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Abstract: This paper constructs a four-dimensional evaluation system of international human resource 

competitiveness, involving supporting economic development, education, market disposition and health 

security. Using the data of 34 countries from 2004 to 2007, the paper measures the levels of human 

resource competitiveness of the 34 countries during the four years and divides them into three classes, 

using the method of cluster analysis. Based on these, the international competitive landscape of human 

resource and changes taken place during the four years are described. This analysis would be helpful in 

estimating China`s relative position of human resource competiveness on international level and predicting 

its growing trend.  
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I. Introduction 

 

In recent years, with the in-depth progress of market reform, the advent of an aging population, the 

rising labor costs in the business and exam oriented education crisis intensified, it is a general trend to migrate 

from a "large-population power" to "human resource power", which is now an established policy, a basic 

guiding direction and a strategic task of China for future social and economic development. 

It should be clear that the human resource Power is a complex concept concerning a country’s 

comprehensive capacity and whether it is at the core position in the international competitive landscape. It is 

not only related to a national capacity for "Education and Human Resource Development", but also involves 

a wide range of contents of its owned stocks and flows of human resources supporting economic 

development in the reality, market flow disposition and efficiency, as well as social security environment and 

conditions. Based on this vision, at what level is China`s current human resource capacity, and what is its 

relative position of human resource competiveness on international level and its growing trend? This is what 

the paper intends to give a positive answer. 

To this end, we constructed a four-dimensional indicator system for measuring the level of the 

international human resource competitiveness, and based on this system, we collected the relevant statistical 

survey data from the World Bank, the World Health Organization, the World Economic Forum and other 

relevant international organizations, assessed and classified the level of the international human resource 

competitiveness of 34 major developed and developing countries by use of factor analysis and cluster 
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analysis, trying to take an outlook at and grasp the general distribution of international human resource 

competitiveness of all countries in the world, and China's basic position and dynamic trend in the 

international landscape of human resource competitiveness, and give policy recommendations. 

 

II. Literature Review 

 

With regard to the concept of "Human Resources", it was originally officially proposed by management 

expert Peter Drucker (1954) in his famous book Management Practice and   clearly defined. Drucker’s 

argument for putting forward "human resources" was to express the meaning that the traditional "personnel" 

concept cannot express, i.e. employees naturally have and can self-govern the use of "coordination force, 

integration power, judgment power and imagination." Drucker believed that compared with other resources, 

the specialty of human resource is that it must be utilized through an effective incentive mechanism, and 

triggers the visible economic value of enterprises. At the same time, economists have begun to focus on 

non-material capital factors and their important role in promoting economic growth. Schultz (1961) 

suggested that economic growth is not only related to quantity of human resources (labor), but also to the 

quality of human resources (knowledge, skills and others of education elements), so he specially raised the 

"human capital"(Human Capital) concept and formulated a set of systematic (mainly education economics) 

theory system. In addition, Mincer (1958) and Lucas (1988) all reinforced the important role of “learning by 

doing” in the process of human capital formation, which implies the institutional background of the flow and 

disposition in the labor market. Kuznets etc. (1964) thought that in the market economy environment, human 

resources (labor) flowing from the low marginal sectors to high marginal sectors will achieve effective 

market disposition, help to improve economic efficiency, and promote economic development. 

Solow (1956), Romer (1989) and other scholars’ studies showed that the quantity and quality of human 

resources in a country or a region have a great role in promoting economic growth. To this end, researchers of 

relevant fields have gradually begun to focus on the measure issue for international competitiveness of 

human resource, summed up roughly in two angles: first, production method or cost method is used to 

estimate the stock; second, indicator method is used to give score and rank of stock. Due to the problem of 

data availability, the former focuses primarily on the discussion for academic level of theory, while the latter 

has closer link with this paper's work. 
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Regarding the first attempt for scoring and ranking the human resource on the country basis, it could be 

dated back to 1990 when the United Nations Development Programme (UNDP) released the "Human 

Development Index"(HDI), which includes three dimensions of indicators of life expectancy, adult literacy 

rate, combined gross enrollment rate and GDP per capita. In the use of threshold value method for making 

dimensionless treatment, the indicator scores will get arithmetic average and obtain by the Human 

