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Abstract 
This study provides a comprehensive overview of the impact of high-level talent loss in China’s 
higher vocational colleges, further understanding the current situation and reasons for high-
level talent loss, increasing attention to high-level talent loss, providing a basis for the 
government and education departments to formulate more effective policies, and promoting 
the management of higher vocational colleges to adopt more targeted management 
measures. This study adopts a qualitative research method to systematically review the 
negative impacts of high-level talent loss on the country, society, higher vocational colleges, 
teaching staff, teaching and scientific research, other teachers, and talents themselves, from 
the current situation of high-level talent loss in higher vocational colleges, the types of high-
level talent loss, and the factors leading to high-level talent loss. This study found that firstly, 
with the development of higher vocational colleges and the promotion of the "double high" 
construction, the trend of talent mobility has become more frequent and diversified. Secondly, 
insufficient salary and benefits, limited career development opportunities, and poor working 
environment and cultural atmosphere are the reasons for the loss of high-level talents in 
higher vocational colleges. In addition, although the national and local governments have 
introduced a series of policies to reduce talent loss, these policies have limited effectiveness 
in actual implementation and are difficult to completely curb the loss of high-level talents. 
This study provides several suggestions for future research. Firstly, it is necessary to conduct 
in-depth research on the diversity of causes of losses. Secondly, cross college comparative 
research should be conducted. Thirdly, long-term longitudinal research should be conducted. 
Fourthly, the effectiveness of policy implementation should be evaluated. Finally, it is 
suggested that future research can further explore the indirect impact of high-level talent loss 
on the quality of student education, socio-economic development, and other aspects. 
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Introduction 
Higher vocational colleges are higher vocational education institutions in China and the main 
force of vocational education development (Zhu & Ma, 2021). The Chinese government has 
been supporting the development of higher vocational education and providing policy, 
financial and other support to higher vocational colleges to promote their development. 
Higher vocational colleges have basically completed the extension construction with the 
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main contents of scale expansion, new campus construction, and teaching equipment 
procurement, and have begun to shift towards the connotation construction with the main 
contents of deepening teaching reform, improving scientific research level, and enhancing 
social service capabilities (Zhu & Zhang, 2015). The construction of teaching staff in higher 
vocational colleges is a key issue in the connotation-oriented development of higher 
vocational education (Zhang, 2019). 
 

The construction of high-level talent teams in higher vocational colleges is an 
inevitable requirement for the economic and social development of the new era, and also an 
inevitable choice for achieving sustainable development of higher vocational education (Ye, 
2021). A stable team of teachers with high professional titles, high academic qualifications 
and high levels is particularly important for higher vocational colleges (Qiu, 2019). High-level 
talents are the main force driving the construction of high-level teachers team (Zhou, 2021). 
Whether a higher vocational college can have a high-level talent team is the fundamental 
factor that determines whether it has the most core competitiveness, and it is an important 
factor that reflects the school's ability to run and educate students. Therefore, all regions 
have vigorously introduced policies to attract talents, and colleges have implemented the 
strategy of strengthening schools with talents, and continuously introduced more 
outstanding high-level talents to enrich the teaching staff (Li, 2021).  

 
At present, the lack of high-level talents has become one of the main factors 

restricting the quality of talent cultivation and the level of education in higher vocational 
colleges, and it is also a difficult problem and bottleneck in the sustainable development of 
higher vocational education (Ye, 2021). Through the study of the current situation and impact 
of high-level talent loss in higher vocational colleges, we can not only deeply realize the core 
role of high-level talents in education quality, scientific research innovation and school 
development (Li & Wang, 2022), but also reveal the shortcomings of current higher 
vocational colleges in talent management and retention mechanisms (Chen, 2019). At the 
same time, this study provides a solid practical foundation and rich theoretical basis for 
further research on the loss of high-level talents. 
 
