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Preface

The Global Talent Competitiveness Index (GTCI) report continues
to gain in visibility around the world, and today has firmly es-
tablished itself as a global benchmark for issues related to talent
competitiveness and the future of work.

Now in its sixth year, this edition of the GTCI addresses the
topic of Entrepreneurial Talent and Global Competitiveness and at-
tempts to identify the ways in which large and small firms, na-
tions, and cities can foster entrepreneurial talent in the era of
digital transformation.

Rapid advances in digital technology are redefining our
world. But digital transformation is not always well understood,
and this lack has fostered a number of myths that are obscuring
the path to realising its potential for value creation. Action will
be needed to maximise benefits and help foster entrepreneurial
talent because the future of work will be driven by new genera-
tions of workers, rapid and unpredictable technological changes,
and competition for intellectual capital.

Over the last few decades, entrepreneurial talent has been
seen as critical to the development of vibrant innovation eco-
systems, bringing focus to small and medium- size enterprises,
including start-ups and unicorns. The analyses contained in this
report underline the view that entrepreneurial talent is equally
important for larger and more mature organisations, both public
and private. The various chapters point to recent developments
in this still underexplored field (at least by economists) and sug-
gest ways in which the global talent scene might be affected
by the way entrepreneurial talent is being created, detected, at-
tracted, and nurtured around the world. More importantly, such
analyses and contextual content indicate ways in which action
can be taken by firms, nations, and cities to make the best of a
resource that is both scarce and widely distributed.

The GTCl model went through some incremental changes
this year. Although the number and type of variables have stayed
the same, a few have been redefined to ease their interpretation
and better capture their talent-related dimensions. Above all, the
innovation dimension of the GTCI has been strengthened. The
broad coverage of countries was also further increased, from 119
to 125 countries.

As in the last two editions of the GTCI report, the present
one includes a special section on cities, which considers (and at-
tempts to measure) the many ways in which they contribute to
reshaping the global talent scene. This year again, coverage con-
tinues to increase, and the Global Cities Talent Competitiveness
Index (GCTCI) now includes 114 cities.

One distinct new feature of this edition is the inclusion of
the first time-series analysis of GTCI data. Since the report can
now rely on five-year time series, it starts to make sense to com-
pare various performances (on specific variables or pillars) across

PREFACE

time. In subsequent editions, this approach will be refined and
enriched. It is presented here in a first attempt to take a step
back and assess how global talent competitiveness is changing
globally.

While striving to increase the economic and decisional
impact of the GTCI report, we also devote specific efforts to
minimise its potential negative impact on the environment. For
this, we continue to decrease the number of printed copies of
the report, and encourage our readers and faithful followers to
download the electronic versions of GTCl from our dedicated
websites. In the coming months, new tools will be made availa-
ble to enrich web-based, social media—centric, and app-centred
GTCl experiences.

This year again we want to express our deep feeling of
gratitude to our two faithful partners, namely the Adecco Group
and Tata Communications. Our thanks go to the executives and
teams involved in these organisations, and also to all the indi-
viduals, institutions, and organisations that have contributed
chapters to the present edition.

As in previous years, we wish to direct special thanks to the
European Commission Joint Research Centre (JRC), which has
continued its highly professional and constructive evaluation of
the strengths and weaknesses of the GTCl model. Finally, we ac-
knowledge with gratitude the continued support of our prestig-
ious Advisory Board, as well as the highly valuable contribution
brought by Professor Paul Evans, founding academic director of
GTCl during the last five years.

We continue to work hard at improving the relevance and
value of this annual report, and count very much on the feed-
back from our growing readership to do so. We hope you enjoy
this edition!

Bruno Lanvin
Executive Director for Global Indices, INSEAD

Felipe Monteiro
Academic Director of the Global Talent Competitiveness Index;
Affliate Professor of Strategy, INSEAD
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FOREWORD

The Adecco Group | Foreword

Talent is the deciding factor in the global scramble for prosper-
ity as skills grow ever more scarce and megatrends redefine our
economies. Which countries and cities are setting the pace in
talent competitiveness? Who is falling behind? How can we im-
prove the way we enable, attract, grow, and retain talent every-
where? Does talent have to be a finite resource?

