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Abstract 

Since the last century, the international competition for talents has gradually started. 
Due to historical reasons, the implementation of high-level talent introduction strategy 
in China started late, which is inferior to developed countries such as the United States 
and Japan, and lacks experience. On the basis of a reasonable analysis of the advantages 
of foreign high-level talent introduction strategy, this paper summarizes the 
shortcomings of China's current talent introduction mechanism, and puts forward some 
countermeasures and suggestions for Chinese universities, which are conducive to the 
implementation of overseas high-level talent introduction strategy and play a more 
effective role. 
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1. Introduction 

The key to the cultivation, introduction, use, development and retention of talents lies in 
policies. High-level talents master high-quality, sophisticated and cutting-edge technology, 
which represents the direction of discipline and is the forerunner of promoting discipline 
development. Therefore, it is an important measure to establish and improve the policy system 
of training and introducing high-level talents. By summarizing the literature on talent policy, it 
is found that the existing research mainly focuses on the introduction of the experience of talent 
training and talent introduction in foreign developed countries, and the research on thousands 
of high-level talent policies is less. Yang Ligao and others analyzed the development measures 
of high-level talents in the United States. Zheng Dailiang and others believe that China's high-
level talent policy has the characteristics of weak legalization, encouraging officials to be based, 
emphasizing introduction and neglecting training, and on this basis, it compares the high-level 
talent policies between China and the United States. On the basis of investigating the policies of 
training and introducing high-level talents between China and developed countries, this paper 
compares the differences between China and other countries in the measures of high-level 
talents in order to provide reference for the formulation of high-level talents policies.  
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2. The development status of overseas high level talents introduction in 
Universities 

2.1. Gradually establish a special talent introduction management 
organization 

At present, Chinese universities have gradually established specialized management 
institutions. For example, Nanjing University has a talent office under the Human Resources 
Department, Nanjing University of Science and Technology has established a talent office and 
an academician office, which are co-located, and Southeast University has established a talent 
work section under the Personnel Department. These institutions have opened a green channel 
for rapid response to the introduction of overseas high-level talents, and have played a very 
good service function in formulating supporting policies, handling relevant procedures, and 
coordinating daily management. 

2.2. Multi channel introduction is adopted 

Adopt various forms to introduce overseas target talents flexibly. First, the global open 
recruitment mechanism is widely adopted. For example, Nanjing University of Information 
Science and Technology has conducted six large-scale global recruitment since 2006. At present, 
42 high-level talents have taken up important scientific research and management positions in 
the university. Second, choose an appropriate overseas recruitment information publishing 
platform. For example, since 2008, Suzhou University has signed a perennial cooperation 
agreement with the world's top academic journal Science and the online media Science 
Network, and published a talent recruitment announcement, which received a very enthusiastic 
response. The third is to hire talents and consultants overseas, and organize a series of 
recruitment activities overseas. For example, Nanjing University has set up selection 
committees overseas, and hired some famous overseas alumni to serve as special consultants 
for the principal's talent work, so as to recruit high-level talents for the school through their 
academic status and influence. 

2.3. Application of flexible talent introduction mode 

There are mainly three successful combinations of talent introduction. First, the "master+team" 
model introduces high-end talents with them as the core, and at the same time introduces other 
high-level talents to create a new research team. For example, Nanjing University successfully 
introduced Professor aaron ciechanover, a Nobel Prize winner in chemistry and an academician 
of the Israeli Academy of Humanities and Natural Sciences, and at the same time, with him as 
the core, introduced other high-level talents including Professor Li Guigen, who was selected in 
the "Thousand Talents Program", and established the "Nanjing University Institute of 
Chemistry and Biomedical Sciences" to build a world-class institute of chemistry and 
biomedicine. The second is the "discipline+talent" model. The International Earth System 
Science Research Institute of Nanjing University and the Urban Engineering Science and 
Technology Research Institute of Southeast University all draw lessons from the management 
methods of world-class academic institutions, adopt the director responsibility system, give the 
director full autonomy in personnel employment, salary distribution, discipline construction, 
etc., and expand the "discipline special zone" into "talent special zone", It has become an 
international talent highland to attract overseas high-level talents to return home for 
innovation and entrepreneurship. The third is the mode of "Introduction + Intelligence 
Introduction". Adhering to the principle of "not for all, but for the use", through the flexible 
introduction mode, attract overseas high-level scholars to the University for part-time 
academic exchanges. For example, Nanjing University has set up a number of part-time named 
Professor programs, attracting more than 60 overseas talents to carry out various forms of 
academic exchanges and cooperation. 
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2.4. Pay more attention to the construction of scientific research platform 