Development Index. When UNDP calculated the HDI value, they took the average income of the population 

of developed countries on poverty line as the maximum value for calculating per capita GDP index difference 

rate. It was clearly focused on this particular goal of developing countries as "anti-poverty pointer". After all, 

it could not be counted as a comprehensive index for fully measuring ability level of human resources in 

different countries or regions. In recent years, a number of international organizations and scholars have been 

dedicated to the research work of building a national or regional human resource capability comprehensive 

index, and made a series of promising research results. For example, the Lisbon council built "European 

Human Capital Index" including four dimensions of human capital endowment, human capital utilization, 

human capital productivity, population and employment. (Edder, 2006) Chou etc. (2008) started from three 

dimensions of infrastructure construction (including education, values, and labor market), investment 



(including research expenditure and human capital), output (divided into intermediate and direct output), 

built the index system of human resource competitiveness, measured human resource situation in science and 

technology, and determined weight of index based on the standardization by way of layer level analysis. 

In China, some scholars have also made relevant exploration and efforts. For example, Yang Lin and 

others (2009) constructed evaluation index system for human resources including the quantity index, quality 

index, disposition index and education index, and assessed the human resources in the western minority areas 

by method of factor analysis.]Ni Pengfei, Pan Chenguang and others (2010) built a "Talent Global 

Competitiveness"(TGC) index system in accordance with the talent body, talent environment, talent to create 

wealth and talent to stay innovative in four-dimension framework, reflecting "compared with other countries, 

the ability of the group in a country with more human capital to create wealth and innovation in a certain 

living environment, business environment, innovation environment and macro-environmental conditions”. 

These research results provided useful inspiration for the follow-up studies, but relevant studies also have 

many imperfections, the dimension set by some of the index systems has issue of un-extended concept, and 

ambiguous theoretical logic layer, and some studies have the issue of having no comprehensive range of 

target objects, not covering complete internal coverage and extension of international competitiveness of 

human resources, but mainly focusing on the measure for some target groups or some layers of international 

competitiveness of human resource. 

In summary, we can see that the international competitiveness of human resource is a predominant 

element in the measure for a country’s or regional economic development power. It plays not only a 

fundamental support role in the stock and incremental quantity for the economic growth, but also plays a 

strategic decisive influential role in a country’s or regional economic structure improvement, economic 

system changes and improvement of economic welfare through education development, market disposition 

and social security. Therefore, we believe that to measure the international competitiveness of human 

resource does not only give attention to the number size of human resources but also to the quality level of 

human resources; not just focus on education and development capabilities, but also capabilities for market 

disposition and health security; not only to the "development" state, but also to the potential for the " system 

changes", even more so especially for China, such a huge developing country under state of changing from 

multiple systems. 

 

III. Evaluation Index System and Sample Data Selection 

 

We believe that the international competitiveness of human resource is the overall reflection of driving 

force in the international competitive landscape for its advanced industrial structure, market system 

changes and people-oriented welfare improvement as a result of a country’s or regional stock and 

incremental quantity of human resource for sustainable supporting economic development, education, 

market disposition and social security. To this end, we construct a four-dimensional "Index System of 

International Competitiveness of Human Resource" (see Table 1). 
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Table 1  Four-dimensional Index System of International Competitiveness of Human resource 

Dimension Index Note to Index 
Nature of 

Index 

A1 Working-age population size (thousands) Number of population aged 15-64 Positive 

A2 Proportion of working-age population (%) Population aged 15-64 / total population Positive 

A3 Youth dependency ratio（%） Population below15/population aged 15 -64 Positive 

A4 Natural population growth rate（%） Annual population growth rate Positive  

A.  

Supporting 

Economic 

Development 
A5 Comparative advantage in labor costs GDP/total wages Positive 

B1 Public education spending in GDP (%) Public education spending /GDP Positive 

B2 Corporate investment in staff training and 

development  
1=rarely，7=a large number of investment Positive 

B3 Average years of schooling (years) Of population above 15 Positive 

B4 Gross enrollment ratio for high education (%) Tertiary enrollment / school-age population Positive 

B5 College educated population ratio above 25 

years old（%） 

college educated population above 25 years old / 

population above 25 
Positive 

B. 

