competitiveness Yearbook believes the
development of international competitiveness is mainly determined by several
important factors, such as economic performance, government efficiency, business
efficiency, infrastructure and so on. The Yearbook ranks national competitiveness based
on 333 competitiveness criteria selected on a basis of comprehensive research using
economic literature, international, national, and regional sources and feedback from the
business community, government agencies and academics. The criteria are revised and
updated on a regular basis as new theories, research and data become available and as
the global economy evolves. ©

The Global Competitiveness Report is a study report published by the World
Economic Forum on the evaluation of national economic development and policies.
Since 2004, the report has ranked the competitiveness of countries based on the Global
Competitiveness Index, which is itself based on the latest theoretical and empirical
research. The report compares and analyzes key competitiveness indicators of 141

countries and regions. It consists of more than 110 variables, two-thirds of which come

(@O IMD. World Competitiveness Ranking. [2022-09-21]. https://www.imd.org/centers/world-competitiveness-
center/rankings/world-competitiveness/.
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from surveys and one-third from publicly available sources such as the United Nations.
These indicators are organized into twelve pillars,” each of which represents an area

considered to be an important determinant of competitiveness. °

Article Review of the Studies on Competitiveness Evaluation

There are various methods that can be used when evaluating competitiveness,
which can be divided into single indicator evaluation and indicator group evaluation
methods depending on the number of indicators. Since competitiveness is a complex
phenomenon, a single index method cannot fully reflect the condition of regional
competitiveness, and the indicator group evaluation method is usually preferred.
Standard evaluation methods include the synthetical index method, cluster analysis,
factor analysis, analytic hierarchy process, etc.

Competitiveness evaluation methods can be further divided into four major
categories based on attributes, which include qualitative, classifying, ranking, and

operational.

Qualitative Evaluation Methods

There are several qualitative evaluation methods including factor analysis and
connotation analysis among others. The factor analysis method generally approaches
the subject from the outside working inward, starting from the most superficial and
easily perceived attributes, and gradually going deeper into the more internal attributes
and factors. The connotation analysis method combines qualitative and quantitative
analyses, focusing on the internal factors affecting regional competitiveness. Expert
opinions or questionnaires can supplement analysis and decision-making for some

factors that are difficult to quantify.

Classifying Evaluation Methods

Classifying evaluation methods include fuzzy comprehensive evaluation, cluster

analysis and matter-element among others. The fuzzy comprehensive evaluation

(D These pillars are namely institutions, proper infrastructure, stable macroeconomic framework, good health and
primary education, higher education and training, efficient product market, efficient labor market, developed
financial market, ability to use existing technologies, domestic and international market size, production of new
and different goods using the most complex production processes, innovation.

@ The World Economic Forum. Global Competitiveness Report. [2022-09-21].
https://www.weforum.org/reports/how-to-end-a-decade-of-lost-productivity-growth.
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method includes strict quantitative characterization and qualitative descriptions of
fuzzy phenomena that are difficult to analyze quantitatively. The combination of both
are usually used in regional competitiveness evaluation.

The cluster analysis method is used to study classification, combining
contemporary taxonomy and multivariate analysis. When evaluating regional
competitiveness, the competitiveness status of different regions can be classified, and
the relative strength of regional competitiveness can be determined.

The matter-element method applies theories from physics to the study of systems,
establishes concepts of system matter-elements, compatible systems, and incompatible
systems, and proposes relevant methods to transform incompatible systems into
compatible systems, which can be used to deal with problems in incompatible systems

through system matter-element transformation.

Ranking Evaluation Methods

Ranking evaluation methods include comprehensive index analysis, principal
component analysis, factor analysis, set pair analysis, the analytic hierarchy process,
and efficacy coefficient method.

Comprehensive index analysis is a comprehensive index evaluation method. The
method chooses certain qualitative and quantitative indicators to achieve unified
quantitative comparison after dimensionless processing, to ultimately achieve a specific
comprehensive evaluation index.

The principal component analysis method defines several composite indicators
that are unrelated to each other and reflects as much as possible the amount of
information provided by the original indicators.

Factor analysis assumes that a large number of observed variables have a few
hidden dimensions called “common factors” and that most of the total variation of each
observation variable can be explained by these common factors. The part that common
factors cannot explain is called the “special factor” of the variable. Therefore, all
observed variables can generally be expressed as a linear combination of common and
special factors, which is called the linear model of factor analysis.

Set pair analysis is a new approach to system analysis, the core idea of which is to
consider certainty and uncertainty as one system. In this system, certainty and
uncertainty influence, restrict and transform each other under certain conditions, using

a definite uncertainty formula that can fully embody its ideas to describe various
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uncertainties uniformly, so as to transform the dialectical understanding of uncertainty
into a specific mathematical tool.