As the world of work changes rapidly around us, it is more
and more necessary to have this information available to bench-
mark how we are competing against our peers, and to under-
stand the trends affecting talent flows and talent competitive-
ness in order to improve our performance.

The sixth edition of the Global Talent Competitiveness
Report (GTCI), produced in collaboration with the Adecco Group,
INSEAD, and Tata Communications, provides invaluable insights
into these issues.

Each year, we identify a burning topic that we believe is
central to economic progress. Alongside the country and city
talent competitiveness tables, this year we have placed a special
focus on ‘entrepreneurial talent’.

Entrepreneurial talent combines the creativity, innovation,
flexibility, adaptability, risk taking, and energy needed to success-
fully navigate a world in constant flux. In this report, we provide
practical tools and guidance to help countries, cities, and com-
panies foster entrepreneurial talent and harness its power.

At the Adecco Group, as the world's leading HR solutions
partner, we understand that entrepreneurial talent is not just
limited to start-ups or mavericks. It is now a necessary state of
mind for everyone, even the biggest companies. Without this
crucial attribute, we risk falling behind as our economies evolve.
Whether you are a freelancer or a multinational, entrepreneurial
talent will help you navigate an uncertain future of work.

We have found that the concept of ‘openness’is crucial for
entrepreneurial talent to thrive. Countries and cities must foster
an atmosphere of innovation and ideas while also providing en-
vironments that encourage and incentivise entrepreneurs. We

need to make sure people and companies feel they can take
risks to find new solutions.

We are also seeing that cities are increasingly becoming
entrepreneurial labs. Cities are hives of activity and experimenta-
tion, each with a large customer base to try out new ideas. In fact,
cities continue to grow in importance on the local and global
talent scenes. If countries do not perform well as nations, we are
seeing cities increasingly stepping up to fill the gap.

The headline findings of the 2019 GTCI report show that
we have some way to go before all of the world’s economies
can realise their true potential through talent competitiveness.
There remains a strong correlation between income per capita
and talent performance. Looking back over the medium term,
the GTCI's five-year analysis hints at a possible, and worrying, in-
crease in talent competitiveness inequalities. The gap in talent
between higher-and lower-income countries has increased over
the past few years. This is most notable in Latin America and the
Caribbean.

Our top-performing countries remain Switzerland, Singa-
pore, the United States, and the Nordics—all high-income na-
tions. The best-performing upper-middle-income country is
Malaysia at 27th place, while Rwanda is the highest-ranked low-
income country at 73rd. It is important for global policymakers
to ensure that, while we compete, the future works for everyone
around the world, not just the few.

One of the key economic challenges of our age will be how,
as technology transforms the way we work and live, we can
strive to improve talent competitiveness and, therefore, prosper-
ity across the world.

By sharing best practices, exploring key trends and factors,
and providing a benchmarking index tool, it is our hope that the
GTCl can play some part in helping countries and cities to under-
stand more clearly the challenges ahead and to lay the seeds for
success in the future.

Alain Dehaze
Chief Executive Officer, The Adecco Group

THE GLOBAL TALENT COMPETITIVENESS INDEX 2019  vii






FOREWORD

Tata Communications | Foreword

I am delighted that Tata Communications is contributing to the
Global Talent Competitiveness Index (GTCI) for the second year.
Businesses, of course, are about people, and | believe that suc-
cess in today’s world comes from fostering talent with an entre-
preneurial orientation, curating diverse cognitive backgrounds
at all levels in an organisation, and building systems and culture
where change is preferred to the status quo. Critically, learning
should never stop; it must be viewed as a lifelong pursuit.

The world is changing faster than ever. Disruption is the
norm and opportunities can appear and disappear seemingly in
the blink of an eye. While technology is driving these opportuni-
ties, it's people who will seize them.

Standing still is not an option in this changing world. In fact,
evolving our skills and giving people the right tools to succeed is
the surest way to success. | believe that all employees—regard-
less of age, team, or location—should see themselves in this
context. They should see themselves as being in ‘beta—always
seeking out ways to improve, to learn, and to grow. This mindset
will help them move forward, to try new things and to learn from
missteps.

The concept of openness is critical for entrepreneurial tal-
ent, and business culture plays a key role here. By instilling an
open atmosphere that promotes learning and views failure”’ as
a lesson learned, businesses will thrive. We should encourage
a culture of intrapreneurship that leverages all the talent in our
organisations, because it's impossible to predict where the next

great idea will come from. But you can predict that people who
are curious about the world and seek out learning will spot op-
portunities. They will revaluate our business practices, discover
new revenue streams, and attract like-minded talent.