 Education 

B6 Level of education to meet the competitive 

economic needs  
1= not satisfied，7=  satisfied Positive 

C1 Ease and difficulty to employ labors 0=very easy，100=very difficult Reverse 

C2 Unemployment ratio（%） unemployed are involuntarily unemployed Reverse 

C3 Marching between wage and performance 1=irrelevant, 7=highly correlated Positive 

C4 Dismissal costs Times of weekly wages Reverse 

C5 Rigorousness of labor regulations 1=very relaxed，100=very strict Reverse 

C.  

Market 

Disposition 

C6 Wage determination mechanism 1= collective bargaining，7= each company to decide Positive 

D1 Health spending in GDP（%） Total expenditure on health / GDP  Positive 

D2 Public Health Expenditure（%） Public Health Expenditure / total health expenditure Positive 

D3 Mortality rate for aged below 5 years old（‰） Probability of infants died before reaching 5 years old Positive 

D4 Proportion of undernourished population (%) 
population below the minimum dietary standards / total 

population 
Reverse 

D5 Life expectancy（year） Life expectancy at birth Positive 

D.  

Health 

Security 

D6 Average disability-adjusted life years (year / 

100,000) 

Years converted from disabled 100,000 by standardized 

age 
Reverse 

 

Dimension A: Human resource competiveness on supporting economy development refers to the 

matching support strength of quantity (including stock and incremental), composition and quality of human 

resources possessed by a country for its economic growth and industrial development in a specific period of 

time. In this dimension, we selected five indicators, namely: (A1) working-age population size; (A2) the 

proportion of working-age population; (A3) youth dependency ratio; (A4) natural population growth rate; 

(A5) labor cost comparative advantage. Where, A1, A2 and A3 are associated with the demographic 

dividend and liabilities, and they reflect a country's stock and potential incremental condition of human 

resources; A4 reflects the dynamic trend of a country's human resource supply and potential trends; A5 

refers to GDP created by the unit labor costs (labor compensation that is total payroll), reflecting a country's 

economic growth and the size of labor costs content in the industrial development. The above indicators are 

positive indicators. 
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Dimension B: Human resource competiveness on Education refers to a national capacity to meet 

the need of all areas of professional and technical personnel at all levels in national economic sectors in a 

specific period of time relying on formal school education system and social non-formal training system to 

develop and re-develop the possessed potential human resources. In this dimension, we chose six indicators, 

namely: (B1) proportion of public education expenditure in GDP; (B2) corporate investment in staff 

training and development; (B3) average years of education of population above 15 years old; (B4) gross 

enrollment rate of higher education; (B5) proportion of college educated population above 25 years old; 

(B6) level of composition of education to meet the economic competition needs. Among them, B1 and B2 

reflect the investment intensity of the government and business education development; B3, B4 and B5 

reflect the main achievement of a national human resource development of education; B6 reflects the level 

of a country's education system to meet the market and social needs. The above indicators are positive 

indicators. 

Dimension C: Human resource competiveness on market disposition refers to the effective degree 

of standardization for national human resources to achieve flow and disposition based on market 

mechanism. In this dimension, we chose six indicators, namely: (C1) degree of difficulty to hire employees; 

(C2) unemployment rate; (C3) marching between wage and performance; (C4) cost of firing employees; 

(C5) rigorousness of labor regulations; (C6) wage determination mechanism. C1 and C2 reflect a country's 

active degree of labor market, C1 reflects the sensitive degree of development and regulation of labor 

market mechanism, C2 reflects to a certain extent the effect of a country's market mechanism in the 

disposition of human resources, the higher unemployment rate the worse disposition efficiency; C3 and C4 

reflect a country's market degree of labor market, C3 reflects the economic effect and regulation sensitivity 

degree of human resources price mechanism, C4 explains the degree of difficulty for human resource flow 

or level of transaction costs; C5 and C6 reflect the degree of interference of a national non-market factors 

(government and trade unions, etc.) in the labor market. Under the direction of the market-oriented 

disposition of human resource, C1, C2, C4, C5 are reverse indicators, and C3, C6 are positive indicators. 