The analytic hierarchy process (AHP) is a practical method for solving multi-level
and multi-criteria decision-making problems, which provides an objective
mathematical method to deal with the inevitable subjective and personal preference
effects of individual or group decision-making.

The efficacy coefficient method is an evaluation method that determines the
satisfaction value and the null value for each indicator according to the principle of
multi-objective programming. It then uses the null value as the lower limit to calculate
the power coefficient of each index through the power function, and finally weights the

comprehensive index.

Operational Evaluation Methods

The benchmarking method not only evaluates and judges the level of
competitiveness, identifying the main reasons for competitiveness, it also provides
pathways for improving competitiveness. The benchmarking method follows specific
steps: First, determine the subject, object, and content of benchmarking. Second, form
a working group and determine the work plan. Third, collect information and conduct
surveys. Fourth, analyze and compare, find out the gaps, determine the best method,
clarify the direction of improvement, and formulate an implementation plan. Fifth,
organize the implementation, compare the implementation results with best practices,
then revise and improve these based on the comparison in order to achieve the best

outcome in terms of practical application and exceed the benchmark level.

Content and Evaluation of Talent Competitiveness

Talent competitiveness is a relative concept obtained through comparison, which
is a comprehensive concept. At the same time, it is also a dynamic concept that changes
along with the economic and social environment. Talent competitiveness is also a
differential concept that adapts to changes in subjects - different countries, different
regions in the same country, different industries (sectors) in the same region, and
different enterprises (organizations) in the same industry (sector). Talent
competitiveness is mainly composed of three parts: (1) practical talent competitiveness;

(2) potential and expected talent competitiveness; (3) the ability to transform the
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potential talent competitiveness into actual competitive advantage. Talent
competitiveness is a comprehensive internal capability, existing in contrast to
competitors and influenced by the external environment, while also incorporating
various other capabilities.

The evaluation of talent competitiveness is an important topic in the study of talent
competitiveness. It not only explores the nature, origins, basic factors, and
interrelationships of competitiveness in economics and management, but also to shows
the status of competitiveness statistically through the use of quantitative indicators.

Talent competitiveness indicators can be divided into two main categories:
effectiveness indicators and attribution indicators. The former reflects the results of the
competition as with the final performance of competitiveness, while the latter reflects
the causes or determinants of competitiveness. Talent competitiveness evaluation
applies the methods based in economics, management, and statistics to reflect the true
state of national and regional competitiveness in relative terms and make realistic
evaluations and analyses.

Current well-known talent competitiveness indices include the Global Talent
Competitiveness Index and the World Talent Ranking among others. These indices

study the talent competitiveness of different countries from varied perspectives.

Global Talent Competitiveness Index, GTCI

The Global Talent Competitiveness Index (GTCI), first launched in 2013, is an
annual benchmark report published by the FEuropean Institute of Business
Administration (INSEAD) and its partners. It measures and ranks countries and cities
by their performance in talent development, attraction, and retention, in order to assess
the talent competitiveness of countries around the world and advice governments and
enterprises on how to enhance talent competitiveness.

The GTCI is a comprehensive index that uses the Input-Output Model, which
consists of six categories of indicators (four on the input side and two on the output
side). The Talent Competitiveness Input sub-index is composed of four pillars
describing the policies, resources, and efforts that a particular country can harness to
foster its talent competitiveness. The Talent Empowerment pillar reflects the extent to
which the regulatory and business environment creates a favorable climate for talent to
develop and thrive. Talent Attraction, Talent Development, and Talent Retainment

pillars focus respectively on what countries are doing to attract, grow, and retain talent.
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The Input sub-index is the simple arithmetic average of the scores registered on these
four pillars. The Output sub-index is mainly measured through two pillars—Vocational
and Technical Skills and Global Knowledge Skills. Mid-level skills, labeled Vocational
and Technical Skills, describe skills that have a technical or professional base acquired
through vocational or professional training and experience. The economic impact of
Vocational and Technical Skills is mainly measured by labor productivity, the
relationship of pay to productivity, and mid-value export products dependent on these
skills. High-level skills, labeled Global Knowledge Skills, deal with knowledge
workers in professional, managerial, or leadership roles that require creativity and
problem-solving. Their economic impact is mainly evaluated by indicators of

innovation, entrepreneurship, and high-value export products dependent on these skills.

Global Talent
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Figure 5.1 2021 GTCI structural model
Source: INSEAD. The Global Talent Competitiveness Index 2021.
https://www.insead.edu/sites/default/files/assets/dept/fr/gtci/GTCI-202 1-Report.pdf.