As in previous editions of GTCI, this year's data confirm that
there is a strong correlation between income and talent perfor-
mance, although, interestingly, dynamics within income groups
vary from country to country. Such developments deserve care-
ful attention, since new best practices may emerge from all parts
of the world.

Technology can play a role as an enabler, and I'm fascinated
by how humans and technology will interact in future workplac-
es. Recently, we launched our Al and the Future of Work report, a
global study of 120 business leaders in collaboration with Profes-
sor Ken Goldberg from UC Berkeley. In addition to identifying
how Artificial Intelligence (Al) can enhance cognitive diversity in
teams, it also found that Al will offload repetitive tasks, freeing
people to focus on ideas that move businesses forward. Lifelong
learning is a vital ingredient in the way business leaders must
plan to ensure that people and teams make the most of focusing
on what they're great at: curiosity, creativity, and capitalising on
opportunities.

A lifelong commitment to learning and development is
how we'll continue to evolve and adapt to our new and chang-
ing environments.

Vinod Kumar
Chief Executive Officer and Managing Director,

Tata Communications
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CHAPTER 1

ENTREPRENEURIAL TALENT FOR COMPETITIVENESS

Entrepreneurial Talent for
Competitiveness

Bruno Lanvin, Felipe Monteiro, and Michael Bratt

INSEAD

This sixth edition of the Global Talent Competitiveness Index Report
(GTCI) aims to advance the current debate around entrepreneur-
ial talent, providing practical tools and approaches to leverage
the full potential of individuals and teams as an engine and a ba-
sis for innovation, growth, and ultimately competitiveness. One
of the key working assumptions on which this report is based is
that entrepreneurial talent cannot be reduced to some innate
quality found in successful business founders and leaders. On
the contrary, it can be regarded as an input to growth, innova-
tion, and employment creation that can be measured and nur-
tured. There are conditions under which entrepreneurial talent
can thrive and be stimulated. There are others under which it will
be stifled, to remain an untapped or wasted resource.

The various chapters in this report cast different lights on
this complex set of issues from the point of view of business
(including, but certainly not limited to, small- and medium-
size enterprises, start-ups, and unicorns), governments, or ana-
lysts. In this initial chapter, we address three topics: (1) how do
we define entrepreneurial talent? (2) what are the ways in which

entrepreneurial talent and competitiveness relate to one anoth-
er, and what issues does this raise for policy and decision mak-
ers? and (3), more generally, what do the current GTCI data tell us
about how talent competitiveness is evolving globally?

DEFINING ENTREPRENEURIAL TALENT
In his seminal 1996 article ‘Entrepreneurship: Productive, Un-
productive, and Destructive’, William Baumol spoke of entrepre-
neurial talent as an often-wasted resource, suffering from mas-
sive misallocation: many entrepreneurial talents would end up
working in inefficient and risk-averse organisational structures,
in which their potential contributions to innovation and growth
would be ignored or stifled." In today's economy, such misalloca-
tion remains frequent while its cost increases continuously, mak-
ing it a priority target for improving talent competitiveness at all
levels.

One of the paradoxes surrounding entrepreneurial talent
is that it is both a scarce resource and one that is widely dis-
tributed around the world. Differences in performance (both

THE GLOBAL TALENT COMPETITIVENESS INDEX 2019 3



CHAPTER 1

among businesses and among national economies) often point
to insufficiencies in the firm-level strategies and national policies
that should contribute to its development and better allocation
across economies and societies.

Although the literature on entrepreneurship is quite abun-
dant (dating back to the 18th century, with Francois Quesnay and
the physiocrats school of thought)? it often relies on a double
source of confusion. One consists of reducing entrepreneurial
talent to entrepreneurial traits, focusing on the psyche and char-
acter of entrepreneurs. The other consists of conflating entrepre-
neurial traits with traits of successful entrepreneurs. While the
second confusion neglects the fact that many ‘entrepreneurial
individuals’ will not necessarily meet success (at least not imme-
diately), the first confusion leads to overlooking ways in which
entrepreneurial talent can be grown, attracted, and nurtured.

