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Abstract

High-level talent introduction in our country has achieved remarkable results, in
some areas of talent accumulation effect has appear, but also it becomes to the turning
stage, we need to sum up the experience of talent introduction in recent years, think
about the nature of human resources management, follow the talent’s flow rule, then
effectively promote the construction of government, market, social participation.

The purpose of this paper is to apply the theory of public management and talent
resources management to guide high-level talent introduction practice, analysis the
issue of public governance framework about government, market, society in talent
resources management, based on the new perspective of resource-oriented
government. On the one hand, using the theory of resource-oriented government,
architecture high-level talent introduction of public governance framework; On the
other hand, on the basis theory of talent resources management, analysis the public
governance framework of government, market, society. In this paper using the
research method of inductive analysis, case analysis, investigation, literature study, it
makes a detailed introduction of the Chinese high-level talent introduction practice
first, enumerates the Xiamen talent introduction practice cases and attract high-level
talent individual case, systematically summarizes the future opportunities of talent
introduction of Xiamen city. Then this paper summarizes the realistic difficulties exist
in the process of high-level talent introduction, analysis three aspects causes of
government, market, society how to manage talent, put forward the suggestions on
diversification of public governance: in the aspect of government should improve the
government's governance structure, scientific definition of the relationship between
the government and the market, and improve the talent introduction policies; in the
aspect of market should establish reasonable enterprise political relations, improve the
personnel salary incentive system, and create a fair competition market environment;
in the aspect of social should improve the diversity of talent mechanism, improve the
talents in the information society, and cultivate the public recognition of talent. This

paper is divided into six chapters.

Keywords: High-level talent introduction; Resource-oriented Government;
Xiamen City
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