The GTCI model is continually refined. For example, six indicators were dropped
in the 2021 edition from the 2020 model, while four new indicators were added
including labor rights, formal and non-formal studies, youth inclusion, and skills
matching. The number of indicators was increased to 68, resulting in a more robust

index.”

(O INSEAD Research & Learning Hub. The Global Talent Competitiveness Index (2021).
https://www.insead.edu/sites/default/files/assets/dept/fr/gtci/GTCI-2021-Report.pdf.
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World Talent Ranking

The World Talent Ranking, published by the International Institute for
Management Development (IMD) in Lausanne, Switzerland, evaluates 64 economies
around the world in terms of their ability to nurture local human resources and attract
outstanding talent, with statistics provided by UNESCO, OECD and partner institutions
in the participating countries and regions.

The IMD World Talent Ranking is based on three main factors: the Investment and
Development Factor, which reflects the size of public investment in education and the
quality of the education system; the Appeal Factor, which reflects the ability to retain
local talent and attract foreign talent; and the Readiness Factor, which reflects the ability
to exist talent to meet the demand of the market. The criteria data of the IMD World
Talent Ranking is normalized using the same STD (Standardized Score) methodology
adopted in the IMD World Competitiveness Yearbook. The overall talent ranking is
constructed by aggregating all factors and presenting each factor and overall ranking

from a score of 0-100.

Table 5.1 Composition of evaluation indicators of the World Talent Rankings

Factor Criteria

Total public expenditure on education

Total public expenditure on education per student
Pupil-teacher ratio (primary education)
Pupil-teacher ratio (secondary education)
Investment & Development . .
Apprenticeships
Employee training
Female labor force
Health infrastructure
Cost-of-living index
Attracting and retaining talents
Worker motivation
Brain drains
Quality of life
Foreign highly skilled personnel
Remuneration in services professions
Remuneration of management
Collected personal income tax rate
Justice

Exposure to particle pollution
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Continued table 5.1
Labor force growth
Skilled labor
Finance skills
International experience
Competent senior managers

Primary and secondary education

Readiness

Graduates in Sciences
University education
Management education
Language skills
Student mobility inbound

Educational assessment - PISA
Source: IMD. World Talent Ranking.

Building a National Talent Competitiveness

Evaluation System

Guiding Theories in the Evaluation System

As a country relies on talent to drive its economy and technology, the question of
how to attract, cultivate, sustain talent, and foster an environment to develop the
enthusiasm of talent is of strategic importance for all countries. Similarly, the basis and
most fundamental factor affecting a country's talent competitiveness is its ability to
cultivate, attract, compete, possess, apply, and transform talent.

From a developmental perspective, the relationship between resources and
environment is based on the relationship between the internal and external factors that
play a role in the development.

Factors such as economic status, education platform, science and technology
platform, social environments, and cultural traditions in talent development have a
considerable and sometimes decisive impact on the flow and aggregation of talent.
Talent flows between countries are essentially movement between different systems,
mechanisms, and policy environments and between economic, scientific, social, and
humanistic environments. Talent tends to gather in places where all these factors are
beneficial to the full use of their intelligence and long-term development. Therefore,

when establishing external competitiveness indicators for a country’s talent
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competitiveness, these indicators will be weighted significantly higher.

Basic Principles in Building an Evaluation System

Scientific

In creating a system for talent competitiveness evaluation system, this report
has utilized the latest talent development research, fully integrating the existing
evaluation system and setting indicators closely related to talent characteristics, so
that the evaluation system scientifically and holistically reflects the essence of talent

competitiveness.

Quantifiable

Although systems, mechanisms, and policy environment directly affect national
talent competitiveness, evaluating such factors is highly subjective, being affected by
the subjective consciousness, cognitive ability and even personality, likes and dislikes
of the evaluator, thus making it difficult to obtain objective and fair evaluations.
Therefore, when building the evaluation system used in this report, we did not use
qualitative evaluation results obtained through questionnaires and other similar
methods. All indicators are based on data released by the World Bank and other

institutions as well as quantitative results calculated based on the data collected.

Comparable

Given that “talent competitiveness” is highly dependent on context, this report also
indexes different indicators of national talent competitiveness, making the subjects

comparable.

Structure of the Evaluation System

Based on the principles mentioned above, we designed the structure for a system
dedicated to evaluating talent competitiveness for individual countries. We divided
talent competitiveness in terms an internal factor that reflects talent competitiveness,
an external factor that influences talent competitiveness, and efficiency level factors
that characterize the current status of talent competitiveness.