Overview of High-level Talent Loss 
The term “brain drain” was first proposed by the Royal Society of the United Kingdom in 1963, 
referring to the migration of British scientists and technicians from the United Kingdom to 
North America after World War II (Cervantes & Guellec, 2002). Western scholars commonly 
call talent loss “brain drain”, which vividly illustrates that brain drain is a kind of intellectual 
drain (Chen, 2021), a one-way flow of talents, with only outflow and little or no inflow 
(Watanabe, 1969). Brain drain, as a manifestation of talent flow, is a relative phenomenon 
that inevitably accompanies talent flow, and serious brain drain is a manifestation of 
unbalanced talent flow (Fu, 2012). Therefore, brain drain is a concern of many countries and 
regions (Davenport, 2004).  
 

Brain drain is a complex social phenomenon, essentially a population migration, 
usually involving permanent or long-term changes in residence (Henry & Louis, 1982). Later, 
brain drain was used to refer to the movement of the most highly skilled talents in different 
regions, industries and occupations, including scientists, medical staff, engineers and other 
professionally trained personnel (Bassioni et al., 2016). Wang and Zhao (2019) believe that 
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high-level talent loss refers to talents with high professional skills, academic level or 
management ability leaving their original organizations, industries or countries for various 
reasons, resulting in the loss of intellectual resources in these organizations or regions. Li and 
Zhang (2020), believe that high-level talent loss refers to the phenomenon that talents with 
outstanding skills, expertise and leadership in an organization or industry leave their current 
positions due to more attractive external opportunities or various internal reasons. According 
to Chen and Fang (2021), high-level talent loss is defined as the phenomenon in which talents 
with key academic or management capabilities in higher education institutions choose to 
leave their current institutions for various reasons. Xu and Li (2022), pointed out that high-
level talent loss refers to the phenomenon that talents with outstanding abilities and 
contributions in academic research, teaching, management or technology leave higher 
vocational colleges or flow to other organizations or industries for various reasons. 

 
There are many reasons for the loss of high-level talents. Due to the differences in 

economic development levels in different regions and the imperfect cultural system, higher 
vocational colleges do not have the core competitiveness that is superior to other ordinary 
universities, resulting in most talents flowing to other colleges and universities or training 
institutions with better conditions and stronger competitiveness (Li, 2021). If the role of 
talents cannot be fully utilized, talents are prone to psychological imbalance, which may also 
lead to talent loss (Li, 2022). Enhancing the sense of belonging, security and identity of talents 
and establishing a harmonious campus cultural environment can reduce the loss of talents (Li 
and Zhang, 2020). 
 
Current Situation of High-level Talent Loss 
China is one of the countries with the largest brain drain in the world, and the problem of 
domestic talent flow is very serious (Li & Chen, 2021). The loss of high-level talents is not a 
new problem (Li & Wang, 2020). Since the 1980s, the phenomenon of inter-regional brain 
flow in China has been obvious. With its superior natural conditions, location and economic 
advantages, as well as preferential policies, the eastern region has attracted talents from the 
central and western regions (Li & Zhang, 2020). The main direction of the flow of high-level 
brains is from the inland to the eastern coastal areas, which makes the eastern part of China 
a net inflow region and the northeast and central and western regions a net outflow region 
(Zhou et al., 2018). Faced with the shrinking of high-level talent reserves in recent years, China 
has taken some measures to deal with brain drain or unreasonable flow, while encouraging 
"talents return" in the central and western regions. Despite the above measures, most 
provinces in the central and western regions are still facing the phenomenon of large-scale 
brain drain (Li & Wang, 2020).  
 

Tang (2017), studied the brain drain in colleges in Qiqihar and found that the brain 
drain is serious and the flow pattern is relatively simple. Most of the brain drain goes to 
colleges and universities in central cities and southeast coastal cities, some go to emerging 
colleges and universities in the west that are in urgent need of high-level teachers, and a small 
number go to other enterprises and institutions in the region. Brain drain is characterized by 
young people and high academic qualifications. Qu (2018), believes that local colleges are at 
a disadvantage in the battle for talents due to factors such as resources, funds, and policies, 
and are trapped in the dilemma of “not making ends meet”, especially in the economically 
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underdeveloped central and western regions. Colleges in underdeveloped central and 
western regions are particularly prone to brain drain. 

 
The Types of High-level Talent Loss 
Vertical Loss and Horizontal Loss. According to the direction of talent loss, talent loss is 
divided into vertical loss and horizontal loss. Vertical loss refers to the flow of talents across 
levels, which often occurs between regions or colleges and universities at different levels, as 
shown in Figure 2.1 below. Horizontal outflow refers to the flow of talents between colleges 
at the same level, which is mainly cross-school flow, as shown in Figure 2.2 below.        