The core reason why the topic of entrepreneurial talent
was selected as the theme of this year's GTCl report is that it is a
critical component of competitiveness and innovation, and will
become even more so in a fast-changing world that continues to
combine digitalisation and globalisation. The working assump-
tions behind this approach are that (1) entrepreneurial talent
can be defined and measured (to some extent), and (2) govern-
ments, enterprises, and various parts of civil society can signifi-
cantly contribute to its development and enhance its potential
contribution to growth, employment, and competitiveness.

Subsequent chapters and analyses will amplify this point
and illustrate it in practical fashions. Here we try to clarify the
scope and approach offered in this year's GTCI, and how it can
lead to better-informed policy and business decisions relevant
to talent competitiveness.

ENTREPRENEURIAL TALENT IS A CRITICAL
ELEMENT OF ECONOMIC ACTIVITY

It has long been recognised that small- and medium-sized en-
terprises (SMEs) play a critical role in employment creation. This
reality is even more acute in developing economies, where SMEs
often constitute 90% or more of local companies.? Similarly (al-
though a bit more recently) the role of entrepreneurial talent has
been seen as critical on the innovation scene because of the part
played by start-ups and unicorns. It is hence not surprising that
much of the literature linking entrepreneurial talent to job crea-
tion and growth has focused on smaller-sized entities. As under-
lined by Katrin Mayer-Haug et al.:

As the broad link between small and medium-sized

firm activity and key policy goals such as employment

or economic growth has become generally accepted,

the conversation has focused on a more nuanced
understanding of the entrepreneurial engines of
economic activity. A significant body of research looking
at antecedents to venture performance has identified that
entrepreneurial talent variables account for meaningful
differences in venture performance and that significant
heterogeneity exists across performance measures. These
are important issues for institutions and policy makers

4 THE GLOBAL TALENT COMPETITIVENESS INDEX 2019

seeking to achieve specific economic goals (e.g., survival

or growth of ventures, employment or revenue).*

Yet, in this report, we want to stress the fact that (much like
innovation) entrepreneurial talent reflects a state of mind that
should pervade whole economic and social systems to be fully
leveraged. In other words, and as emphasised before, entrepre-
neurial talent should not be seen as strategic only in nascent
and smaller structures, but also in larger organisations as well
as central and local governments. Once this is acknowledged,
available data and experience point to some practical ways in
which entrepreneurial talent can indeed be grown, attracted,
and nurtured.

DEFINING THE DIFFERENCE BETWEEN
ENTREPRENEURIAL TRAITS AND
ENTREPRENEURIAL TALENT
One would expect that business and psychology literatures (as
opposed to economic research) should address entrepreneurial
talent very much from a personality angle, and this is very much
the case’ Although this has increased the confusions noted ear-
lier (and somewhat diminished the interest that entrepreneurial
talent should have received from economists and policymakers)
the research it has generated offers a promising basis for further
exploration of entrepreneurial talent as a source of growth, em-
ployment, competitiveness, and innovation at national and local
levels.

Referring to the personality traits approach to entrepre-
neurial talent, Katrin Mayer-Haug and her co-authors underline
that

Many researchers compare the traits of entrepreneurs to
employed workers or the general population to identify
characteristics that define entrepreneurs as a group.

[t may seem a foolish or unnecessary task to compare
Steve Jobs or Elon Musk to the average person, and many
books describe the special biographies and personalities
of these great entrepreneurs. . .. For every Jobs or Musk,
we have thousands of entrepreneurs seeking growth-
oriented businesses and many more seeking to build a
business for themselves as self-employed proprietors. The
collective impact of these individuals on our economy

is enormous, even if they don't start Apple or SpaceX®

One tool that has been used thoroughly and successfully
in such research has been the Big Five model, which became
widely used in the 1980s but refers back to early research by vi-
sionaries such as Francis Galton (1883) and Gaston Berger (1950)
on identifying character categories. The Big Five traits are open-
ness to experience, conscientiousness, extraversion, agreeable-
ness, and neuroticism (often abbreviated as OCEAN), with each
dimension containing six facets or lower-level traits” The model
has gained wide consensus among personality psychologists as
representing the highest order of an individual's personality and
it has been applied in many fields beyond psychology, including
economics? political science” and even zoology.”