Dimension D: Human resource competiveness on health security refers to a country’s capacity for 

social security to maintain its stock and incremental of human resources to achieve sustainable and healthy 

development. In this dimension, we chose six indicators, namely: (D1) proportion of health spending in 

GDP; (D2) proportion of public health expenditure; (D3) mortality rate for aged below 5; (D4) proportion 

of undernourished people; (D5) expected life expectancy; (D6) average disability conversion period limit. 

Where, D1 and D2 reflect a national government and society’s investment in terms of medical and health 

security; D3, D4, D5 and D6 reflect a country's overall achievement for health security of human resources  

and the basic level of stock and incremental of human resources. In the above indicators, D3, D4 and D6 

are reverse indicators; D1, D2 and D5 are positive indicators. 

Based on the evaluation indexes system and the availability and comparability of data, the authors 

choose 34 countries as samples, using the data from 2004 to 2007 to measure the human resource 

competitiveness of these countries. Most OECD countries (except Germany and Iceland) ① and middle 

income countries like China, Brazil, India, Russia, Philippine, Mexico, Indonesia, Malaysia and Pakistan 

are included in the samples. The level of economic development and human resource competitiveness are 

higher in the former countries, and lower in the latter countries. Additionally, situation of countries in the 

latter group has certain comparability with that in China. 

Data for six indexes belong to survey data from business people. Among them, data for C1, C4 and C5 
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came from the reports of “doing business” published by the World Bank (2005, 2006, 2007, 2008). Data for 

C2, C3 and C6 come from “The Global Competitiveness Report” published by the World Economic Forum 

(2006, 2007, 2008, 2009). Data for the rest 17 indexes are statistical data. Among these data, D6 came from 

the database of World Health Organization, and the others came from the database of World Bank. Public 

education expenditure in China is measured by state financial education funds, from “China Yearbook” 

published by the National Bureau of Statistic (2008). The definition of state financial education funds 

includes the national finance budget education funds, education taxes levied by all levels of government 

and income from school- managed enterprises, work-study program and social service used for education 

funding, which is similar to the definition of public education expenditure in the World Bank Database.  

In addition, it should be noted that due to limitations in the data availability and comparability, 

selection for some dimensions of index may have some bias, such as dimension D, which only reflects the 

situation of medical health, but for pension, work injury insurance and occupational safety aspects cannot 

be reflected due to the difficulty for data collection. 

 

IV. Data Processing 

 

There are some missing data, reverse indexes in the indexes system. And the measurement units are 

different among each other. So, pre-processing is needed here. Missing data exists in (B3) average years of 

schooling, (B5) proportion of population with tertiary aged more than 25 and (D6) average 

disability-adjusted life years. In D6, the newest data was about the situation in 2004. Therefore, the national 

index value for 2005-2007 was still counted as data for 2004. And the data issued by the World Bank for 

B3 and B5 are published once every 5 years, So data in 2000 is counted for the national index value in 

2004, and data in 2005 is counted for the national index value between 2005 and 2007. 

During the process of indexes positive transformation, reciprocal method and linear transformation 

method are used frequently. But the use of reciprocal method would change the distribution laws of 

primitive value. And it is not applicable when zero exists in data. So the paper chooses the linear 

transformation method. And the calculation formula is shown as follows: 

maxij j ijx x x  
 

In the formula, ijx  and 
ijx   

j

stand for the primitive value of sample i on index j and the value after 

positive transformation. 
max x

 refers to the maximum of all the samples on index j. 