      
 
    

 
 
 
 
 
 
                                  
                                                 
 
    
  

 
 
 
 
 
Figure 2.1. Vertical Loss                   

 
 
 
 
 
 
 
 
 

 
Figure 2.2. Horizontal Loss 
 

Internal Loss within System and Cross System Loss. According to the different scope 
of loss, talent loss can be divided into internal loss within system and cross system loss, as 
shown in Figure 2.3 below. The loss between colleges is limited to within higher education, 
therefore it can be referred to as internal loss within system. The loss from colleges to 
institutions, enterprises, etc. beyond the higher education system is called cross system loss, 
as shown in Figure 2.4 below.. 
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Figure 2.3. Internal Loss within System 
   
 
 
 
 
 
 
 
Figure 2.4. Cross System Loss 

 
Explicit loss and implicit loss. According to the affiliation of talents, talent loss can be 

divided into explicit loss and implicit loss (Liu, 2019; Yu, 2014). The difference between explicit 
loss and implicit loss is that explicit loss mainly refers to the reduction in quantity, while 
implicit loss mainly refers to “people are absent-minded” (Li, 2015). Explicit loss refers to 
talents leaving an organization due to various subjective and objective factors and seeking 
better opportunities (Liu, 2019). As for implicit loss, experts and scholars have studied the 
implicit talent loss in my country from different angles. Yu (2014) pointed out that the implicit 
loss of talents is the lack of enthusiasm for talent work and the inability to give full play to 
their talents. Liu (2010) proposed that implicit loss is manifested in strong work ability and 
high skill level, but cannot effectively handle work, nominally serving the school, but actually 
relying on school resources to engage in individual activities and seek personal interests. Fan 
(2010) believes that the manifestations of hidden loss include the loss of personnel, energy, 
knowledge, professionalism, values, etc. In Li's (2015) study on hidden loss, it is no longer 
simply limited to the second career, but has risen to the loss of teacher quality or 
effectiveness. Each category has its own characteristics. 
 
The Factors of High-level Talent Loss 
Brain drain is a complex social phenomenon, driven by multiple factors (including subjective 
or external factors and objective or internal factors) (De Haas, 2010). External factors involve 
demographic, social, economic, cultural, political systems (Beechler & Woodward, 2009) and 
physical environmental factors (Czaika & Parsons, 2017), while internal factors include 
personal income (Grossmann & Stadelmann, 2013), self-development and self-realization 
(Halman & Müller, 2006) and promotion (Devaro & Brookshire, 2007). Bredtmann, Martínez 
Flores and Otten (2019) also believe that the main reasons for brain drain include personal 
psychological state, work motivation, etc. However, the salary system, work environment, 
and colleague relationship factors also affect the flow of high-level talents in China. According 
to previous scholars' analysis of the factors causing brain drain, it can be seen that the factors 
affecting brain drain mainly include economic, social, organizational and individual aspects. 
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Economic Factor. The eastern coastal areas, especially the Pearl River Delta, Yangtze 
River Delta and Beijing Tianjin region, with superior natural conditions, regional and economic 
advantages as well as preferential policies, have become growth centers, gathering a large 
amount of resources, but other areas have experienced massive resource losses (Yan et al., 
2015).Guo, Zhen and Wang (2016) believe that the universities of the eastern region are in 
close contact with international communities, and have a better academic atmosphere. 
Therefore, cultural value deviation is another deep reason for brain drain. The western 
region's backward economy and culture make it difficult to retain high-end talents, resulting 
in talent loss in the western region (Wang, 2006). Zheng (2018), believes that the increasing 
economic income has intended many college teachers in the west to flow to the eastern 
region. Furthermore, inter-regional wage differentials and better career prospects play a 
dominant role in attracting skilled labour. For high-level talents, the eastern region has 
relatively superior material conditions, which can provide their children with higher quality 
educational opportunities than the central and western regions.  