There are mainly three modes of scientific research platform construction. First, relying on the 
existing key disciplines and national key laboratories of the university, we should establish a 
high-level and international scientific research base, and bring the research field with good 
foundation to a new level. For example, Nanjing University has won the support of the National 
High-level Foreign Experts' Talent Introduction Program (111), and has declared competition 
in the fields of physics and life sciences and won two talent introduction bases. Second, refer to 
international standards, invest in establishing new research bases, and stimulate the 
development of new research fields. For example, Suzhou University, with internationally 
renowned scientists as its core and referring to the standards of international high-level 
laboratories, has set up more than ten new research bases, such as the Institute of Functional 
Nanometer and Soft Materials. Third, it is to combine with regional economic development, 
cooperate with government and enterprises to establish a high-level innovation and 
entrepreneurship base in the form of cooperation between industry, education and research. 
For example, Nanjing University and Jiangning Economic and Technological Development Zone 
jointly established the "national advanced base area for overseas high-level talents innovation 
and entrepreneurship", fully tap the resources of the school and play a good academic support 
for the regional economic development. 

2.5. Provide excellent salary 

Chinese universities have basically given generous treatment in terms of resettlement fees, 
research start-up funds and housing after the introduction of overseas high-level talents. For 
example, Nanjing University and other universities pay 100,000-200,000 yuan of post 
allowance every year to well-known experts and academic leaders who have important 
influence outside China, and provide 500,000-1 million yuan of housing subsidies for 
outstanding talents. Yangzhou University has issued a policy to provide a set of housing of about 
200 square meters for the introduced academicians of the two academies, and to pay 1 million 
yuan for their resettlement. Suzhou University, referring to international practice, adopts the 
measures of "one person, one discussion" for outstanding high-level talents, and implements 
the agreement wage system and the annual salary system at the same time, giving more 
competitive treatment to Chinese universities. In addition, Suzhou University provides pension 
subsidies and medical insurance subsidies for foreign experts and teachers, which effectively 
protects the rights and interests of foreign experts and teachers, and is conducive to attracting 
foreign experts and experts from Hong Kong, Macao and Taiwan to work in the university. 

3. Enlighten 

3.1. The training and introduction of high-level talents has risen to the national 
strategy 

Through the analysis of China's foreign high-level talent policy, we can find that since the 21st 
century, all countries in the world have realized the importance of talent-driven, and the 
competition for high-level talents has become increasingly fierce. Countries all over the world 
have made it a national strategy to strengthen the country with talents, to build the country 
with talents, and to recruit talents. They have taken various measures, channels, and directions 
to cultivate and introduce high-level talents, and triggered a global competition for talents. 

3.2. Emphasis on the independent training and introduction of high level 
talents 

The independent cultivation and introduction of high-level talents is of profound and far-
reaching strategic significance to the development of thousands of countries. The development 
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strategy of high-level talents in the United States is to cultivate and introduce synergy and 
advance as a whole. China puts forward "equal emphasis on training and introduction". Starting 
from China's national conditions, it is both a strategic measure and an expedient measure to 
vigorously introduce foreign high-level talents to serve China. In the long run, the realization of 
the strategic goal of "strengthening the country with talents" must rely on self-trained high-
level talents, which is the fundamental problem of the country. Core technology can't be bought 
with money, and it can't be introduced. Therefore, in practice, we should improve the position 
of talent training policy and strive to practice the strategy of strengthening the country with 
talents. 

4. Proposal 

4.1. Improve the system of laws and regulations 

Strengthen the legislative work of high-level talents, establish and improve talent laws and 
regulations covering all aspects of talent resources development and management, such as 
talent security, protection of talent rights and interests, talent market management, talent 
training, attraction and use, etc., and fully bring talent management into the track of rule of law, 
thus providing a powerful legal guarantee for the development of talent market. 

4.2. Form a high-level talent echelon policy 

The cultivation of high-level talents is a gradual process. In the formulation and implementation 
of policies, we should accurately grasp and respect the development law of innovative talents, 
be scientific, reasonable and moderate, and give full play to the positive guiding role of policies. 
At the top, we should build a highland where high-end talents gather, and gather talents to build 
peaks. In the middle, we should save our energy and strengthen the construction of academic 
leaders and excellent teams. At the level of young talents, we should enhance our ability and 
build a contingent of reserve talents. According to the characteristics of talents at each level, 
the corresponding policies are formulated to form a high-level talent development policy 
support system with clear structure. 