Standardization method, threshold method and linear proportion method are often used during the 

dimensionless process (Guo Yajun, Yi Pingtao, 2008). Stability of the result needs to be considerate, when 

methods are chosen. Taking panel data for example，fluctuations may exist among data of a sample in 

different years. If the result is too sensitive to the changes, it would bring the instability and 

incommensurability of the result. (Guo Yajun, 2008) In standardization method, the mean and standard 

deviation are statistic indexes of the whole sample, leading to better stability. But in threshold method and 

linear proportion method, only maximums and minimums are used. These would make the result sensitive 

to the change of data. So, the paper chooses standardization method. And the calculation formula is shown 

as follows: 
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( ) /i j i j j jx x x S  
 

In the formula, ijx  and 
ijx   stand for the primitive value (or the value of Reverse index after positive 

transformation) of sample i on index j. jx
 and jS

 refer to the mean and standard deviation of all the 

samples on index j. 

Besides, to ensure the evaluation comparable in both time dimension and sectional dimension, the 

paper makes some adjustment on the method of pretreatment. 
max jx 、 jx  and in the calculation 

formulas of linear transformation and standardization refers to the maximums, mean and standard deviation 

of the whole sample from 2004 to 2007. 

jS

Based on the pretreatment of data, the paper uses the subjective weighting method to determine the 

weight of each index. Every index in each dimension suggests different aspects of the dimension. And their 

importances are identical. Importances between the four dimensions are different. Comparatively speaking, 

the education and health security system are of utmost importance during the process of human resource 

development. So, the weights of Dimension A to D are 20%, 30%, 20% and 30%.  

Accordingly, we calculate the scores of each country in the four dimensions and the total score of 

human resource competitiveness. For comparison, the scores are converted into centesimal system. And the 

calculation formula is shown as follows: 

( m in ) / (m ax m in ) * 100ij ij j j jx x x x x     

In the formula, ijx  and 
ijx   refer to the primitive score and centesimal score of sample i on 

dimension j, min jx  and max jx refer to the maximum and minimum of the whole sample on dimension j. 

 

V. Calculation Results and Policy Implications 

 

Based on the method above, we calculate the score of international human resources competitiveness 

in 34 countries between 2004-2007, shown in table 2. And China’s human resource competitiveness is 

between 24-26.  
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Table 2 Total Score and Rank of International Human Resource Competitiveness of 34 

Countries in the World from 2004-2007 

2004 2005 2006 2007 Country 
Score Rank Score Rank Score Rank Score Rank 

China 55.75  26 54.23  25 57.56  25 60.09  24 

Ireland 81.22  10 84.32  9 82.95  12 87.23  9 

Austria 74.14  15 73.80  17 74.78  16 73.89  17 

Australia 86.78  8 89.42  7 91.70  5 94.47  4 

Pakistan 0.00  34 6.98  34 6.62  34 6.50  34 

Brazil 29.27  32 32.04  31 40.78  30 41.35  30 

Belgium 77.02  13 78.72  13 77.02  15 81.86  13 

Denmark 90.13  4 91.95  3 94.57  3 95.13  2 

Russia 50.45  27 51.19  29 51.52  29 55.31  28 

France 71.10  18 70.85  19 72.85  18 72.94  18 

Philippines 31.36  30 35.02  30 38.41  31 39.69  31 

Finland 75.71  14 79.67  12 80.62  13 81.24  14 

Korea 80.22  12 77.20  14 86.14  8 83.23  11 

Netherlands 72.63  16 74.53  16 78.80  14 80.10  15 

Canada 91.49  3 89.98  6 91.83  4 93.82  5 

Czech 

Republic 
69.98  19 73.61  18 74.17  17 78.07  16 

Luxemburg 63.90  21 68.38  20 66.74  20 66.04  20 

Malaysia  71.80  17 76.62  15 71.01  19 69.66  19 

USA 100.00  1 97.75  1 98.56  1 99.43  1 

Mexico 43.99  29 52.15  28 53.57  28 51.79  29 

Norway 87.74  6 87.46  8 85.96  9 88.07  8 

Portugal 55.96  25 56.62  24 57.24  26 57.87  27 

Japan 87.55  7 90.77  5 87.36  7 88.58  7 

Sweden 80.39  11 80.93  11 83.44  10 84.63  10 

Switzerland 88.66  5 91.50  4 89.82  6 91.12  6 

Slovakia 60.97  22 59.71  22 62.40  22 64.33  21 

Spain 59.13  23 59.14  23 61.29  23 61.60  22 

Greece 47.82  28 53.06  27 58.32  24 59.71  25 

New Zealand 95.90  2 94.65  2 95.74  2 94.48  3 

Hungry 65.51  20 65.14  21 63.07  21 61.11  23 

Italy 56.31  24 54.16  26 56.99  27 57.88  26 

India 30.22  31 29.07  32 32.27  32 33.89  32 

Indonesia 11.98  33 24.78  33 31.45  33 29.35  33 

UK 82.12  9 82.95  10 83.11  11 82.42  12 

 