 
In addition, As Li (2021), analyzed, due to the current inadequate system, higher 

vocational colleges do not have better core competitiveness compared to other ordinary 
universities, which leads to the outflow of most talents to other universities or training 
institutions with better conditions and competitiveness. Tian (2006), pointed out that regional 
socioeconomic gaps in household conditions and teaching facilities, which affect family and 
personal utility, are the root causes of brain drain.  

 
Society Factor. American psychologist Levin (1971), explained from the perspective of 

environmental driving that an environment that is not conducive to talent development can 
lead to talent choosing to leave. Herbert (2007), were the first to attempt to integrate the 
labor market and individuals to examine and study talent turnover behavior.  

 
Liu (2007), believes that the low professional status is a major reason for the loss of 

teachers in higher vocational colleges. Under the influence of traditional thinking, compared 
with ordinary universities, society has a lower recognition to vocational education (Li, 2021). 
Compared to ordinary teachers in higher education institutions, higher vocational teachers 
cannot gain a sense of recognition from society, which greatly undermines their professional 
enthusiasm (Wu, 2013), especially those with high education and professional titles, in order 
to avoid social prejudice and the embarrassment of low professional status (Yu et al., 2005), 
and pursue better self-development, they choose to leave the school (Wu, 2013). This is in 
line with the traditional Chinese belief of “moving towards higher places” (Yu et al., 2005). 

 
Organizational factors. Zhu (2019), analyzed the factors affecting talent loss from the 

perspective of the siphon effect and found that the school's development speed and scale are 
important factors affecting talent loss. Li (2021), pointed out that vocational colleges 
generally have problems such as insufficient internal mechanisms for talent training and weak 
teaching and research environment. Colleges lack scientific mechanisms in the use of talents, 
training talents, motivating talents, and stabilizing talents, resulting in talent loss (Yang, 2014). 
Schools focus on introduction rather than training. After introducing talents, it is difficult to 
develop and build exclusive development platforms for them, and it is difficult to give full play 
to their strengths and qualities. The role of talents cannot be fully utilized, and talents are 
prone to psychological gaps, leading to talent loss (Li, 2022). In addition, the limited scientific 
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research resources and project support of higher vocational colleges make high-level talents 
more inclined to choose research universities or enterprises, as well as institutions with a 
stronger academic and scientific research atmosphere, rather than higher vocational colleges. 

 
Mamun and Hasan (2017), believe that the root cause of talent loss is that the 

organization's senior management has not paid enough attention to this major issue and has 
not realized the damage caused by personnel turnover to the overall performance of the 
organization. "Talents are migratory birds. They need basic food, but they value the spiritual 
atmosphere more. The more senior the talent, the more sensitive they are to this spiritual 
atmosphere" (Dai, 2005). Therefore, another reason for employees to leave is that they feel 
that they are not valued (Silzer and Dowell, 2010). Due to the limitations of vocational 
colleges' own conditions, such as development platforms, salary and benefits, talent loss is 
promoted (Wu, 2013). Pearl Meyer (2010), believes that the salary, scientific research funds, 
and class fees given to teachers by colleges are significantly related to teacher turnover. Some 
local colleges do not pay attention to welfare benefits, which leads to employee 
dissatisfaction and aggravates talent loss (Li, 2015). Colleges' salaries are mostly linked to 
professional titles rather than workload, so there is a lack of incentive mechanisms, and often 
lead to talent loss due to unsatisfied economic reasons (Wang, 2016). 

 
Li (2021) pointed out that the actual investment of the state in vocational colleges is 

far lower than that in general education, which seriously affects the mobility of teachers and 
students in colleges and universities. This restricts the development of vocational colleges. 
Therefore, vocational colleges generally face the problems of weak teaching and research 
environment and lack of scientific research platform, which leads to the loss of high-level 
talents. 

