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Globalization has increased the mobility of “tafesmid “knowledge-
people” in the international economy. This is assitapable trend in a world
with greater factor mobility. However, this als@ses concerns in
developing countries for the out-migration of seagualified human
resources whose development contribution at honmegertant. Beyond
return migration there are other ways also to @ti@eacontribution of talent
abroad to national development. In a world of loansportation costs and
instant communication the possibility arises foilidking, to some extent,
the place of residence of the individual from tltEwelopment contribution
to the host country. The mobilization of networkgmfessional
expatriates, frequent visits to the home countng, @ther mechanisms for
exchange of knowledge are all possibilities forrsde-linking. There is a
clear need to advance our knowledge of the intenmait circulation of
human capital, understand its determinants andaoj@vent effects.

The purpose of this note is to identify some im@ottresearch and
policy issues concerning the international mobibiftyalent linked to two
important “circuits” (or sectors) that demand qfiedl human resources in
the global economy: theternational private sector, that we will identify

here adnternational Business and Banking (IBB) and thenternational
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public sector that we shall identify here &sternational Development
Assistance (IDA).

The International Business and Banking Sector

ThelBB circuit is private, profit-oriented and operates in an
international scale through foreign direct investimbéank lending
and the operation of multinational corporations emternational
banks. This sector has internationalized its operatsubstantially in
the last two to three decades. The economic rolB®frevolves
around the transfer of capital, knowledge and §jedlpersonnel from
center-countries (the U.S, Canada, Europe, Japateveloping
countries and other center-economies. The IBB lzelsia variety of
people: managers, engineers, financial and acecwuaiperts,
lawyers, international investors, etc. Corporatiand banks also hire
local staff and transfer employees from their headgrs and
branches overseas. Thus besides transferring fadaara physical
capital from higher income countries to lower ineonations the 1BB
circuit also transfer human capital. The developnmapact of this
transfer of human capital will depend, among othergs, on the
pattern of insertion in the local economy and dgciéf there are
strong linkages with local companies, foreign talsan create
positive externalities to the local economy througkraction with
local human capital and workers. In contrast, iStraxtivities are
carried-out “within the firm”, in an enclave fashiahen local effects
will probably be minimal. As just mentioned foreigampanies and
international banks with branches in developingntoes also hire
locals. This can generate positive effects thraughing and

accumulation of human capital for locally hired fessionals that



become more exposed to new international busimassiges and
perhaps superior corporate organization.

Locals that are hired by foreign corporations ahbaan
migrate and the benefits of training and on thelgaloning may not be
internalized by the local economy. The wage stmactund careers
offered by international corporations and banksadwging factor for
nationals to join them. The IBB sector can becomehacle of both
brain drain and brain circulation with various deypenent
implications.

The International Development Assistance Sector

We will identify the IDA sector as comprising miustieral and
regional development banks, various internationgéoizations and
development agencies at global, regional and natiemels. The
motivation of the IDA circuit is, of course, diffemt from the
international business sector: it has a mandatendiy its member
countries, to promote international developmerduggh technical
assistance, lending (in the case of developmerks)amd knowledge
generation and dissemination. These institutiogaire qualified
professionals such as economists, social scientistdth experts,
environmental specialists and others. Nationath@fdeveloping
world largely staff international organizationski@d to IDA. They
often have advanced degrees (Masters or PH.D) @anrfest-rate
universities mainly in the U.S, Canada and Eurdpese qualified
professionals leave their home country, or do attrn home after
graduation abroad and go to work for internatiarghnizations
whose headquarters are located in Washington,, Rarision,

Geneva and other cities. A partial exception is tBgard is the



World Bank that although maintaining its headquarie Washington
DC has , in recent years decentralized its opersitamd moved
important country departments (that manage lendithtechnical
assistance programs) to Mexico, Brazil, ArgentRassia, India,
China and other main developing nations to beecltsthe field.
Certainly, international organizations are an ativa pole of
attraction for professionals: they offer internatily competitive
salaries and benefits; stable careers and théicsiaget a first hand
involvement with development problems from a pagid position.
By their human resource policies the IDA sectoroemages a
flow of human capital to the developed countridse €ounterpart of
this is that these human resources are directedtio on problems of
the developing countries (as viewed from the pigsiof
international organizations). For an individual eieping country,
however, the fact that its nationals will work‘international
development” may still not compensate for them twtvork at

home in government, universities, NGOs or thegig\sector.

Research and Policy Issues

Empirical research on the determinants of intéonat mobility
of talent and its development impact will have éaldwith issues of
availability and comparability of statistical dagtatistics in
developing countries are particularly elusive redgay migration of
gualified human resources. Data on migration iscskeand the
education level of the migrant is simply not re@atdn official
statistics in many developing countries. This nmeyuire the use of

survey data, interviews and focus —group analyi$isre are



advantages in focusing on the international coteasad banking

sector and in international organizations shoulohabetter access to
data on nationality of staff and their formal gtieétion level of these
organizations. This can prove to be an invaluab$etafor conducting
empirical research in the subject of the intermationobility of talent.

An important issue for research is to explore haw gtructures
and career possibilities in the IBB and IDA secfoster international
mobility of talent and the downside of brain dr&iom the developing
world. This is in addition to the attracting efféat professionals of
finding a large concentration of talent in thesditations.

Another question that deserves to be investigatéuel extent
to which a high concentration of talent in a fewstitutions entails a
larger production of knowledge on development (@ueconomies of
scope and interaction effects) compared to thatst in which the
same stock of human capital is dispersed among ic@umytries and
institutions.

A related and somewhat subtle issue is that kriydeand
cognition in general is heavily influenced by the environimenlture
and social ideas prevailing in the place where kadge is generated
and accumulated. The views on economic and soeladldpment that
are developed in institutions located in WashingRaris and Geneva
are bound to be different from the outlook gairfatiose
professionals are in living in Santiago, Bombay/mscow. Rotation,
decentralization and staff traveling to the develept world are
important antidotes for location biases but stliporate culture,
history and views of international organizations @nportant to shape

the views of the staff on development. Relatedhi® it the question



of what is the most effective mix between “globatrégional” and
“country specific” knowledge that can be transféedb developing
countries.

From a policy perspective, what should be the afrglicy
regarding the international mobility of talent? 8ltbnational
governments in developing countries aim for a retfrqualified
human resources? Or should they be less ambitiaistave for
mobilizing their national human capital residingada through
international networks of expatriates, programexahange and
frequent visits to the home country? Should thdip@ector in
developing countries (including government and fgulohiversities)
revise their human resource policies regarding, jodystability and
possibilities for career development in order toamage the return of
their national talent abroad? What are the requshzthges in budget
policy for enabling these changes? What is theesdopcollaboration
between international organizations and nationgéguments
regarding the internationally available pool ottal? What type of
international programs can be devised in ordeotisbthe
international circulation of talent and exchang&mdwledge on
development? These are key issues to be addresteslformulation
of a policy research agenda on international catoorh talent for

development in an age of globalization.