The result also shows the differences of Chinese human resource competitiveness among the four 

dimensions. As is shown in table 3, China has process an apparent advantage over human resource 

competitiveness of supporting economic development and the growth of competitiveness of market 

disposition is rapid. But we can see China’s complete inferiority on the competitiveness of education and 
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health security. 

 

Table 3  Score and Rank of Each Dimension Indicator for China’s International Capacity for 

Human Resource from 2004-2007 

2004 2005 2006 2007 Each 

Dimension 

and Index 
Score Rank Score Rank Score Rank Score Rank 

A 97.00 2 97.08 1 91.71 1 86.33 1 

B 24.13 32 21.07 33 26.61 33 33.41 32 

C 67.99 12 66.82 12 71.96 11 72.58 11 

D 53.17 29 53.59 29 54.67 29 55.43 30 

Total 55.75 26 54.23 25 57.56 25 60.09 24 

 

In order to further catch accurately the relative position and the future target of China, we divide the 34 

countries into several classes, using the method of cluster analysis. Euclidean square distance method and 

sum of squares method are used to measure the distance between samples and groups. Dendrograms is 

shown in figure 1. In figure1, 0-25 refers to the relative distance between groups (the maximum of the 

relative distance is defined as 25), label graphic refers to the 34 countries, and the lines show the process of 

merging cluster. 

 

Figure1  Dendrogram of Cluster Analysis on Human Resource Competitiveness in 2007 

 

 

According to the result of cluster analysis, the 34 countries can be divided into groups ranging from 
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2-7 according to the relative distance between groups. To ensure the significance of classification, we 

selected the three-group scheme from the point of view that the distance between categories should be as 

large as possible. Accordingly, the 34 country-specific classifications of samples are as follows. Group 1: 

Ireland, Korea rep., Japan, Switzerland, England, Czech Republic, Canada, New Zealand, Australia, 

America and Demark; Group 2:Belgium, Holland, Austria, France, Norway, Sweden, Finland, Luxemburg, 

Spain, Portugal, Italy, Greece, Slovakia Republic, Hungary, Russia and Malaysia; Group 3: Philippine, 

Indonesia, Brazil, Mexico, China, India and Pakistan. 

Basic situation of the scores different countries got in each group are cited in table 4, so as to explain 

the implication of each group. 

 

Table 4  Scores on Four-Dimension Index for Different Groups in 2007 

（Mean Value and Standard Deviation） 

Group Num A B C D 

1 11 18.37(10.83) 83.94(8.91) 84.32(11.25) 93.00(4.74) 

2 16 10.25(10.04) 67.53(18.49) 51.64(15.54) 88.97(12.72) 

3  7 52.73(23.51) 32.55(11.46) 49.86(16.86) 36.39(25.86) 

Total 34 21.62(21.29) 65.64(23.43) 61.84(21.19) 79.45(26.46) 

 

Based on the result of merging cluster and table 4, characteristics of the four dimensions in each group 

can be described as follow: 

Group1  Countries in group1have great advantages on education, market disposition and health 

security. But the score on Dimension A is lower. There are problems in population aging and high labor cost, 

but education and health security are well developed, and market-oriented degree in labor market is high. 

Economic development in these countries is mainly depended on high quality human resource. And 

countries in this group can be defined as developed countries in human resource. 

Group2  Countries in group 2 have advantages on education and health security, too. But scores on 

Dimension A and Dimension C are lower compared to those in group 1. Education and health security in 

these countries are also well developed. Population aging and high labor cost also exist in these countries. 