 
Personal factors. Personal factors include not only material conditions such as salary, 

housing, and personal life needs, but are also closely related to factors such as age, spouse's 
work, and family life (He et al., 2014). Although family relationships are generally not a driving 
factor, many professionals and other high-quality personnel believe that the challenge of 
raising a family and providing them with a high-quality lifestyle and educational opportunities 
is a key reason for mobility (Fargues, 2011). Xiong and Liu (2014), believe that salary affects 
talent mobility. If high-level talents feel that their value is not fully recognized, they will 
naturally think of changing the status quo through transfers, resignations, etc., and strive to 
gain full recognition from society. Qiu (2019), believes that there are three situations that 
affect talent loss. The first category is that they do not internalize the noble profession of 
teachers as the starting point of educational behavior, lack the spirit of dedication to their 
jobs, and cannot play the role of high-level talents; the second category is that some high-
level talents, after achieving certain achievements, blindly pursue the improvement of 
political status, often lose the time and energy to truly engage in academic pursuits due to 
long-term inefficient administrative work, which undoubtedly constitutes a hidden loss to the 
school; the third category is indifferent to the collective, and even sacrifices the interests of 
the collective to satisfy personal values. At the same time, the need to obtain self-
development, high-quality education conditions for children, and family life capital also 
promotes the flow of high-level talents (Guo et al., 2016).  
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In addition, the outflow of high-level talents is not only driven by general factors, but 
also influenced by other factors, such as the need to realize their own value and the need to 
serve their hometown (Soon, 2010). Niu (2016), believes that the pursuit of personal 
development and continuous improvement of one's own abilities are the main reasons for 
the flow of talents. Zhao and Zhang (2018) believe that career development obstacles often 
make talents feel insecure, prompting them to seek opportunities to move outward. The 
demand for high-quality education conditions for children and family living capital also 
promote the flow of high-level talents (Guo et al., 2016). Li (2022), believes that family 
reasons are the main reason for the outflow of talents based on statistical analysis. Li (2021), 
also found that many high-level talents have problems with inaccurate self-positioning and 
biased personal beliefs. Some people are unable to work at ease because of various problems 
such as personal marital status, family factors, and economic pressure, which objectively 
leads to low work efficiency and invisible loss of talents (Qiu, 2019). 
 
Impact of High-level Talent Loss 
Impact on the Country and the Society 
The irrational flow of high-level talents has seriously affected the overall strategic layout of 
my country's higher education, caused unnecessary waste of educational resources, and even 
undermined social equity and stimulated social contradictions (Zhang & Li, 2022). First, 
irrational talent flow is contrary to the original intention of my country's balanced 
development layout of higher education. Second, irrational talent flow will lead to a large loss 
of national fiscal funds. Finally, irrational talent flow is not conducive to my country's 
realization of social equity and may stimulate new social contradictions (Zhou & Lou, 2020). 
 
Impact on Higher Vocational Colleges 

Retaining and continuing to introduce high-level talents is the core of the current 
construction of the faculty team of higher vocational colleges, and is a realistic and inevitable 
requirement for achieving sustainable development of higher vocational teachers. Firstly, the 
large-scale loss of high-level talents will bring many negative impacts to colleges, such as 
reducing the visibility of colleges, damaging the reputation and image of colleges, resulting 
in a decrease in the number of admissions, and ultimately hindering the development of 
colleges. Secondly, it will also affect the development of relevant scientific research projects 
in colleges, directly causing economic losses to colleges (Liu, 2019), leading to an overall 
decline in the level of discipline construction, and affecting the improvement of social 
support and technological innovation capabilities. Thirdly, the loss of high-level talents will 
also cause significant losses to the college's operating costs such as recruitment costs, 
relocation costs, development costs, and reset costs (Liang, 2019). 

 
Impact on Teaching Staff 

High-level talents have high professional and technical capabilities and personal 
qualities. They are leaders in their industries and fields and have great influence. Once high-
level talents are lost, the school's teaching staff will lack morale and cohesion, which will 
have a great impact on the structure of the teaching staff of colleges, professional teams, 
teaching and research offices, and the improvement of teaching levels, resulting in instability 
of the teaching staff and an unbalanced teaching structure (Pi, 2021). Moreover, the loss of 
talent has caused mismatches in the proportion, academic structure, professional title 
structure, and age structure of the teaching staff, making it difficult to cultivate talents of 
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equal strength in a short period of time, affecting the healthy development of the teaching 
staff (Tan, 2021) and causing a "fault" phenomenon (Liang, 2019). 