With respect to entrepreneurship, Kerr et al. (2018) provide
an analytic overview of personality traits and entrepreneurs.



Figure 1
The Complex Process Model of Entrepreneurship

ENTREPRENEURIAL TALENT FOR COMPETITIVENESS

NATIONAL CULTURE

PERSONALITY HUMAN CAPITAL
Need for achievement Education and training
Locus of control Experience
Self-efficacy Mental ability
Innovativeness Knowledge
Risk attitude

: Openness

Conscientiousness
Extraversion

: Agreeableness

¢ Neuroticism

Source: Adapted from Kerr et al. (2018, p. 30).

They point out that entrepreneurship is a complex process that
involves many variables that interact with each other to provide
the context for starting and operating new businesses. In par-
ticular, successful entrepreneurship is the outcome of how per-
sonality, human capital, and environment feed into active perfor-
mance that is self-starting, proactive, and persistent. The process
invariably takes place within the context of a specific national
culture. They illustrate this process in a diagram adapted from
Frese (2009) and Brandstatter (2010) (Figure 1).

From a talent competitiveness point of view, the key ques-
tion suggested by this diagram is: which among the factors men-
tioned can influence (or be influenced by) strategies, policies,
and targeted measures?

As noted by Kerr et al, ‘Researchers in some disciplines (but
rarely economics) go further than the study of interactions to con-
struct “a complex process model of the entrepreneur,” in which the
relationships among these variables are mapped out and ultimately
govern venture success'" However, the approach described above
offers a valuable starting point for translating personality traits
into reproducible skills, which could then be translated into pol-
icy priorities and targeted action adapted to various economic
environments.

. - x
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%) (Q
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Active goals and visions Life cycle
Entrepreneurial orientation Dynamism

Active task strategy Hostility

Active action planning Industry

Effectuation, innovation

Active social strategy for networking
Active feedback seeking

Active approach to mistakes

Active approach to learning
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SUCCESS

ENTREPRENEURIAL TALENT IS CRITICAL TO
REDUCE TALENT INEQUALITIES
The mere fact that entrepreneurial talent cannot be reduced to
personality traits—that, on the contrary, it can be defined as a
combination of skills that can be measured, improved, and bet-
ter leveraged—is particularly important in poorer and fast-grow-
ing economies, since (as underlined later in this chapter) talent
inequalities tend to increase between rich and poor countries.
Lerner et al. (1997) showed that entrepreneurial talent is more
likely to vary across developing economies, particularly because
of the formers’ higher and more consistent education policies.
One also cannot neglect the fact that becoming an entrepre-
neur may be a choice (or an ambition) in advanced countries,
but is often just a necessity of survival in poorer environments.
The example of China is particularly illuminating in this con-
text. Itis quite striking that the rise of China has been heavily cor-
related with the transfer of significant amounts of talent from the
public sector (including state-owned enterprises) to the private
sector,” leading to the rapid emergence of giants such as Ten-
cent, Alibaba, and Haier. All of these successes have been linked
to the blossoming of specific entrepreneurial talents, incarnated
by charismatic leaders such as Ma Huateng (Pony Ma), Jack Ma,

THE GLOBAL TALENT COMPETITIVENESS INDEX 2019 5



CHAPTER 1

Figure 2

New product entrepreneurial activity: Scores used in the GTCI

Note: Entrepreunerial activity ranges from 0 (dark blue) to 100 (dark red); countries with no available data are shown in white.

and Zhang Ruimin. What is more striking is that China has be-
come the origin of new approaches to identifying and stimu-
lating entrepreneurial talent across large entities, as described
in Haier's Rendanheyi Model, to which a chapter of this report is
devoted.

Researchers such as W. Zhang and others have long argued
that

the economic miracle of China in the past three
decades can be attributed to the reallocation of
entrepreneurial talent from the government/state and
agricultural sectors to business activities. This change

is unprecedented in the past two thousand years

of Chinese history. When entrepreneurial talent was
moved more to business activities, it created wealth,

and the economy boomed. Three dominant groups

of entrepreneurs are identified: (1) Peasants-turned
entrepreneurs, (2) officials-turned entrepreneurs, and (3)
overseas-returned, and engineers-turned, entrepreneurs.
They have emerged sequentially, and successively led
three decades of economic growth. The success of the
Chinese economy arises from a gradual replacement of
position-based rights with property-based rights that has
triggered this reallocation of entrepreneurial talent

These are elements that should progressively translate into
an improvement of China’s GTCI rankings.