Additionally, as most of these countries are old capitalist countries or former socialist countries with 

planned economy, the powerful unions and the inertia of planned economy make human resource 

competitiveness on market disposition in group2 is lower than that in group1. Economic development in 

these countries is also depended on high quality human resource. And countries in this group can be 

defined as middle developed countries in human resource. 

Group3  Countries in group 3 have great advantage on supporting economic development. But scores 

on market disposition, education and health security are extremely low. These countries are in “population 

dividend” period, there are abundant labor resources in these countries, and the labor cost is very low. Most 

of these countries are emerging developing countries，the development of labor market lasted for just a 

short time. But due to the large scale of labor transfer, labor markets in these countries are active, which 

decreases the gap of competitiveness on market allocation between this group and group2. However, 

education system and health security system in these countries are not well developed, which leads to the 

lack of long turn dynamic of human resource on economic development. Countries in this group can be 

defined as less developed countries in human resource. 
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It should be noticed that，the mean score on the four dimension of each group can be treated as the 

basic evaluation criterion on whether the human resource competitiveness is strong or not; a country cannot 

make up its relatively lower score on one indicator fully with relatively higher scores on other index, due to 

specific meaning of each dimension and index. For example, china’s advantage on human resource 

competitiveness of supporting economic growth and market allocation doesn’t mean that china is already in 

the group of middle developed countries in human resource. In fact, according to the result, china’s 

international human resource competitiveness is in the list of less developed countries, ranking 27 among 

the 34 countries. Additionally, as countries vary in the development of international competitiveness, this 

division and standards change over time. 

We list China’s scores on the four dimensions and the maximums, minimums and means for the above 

groups and the sample set of all countries for visual comparison, so as to estimate China`s relative position 

of human resource competiveness on international level and predict its growing trend. The results show that 

China’s score on supporting economic growth is absolutely dominant. Score on market disposition is also 

higher than most countries in group 2. But China’s scores on education and health security are much lower 

than most countries in group2, and are just a bit higher than the mean in group 3. 

 

Table 5 Relative Position of China in Overall Situation of International Human Resource 

Competitiveness within 34 Countries in 2007 

Dimension 
Relative 

Value 
China Group 1 Group 2 Group 3 Total 

Mean 18.37 10.25 52.73 21.62 

Min. 3.01 0.28 32.20 0.28 A 

Max. 

86.33 

35.16 36.14 86.33 86.33 

Mean 83.94 67.53 32.55 65.64 

Min. 68.50 43.34 9.90  9.90 B 

Max. 

33.41 

99.39 97.49 47.41 99.39 

Mean 84.32 51.64 49.86 61.84 

Min. 62.17 28.37 33.40 28.37 C 

Max. 

72.58 

100.00 86.86 72.58 100.00 

Mean 93.00 88.97 36.39 79.45 

Min. 81.01 55.95 1.09 1.09 D 

Max. 

55.43 

98.96 100.00 66.99 100.00 

 

We also calculate the average added value of China’s scores on the four dimension between 2004 and 

2007. The added value① of the four dimension are -3.56、3.09、1.53 and 0.75. According to the speed of 

development, assuming that situation in other countries remain unchanged, China’s score on dimension A 

would be lower than the mean of group 1 and group 2 in 2027 and 2029; score on dimension B would reach 

the mean of group 2 and group1 in 2019 and 2024; score on dimension B would reach the mean of group 1 

in 2015; and score on health security would at least need 40 years to catch the mean of group. Overall, it 

would be possible and feasible for China to enter the group of human resource powers, if China can focus 

on develop human resource competitiveness on health security and education, guarantee the unceasing 

development of human resource competitiveness on market disposition, and make efforts to avoid the rapid 

                                                        
① Added value for certain dimensions= (score of the dimension in 2007-score of the dimension in 2004) /3. 
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decrease of human resource competitiveness on supporting economic development.  

In summary, the overall situation and the outlook of the international competitiveness of human 

resource of China is not optimistic. Mental preparation of "fighting a protracted war”, in order to reach the 

goal of building a human resource Power. And impatience, excessive grandioseness and the desire for quick 

return should be avoided, Moreover, China’s development on international human resource competitiveness 

needs to be ascended at our own pace, based on the situation of China and the trends of the whole world. 