 
Impact on Teaching and Scientific Research 

The loss of talents causes the teaching plan to be disrupted, disrupts the normal 
teaching order, affects the continuous and stable development of scientific research projects, 
slows down the progress of scientific research projects (Li, 2022), is not conducive to the 
development of teaching and scientific research, and will also affect the development of 
related scientific research projects of the school, directly causing economic losses to the 
school (Liu, 2019). 
 
Impact on other Teachers 

The loss of high-level talents has a great psychological impact on other teachers, 
leading to low morale and negative energy impact on in-service teachers, making them doubt 
the prospects and management of the college, making it difficult for them to engage in 
teaching and scientific research with peace of mind, and weakening their enthusiasm and 
initiative in work (Li, 2022). They begin to shift their energy away from teaching and scientific 
research, and start or prepare to start looking for new jobs and new colleges. This will lead 
to a negative tendency in the college that if you don't leave, you won't become a talent, if 
you become a talent, you will leave, if you don't leave, you are not a talent, and you must 
leave (Liang, 2019). 

 
Impact on Talents Themselves 

The unreasonable flow of talents will also have a certain impact on the talents 
themselves. On the one hand, frequent talent flow will reduce the stability of academic 
research in the short term, distract talents from scientific research, and ultimately affect the 
quality and quantity of academic output. On the other hand, unreasonable flow will increase 
the work risks of high-level talents, more easily damage their legitimate interests, and be 
detrimental to the realization of their self-worth (Zhou & Lou, 2020). At the same time, the 
loss of talents will have a negative impact on the mental health of in-service teachers, causing 
them to doubt the prospects and management of the school, increase psychological 
uncertainty, and find it difficult to engage in teaching and scientific research with peace of 
mind, and weaken their work enthusiasm and initiative (Li, 2022), and may even affect the 
mentality of other teachers, resulting in a “domino effect” (Pi, 2021). 
 
Conclusion 
Through the study of the current situation and impact of high-level talent loss, this study has 
obtained a series of major findings. First, the study found that with the development of higher 
vocational colleges and the advancement of "double high" construction, the trend of talent 
flow has become more frequent and diversified. Some high-level talents choose to move 
between different colleges to seek better career development opportunities, rather than just 
staying in a single college. Secondly, the study shows that insufficient salary and benefits, 
limited career development space, poor working environment and cultural atmosphere are 
the reasons for the loss of high-level talents in higher vocational colleges. Some high-level 
talents prefer to flow to regions, universities or enterprises that offer higher salaries and more 
development opportunities. In addition, although the national and local governments have 
introduced a number of policies to reduce talent loss, the study found that these policies have 
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limited effects in actual implementation and it is difficult to completely curb the outflow of 
high-level talents. Therefore, the study suggests that policymakers need to pay more 
attention to the intrinsic needs of talents, such as improving the working environment and 
enhancing career development opportunities. 
 
Suggestions for Future Research 
In order to increase the attention paid to the problem of high-level talent loss and promote 
the reasonable flow of high-level talents, several suggestions are put forward for future 
research. First, we should deeply explore the diversity of the causes of loss. Future research 
should be further refined to explore more complex factors affecting the loss of high-level 
talents. Second, we should conduct cross-college comparative studies. Future research can 
compare higher vocational colleges in different regions and different types to reveal the 
commonalities and differences of talent loss under different backgrounds, which will help to 
formulate more targeted policies and management strategies. Third, we should conduct long-
term longitudinal research. It is recommended that future research conduct long-term follow-
up research to observe the dynamic changes of high-level talent loss, understand long-term 
trends and impacts, and provide more lasting and effective data support for the formulation 
of education policies. Fourth, we should conduct an evaluation of the effectiveness of policy 
implementation. Research should focus on the actual effects of existing policy measures in 
reducing the loss of high-level talents, provide a basis for improving existing policies, and put 
forward more effective suggestions. Finally, it is recommended that future research can 
further explore the indirect impact of high-level talent loss on student education quality, 
social and economic development, etc., which will help to fully understand the extensive 
impact of talent loss in higher vocational colleges. Through these suggestions, future research 
can more deeply understand and respond to the problem of high-level talent loss in higher 
vocational colleges, and provide a more solid theoretical foundation and practical guidance 
for the development of higher vocational education. 
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