6 THE GLOBAL TALENT COMPETITIVENESS INDEX 2019

ENTREPRENEURIAL TALENT FROM A GTCI
PERSPECTIVE: A SPATIAL ANALYSIS

A key element in enhancing talent competitiveness is to nurture
the kind of entrepreneurship that is required in today’s knowl-
edge economy—that is, one that has an appetite and ability for
mobility, adaptability, and innovation. There are several dimen-
sions of the GTCl that have a bearing on how such entrepreneur-
ship is evolving around the world—with respect to both input
and output components. That said, the pillar that best captures
entrepreneurial talent is the one related to Global Knowledge
Skills (pillar 6). In particular, the Talent Impact sub-pillar (6.2) is
directly concerned with innovation and entrepreneurship, with
the variable New product entrepreneurial activity (6.2.3) being
of specific interest. A closer look at these two measurements can
yield insights into the building of entrepreneurial talent.

Tracking Entrepreneurial Activity

The GTCI variable 6.2.3, New product entrepreneurial activ-
ity, is an absolute measure that provides an indication not only
of products or services that are new, but also of those that are
original and not available elsewhere (or only to a limited ex-
tent).” Thus, countries that perform well in this indicator would
be expected to be strong in entrepreneurship that is innovative
(which can itself be considered as a proxy for entrepreneurial tal-
ent performance). The distribution of GTCI countries on that di-
mension (Figure 2) shows a high degree of variety across regions,



Figure 3

Talent impact: Scores used in the GTCI

ENTREPRENEURIAL TALENT FOR COMPETITIVENESS

Note: Talent impact ranges from 0 (dark blue) to 63.76. (dark red); countries with no available data are shown in white.

as well as some remarkably high scores from countries such as
Luxembourg (1st) and Chile (2nd). One also finds in the top 5 for
this variable countries located in three regions, namely Europe
(France, 3rd), Northern America (Canada, 5th), and also Western
Asia (Lebanon, 4th). Interestingly, Russia is one of the lowest-scor-
ing countries in the sample, with Sub-Saharan Africa, South Asia,
and Latin America represented among the worst-perfoming
regions.

The high geographic dissemination of top and bottom per-
formers in new product entrepreneurial activity suggests that all
types of economies, in all regions, have significant benefits to
draw from boosting their entrepreneurial talent.

Assessing Entrepreneurial Talent Impact

The sub-pillar Talent Impact (6.2) includes the variable New
product entrepreneurial activity (variable 6.2.3, considered in the
previous section), but also encompasses indicators on Innova-
tion output (6.2.1), High-value exports (6.2.2), New business den-
sity (6.2.4), and Scientific journal articles (6.2.5). Being a broader
measure that is made up of several indicators, it provides a fuller
picture on the impact of entrepreneurship and innovation in tal-
ent competitiveness.

In contrast to the variable New product entrepreneurial ac-
tivity, the highest scores in the aggregated Talent Impact sub-
pillar are distinctly more concentrated in terms of income groups
and geographic regions (Figure 3). High-income countries in

Europe, Northern America, and Oceania are heavily represented
among the top performers on this sub-pillar. This indicates that,
when it comes to the wider role of entrepreneurial talent, it is
not enough for a country to focus on a single or even a few di-
mensions. Rather, a more holistic course of action must be pur-
sued. In this, as in the GTCl at large, it is the talent champions that
have the upper hand: developing strong and vibrant ecosystems
around innovation remains one of the areas in which inequalities
remain strong between talent champions and their competitors.
One possible implication of this for the development of entre-
preneurial talent is that such talent needs to be cross-border and
cross-sector: successful entrepreneurs are not just those who
can create and lead a business, but increasingly those who can
formulate a vision and convince other players (banks and other
financial sources, academia and research, suppliers and consum-
ers, workers and collaborators) of its value.