4.3. Strengthen the implementation of supporting policies 

In order to attract, retain and make good use of talents, we should not only promulgate 
corresponding policies, but also implement them. On the one hand, we will implement 
preferential conditions for the introduction of talents in terms of settlement, medical treatment 
and children's education. On the other hand, we should build a talent development pattern of 
"four in one and linkage development" of disciplines, talents, projects and achievements. It is 
necessary to strengthen the construction of key laboratories and discipline bases, and take the 
scientific research and innovation platform as a magnetic field to attract talents, a cradle to train 
talents, a stage to play the role of talents, and a base to realize the transformation of scientific 
and technological achievements. 

4.4. Assessment innovation and establishment of targeted standards 

According to the results of this project investigation, the introduction of overseas high-level 
talents in universities pays more attention to the introduction in the early stage, and relatively 
neglects the continuous management in the later stage. That is, it is strong in "recruiting people" 
and weak in "employing people". The core of how to use good people lies in performance 
management. From the current situation, the assessment of overseas high-level talents should 
completely downplay the assessment of hard indicators such as the number of papers, the 
amount of lectures, the number and level of applied research funds, and pay more attention to 
the assessment of developmental indicators. Specific suggestions are as follows: First, the 
performance appraisal cycle should be flexible and conform to the activity characteristics of 
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overseas high-level talents. The income of overseas high-level talents can be put in the relative 
long-term of achievement, while the assessment of recent activities is relatively weakened, 
especially the process and routine assessment needs to be reduced. In addition, for part-time 
overseas high-level talents with project cooperation, it is also necessary for one person to 
discuss one case at a time, and flexibly adjust the assessment cycle. Second, we should pay 
attention to the overall assessment of scientific research teams. It is necessary to refer to the 
international assessment methods, encourage and support overseas high-level talents to set up 
teaching and research teams in various ways and forms, and implement the responsibility 
system of team chief scientists. As team leaders, they can independently recruit team members 
at home and abroad by means of employment system and project-based work assistants around 
the work objectives and tasks signed with the school. Then, in the performance evaluation, we 
should downplay the orientation of personal achievement identification, promote the 
orientation of team cooperation achievement identification, investigate the harmony of team 
activities and the satisfaction of team members, and fully recognize the efforts made by team 
leaders in the process of team building. Third, we should pay attention to the contribution of 
overseas high-level talents in teaching and university management. However, the assessment 
methods need to be flexible. For example, in teaching assessment, the focus is not on quantity, 
but on quality, and on the guidance and help to the original teachers in universities. In terms of 
management experience, it is not necessary for them to take up management positions, but 
depends on their suggestions and cooperation. 

4.5. Do a good job in service and streamline administrative affairs 

It is necessary to distinguish and balance the requirements of scientific research management 
and administrative management for overseas high-level talents. Scientific research managers 
need to have good leadership skills, including a positive view of human nature, a true 
description of development prospects, an accurate positioning of subordinates' self-realization, 
good communication skills, familiarity with majors, and practical guidance to subordinates in 
work practice. All these require managers to continue and deepen in their daily scientific 
research activities. To a certain extent, administrative management is separated from the daily 
work of scientific researchers, and more emphasis is placed on data statistics, quantitative 
indicators and calculation results, ignoring individual differences, and getting used to orders 
and coercion. Therefore, it is necessary to leave overseas high-level talents with necessary 
behavior space to do effective scientific research management, instead of letting them perform 
various routine administrative activities step by step. At the same time, the relevant 
management departments of universities need to make concerted efforts to provide various 
management services for overseas high-level talents in a timely and earnest manner. 
Specifically, they should be equipped with necessary administrative assistants and academic 
secretaries, do a good job in laboratory and equipment management and service, assist them in 
the auxiliary work of applying for various scientific research projects, and provide them with a 
good and relaxed working environment for scientific research. 

5. Conclusions 

In this paper, combined with the shortcomings of the local high-level talent introduction 
mechanism, we explored and analyzed, and finally put forward some countermeasures and 
suggestions, including innovating the talent incentive mechanism, perfecting the policy and 
legal system of high-level talent introduction, broadening the channels of overseas talent 
discovery, and improving the core competitiveness. Although Chinese universities start late and 
lack experience in the introduction of high-level talents, based on China's national conditions 
and the advantages of China's opening to the outside world, it is believed that in the future, the 
implementation efficiency of the strategy of high-level talents introduction will increase 
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significantly. On the basis of giving full play to their own advantages, Chinese universities can 
learn from each other, conform to the development trend of the times, and constantly introduce 
high-level talents, so as to improve the competitiveness of universities. 
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