 

References: 

 

Chou,Ying-Chyi, Hsu, Ying-Ying & Yen, Hsin-Yi. (2008). Human Resources for Science and Technology: 

Analyzing Competitiveness Using the Analytic Hierarchy Process. Technology in Society 30, 141-153. 

 

Drucker, P. F. (1964). The Practice of Management. New York: Harper & Brothers. 

 

Ederer, Peer. (2006). Innovation at Work: the European Human Capital Index. Lisbon Council Policy Brief, 

1(2) . 

 

Guo, Yajun. (2008). Theory, method and application of comprehensive evaluation. Beijing: Science Press. 

 

Guo, Yajun & Yi, Pingtao. (2008). Character Analysis of Linear Dimensionless Methods. Statistical 

Research 2, 93-100. 

 

Kuznets, S. & Thomas, D. S. (1964). Population Redistribution and Economic Growth: United States, 

1870～1950. American Philosophical Society 3. 

 

Lucas R. E. (1988). On the Mechanics of Economic Development. Journal of Monetary Economics 22, 

3-42. 

 

Mincer J. (1958). Investment in Human Capital and Personal Income Distribution. The Journal of Political 

Economy 66(4).281-302. 

 

National Bureau of Statistics. (2008). The Statistic Year Book of China. Beijing: China Statistic Press. 

 

Ni, Pengfei etc. (2010). International Talent Competitiveness: seeking for china’s orientation. Beijing: 

Social Sciences Academic Press. 

 

Romer P. M. (1989). Human capital and Growth: Theory and Evidence (Working Paper No.3173). 

Cambridge, MA: National Bureau of Economic Research. 

 

Shultz, T. W. (1961). Investment in Human Capital. American Economic Review 51 (1), 1-17. 

 

Solow, R. M. (1946). A Contribution to the Theory of Economic Growth. Quarterly Journal of Economics 

70, 65-94. 

 12 / 13 
 

 

http://dlib.edu.cnki.net/KNS50/Navi/Bridge.aspx?LinkType=BaseLink&DBCode=cjfd&TableName=cjfdbaseinfo&Field=BaseID&Value=TJYJ&NaviLink=%e7%bb%9f%e8%ae%a1%e7%a0%94%e7%a9%b6
http://dlib.edu.cnki.net/KNS50/Navi/Bridge.aspx?LinkType=BaseLink&DBCode=cjfd&TableName=cjfdbaseinfo&Field=BaseID&Value=TJYJ&NaviLink=%e7%bb%9f%e8%ae%a1%e7%a0%94%e7%a9%b6


 13 / 13 
 

United Nation Development Program. (1990). Human Development Report, New York: Oxford University 

Press. 

 

World Bank. (2005). Doing Business in 2005: Removing Obstacles to Growth, Washington, DC: Word 

Bank. 

 

World Bank. (2006). Doing Business in 2006: Creating Jobs, Washington, DC: Word Bank. 

 

World Bank. (2007). Doing Business in 2007: How to Reform, Washington, DC: Word Bank. 

 

World Bank. (2008). Doing Business 2008, Washington, DC: Word Bank. 

 

World Economic Forum. (2006). The Global Competitiveness Report 2005-2006, Geneva: the World 

Economic Forum. 

 

World Economic Forum. (2007). The Global Competitiveness Report 2006-2007, Geneva: the World 

Economic Forum. 

 

World Economic Forum. (2008). The Global Competitiveness Report 2007-2008, Geneva: the World 

Economic Forum. 

 

World Economic Forum. (2009). The Global Competitiveness Report 2008-2009, Geneva: the World 

Economic Forum. 

 

Yang, Lin etc. (2009). Human Resources Evaluation and Development in the West Minority Area of China. 

Economic Research Journal 10, 36-47. 

http://dlib.edu.cnki.net/KNS50/Navi/Bridge.aspx?LinkType=BaseLink&DBCode=cjfd&TableName=cjfdbaseinfo&Field=BaseID&Value=JJYJ&NaviLink=%e7%bb%8f%e6%b5%8e%e7%a0%94%e7%a9%b6