The internal factor of talent competitiveness reflects the core competitiveness of a
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country’s talent pool in terms of entrepreneurship and innovation. Internal
competitiveness factors include talent quantity and talent quality, which indicate the
potential and expected talent competitiveness of a region. The external competitiveness
factor affects the role of a country’s internal talent competitiveness. It reflects external
influences (work, living conditions, living environment, etc.) on innovation and
entrepreneurship in a country, which can have a positive (stimulating, promoting) or
negative (depressing, restricting) impact on a country’s core competitiveness. External
competitiveness factors include talent input indicators, living and working environment
indicators, among others. This reflects a country’s ability to transform potential talent
competitiveness into real-life scenarios and gain a competitive edge. A realistic
expression of a country’s talent competitiveness is reflected by its talent output, which
indicates the extent to which a country’s talent contributes to its socioeconomic

development.

Evaluation Model of Talent Competitiveness

Developing a Model

Based on the structure of this talent competitiveness evaluation system, we have

developed the following competitiveness evaluation model:

=) B Qu

Where J; is the talent competitiveness of different countries, By represents the
indicators (indices) for the first and second tiers, etc., and Qj is the weight of the
indicators (indices) respectively corresponding to the first and second tiers. k is the
number of indicators of the first and second tiers respectively. In this report, the number
of indicators of the first-tier £ is fixed at 5 (corresponding to the structure of the talent
competitiveness evaluation system); while the number of indicators of the second tier
is determined according to the different characteristics of the indicators at different
levels.

Determining Weight

Different indicators have varying effects when using the evaluation index system
we constructed before. In order to truly reflect the importance of different indicators in
the evaluation index system, different weight coefficients are assigned to each indicator.
The weight of indicators subjectively and objectively reflects the relative importance
of each indicator, and reasonable weight coefficients are crucial in maintaining
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accuracy in the evaluation of national talent competitiveness.

For now, we are using collective advice from authoritative sources to decide the
weighing of each indicator, such as the Delphi Method, the Analytic Hierarchy Process
and Grey Relational Analysis.

The Analytic Hierarchy Process (AHP) is a multi-criteria decision-making method
combining qualitative and quantitative analysis, which was proposed by American
scholars led by T. L. Satty in the 1970s. The method is widely deployed when deciding
the weighing of indicators because it provides vigorous analysis of the importance of
each indicator and performs thorough mathematical processing with a high degree of
credibility, and organically combines subjective analysis and objective calculation.

After determining the structure of the indicator system, the report established
indicator weighting in the regional talent competitiveness evaluation index system
using the Analytic Hierarchy Process (AHP). Our research group gathered nine experts
to compare primary and secondary indicators side by side, using a scale of 1-9 to
quantify the qualitative judgments of the experts, and constructed several pairwise
comparative judgment matrices. In the single hierarchical ranking of these comparative
matrices, we calculated the respective weight coefficients (accurate to two decimal
places) and performed consistency tests. As the calculation process is relatively tedious
and would take up too much space, it has not been included in this report.

Principles and Methods of Data Processing

We use indexing for all data processing in this report. There are different
dimensions to the data for each talent competitiveness indicator, so it is necessary to
integrate these indicators and conduct dimensionless processing of the index.

The following is the formula used for indexing:

Xi
X.=2

0i

X i is the index, Xi is the original value, and Xoi is the maximum value.
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About CCG
The Center for China and Globalization (CCG) is China's leading non-

governmental think tank, the only Chinese think tank to be granted Special Consultative
Status by the United Nations, and the first Chinese non-governmental think tank to
become one of the world's top 100 think tanks in the University of Pennsylvania's
Global Think Tank Index. CCG strives to connect China and the world through research
and communication in areas such as global governance, trade and economy, migration,
and globalization.

In 2020, CCG launched the Global Young Leaders Dialogue (GYLD). The
program is widely acclaimed by the international youth community and has
significantly increased youth engagement in achieving the Sustainable Development
Goals (SDGs) with multiple detailed schemes. In 2021, Chinese President Xi Jinping
responded to a letter written by GYLD participants, recognizing the success of the

program, and encouraging young people to take a lead in shaping the future of China.
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This report brings together the latest research results from researchers and experts of the
Center for China and Globalization (CCG) in the field of talent development, examining the
current state of global talent mobility through comprehensive research, data analysis, policy
analysis, and other analytical perspectives, based in principles of openness and the free flow
of human resources. The first chapter looks at the talent competitiveness index of major
countries. The second chapter looks into the current state of and trends in global talent
mobility. The third chapter dives into the migration policies of major countries and their
potential effects on global talent flows. The fourth chapter closes the report by providing
concrete advice for managing global talent flows. We hope to leverage this report to foster a
global dialogue on international talent exchange and that it will serve as a global public good
and as an aid to international talent governance. We are confident that facilitating the
international flow of talent can effectively create a fairer, more cooperative, and inclusive
international environment where we can reach a consensus on talent development and
exchange and promote a shared future with win—win results.
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