KEY MESSAGES EMERGING FROM THE GTCI

2019

« Message 1: Talent inequalities are broadening. Looking
back at the first six years of the GTCl and comparing available
data across time, one cannot escape the conclusion that the
gap separating the talent champions from the rest has been
growing rather than diminishing. The statistical correlation
between income per capita and talent performance remains
high, while some regions seem to be facing continued issues
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in identifying entry points to talent competitiveness (this is
the case for most of Sub-Saharan Africa, and some of the
least-developed economies elsewhere) or are witnessing a
progressive erosion of their talent base (as is the case for Latin
America and the Caribbean in particular).

« Message 2: Talentissues have become a mainstream con-
cern for firms, nations, and cities. The mere fact that the
GTCl's database has been increasing in coverage and quality
is just one piece of evidence demonstrating that all types of
organisations (private and public, governmental or not) have
been devoting significant resources and energy to identify-
ing ways to measure talent and its related dimensions. But,
more importantly, the reverse causality link is gaining visibility
and importance. This means that analyses and assessments
are not carried out only to measure how better-endowed and
richer economies foster talent, but more and more to meas-
ure the impact of talent performance on other broad objec-
tives such as growth, job creation, and innovation.

+ Message 3: Entrepreneurial talent can both broaden and
reduce inequalities. Entrepreneurial talent plays a vital role
in smaller firms (which are critical to job creation, especially
in developing economies) and start-ups (which are critical to
innnovation). Yet analyses such as the GTCl's, as well as recent
evidence from the business and economic scenes, show that
entrepreneurial talent also has critical roles to play in larger or-
ganisations and even in governments. All components of the
innovation ecosystem now need to enhance their efforts to
attract, nurture, and retain more entrepreneurial talent. This
talent should be seen as a state of mind that can be grown,
improved, and nurtured with a mix of policies, incentives, and
management approaches that should be adapted to the spe-
cific context of individual countries.

« Message 4: New approaches are emerging to stimulate
entrepreneurial talent. Such approaches include radically
different management systems, some of which have not
originated in the countries with the highest GTCI rankings.
These approaches recognise that entrepreneurial talent is not
an homogenous or fungible resource: an efficient entrepre-
neurial talent strategy needs to reflect the typical stages of
a firms’ life cycle (start-up, scale-up, up to major player in a
particular sector or geography), and requires different new
tactics at every step. Such tactics have yet to be fully reflected
in the curricula and practices of existing educational institu-
tions, including business schools.

« Message 5: Digitalisation and globalisation will increase
the role of entrepreneurial talent. Because the future of
work will be radically affected by the rapid spread of artifi-
cial intelligence (itself fed by the internet of things, big data,
and deep learning), the proportion of salaried workers will
continue to be reduced and the number of free agents to
grow. Simultaneously, new business models (especially in a
platform economy context) will emerge, triggering new ways

8 THE GLOBAL TALENT COMPETITIVENESS INDEX 2019

to extract and share value from information. Such a fluid busi-
ness and economic context will clearly favour the countries
and organisations that have the ability to mobilise relevant
entrepreneurial talents.

« Message 6: Cities will play increasingly central roles as
entrepreneurial talent hubs. Because entrepreneurial tal-
ent is strongly related to innovation, the building and man-
agement of dynamic (and open) ecosystems will be an in-
creasingly important part of building an entrepreneurial
culture and state of mind. The critical role already played
by cities and regions to set up incubators and accelerators
will become more and more relevant. Currenty, most cities
tend to build talent strategies around similar criteria (quality
of life, connectivity, and sustainability, e.g.); few are targeting
specialised talent linked to particular local issues or typical
municipal issues (waste management, transport, and inclu-
sion, among others) but this should be expected to emerge
rapidly, in particular around smart cities' strategies. There, too,
entrepreneurial talent will be a key asset.

THE GTCI CONCEPTUAL FRAMEWORK

As underlined in the previous five editions of the GTCI, countries
are competing globally to grow better talent; attract the talent
they need; and retain those workers who contribute to com-
petitiveness, innovation, and growth. Countries seek to put eco-
nomic and social policies in place that will facilitate this. In such a
context, governments, businesses, and various other stakehold-
ers need quantitative instruments that can inform their decisions
(as investors, employers, employees, or jobseekers) and can help
them design and implement better policies in areas such as edu-
cation, employment, and immigration, to name a few. This is the
purpose of the GTCI.

Who Is Expected to Use the GTCI and Why?
Decisions regarding the development, attraction, and empower-
ment of talent are remarkably complex and multi-layered. They
involve a multi-disciplinary endeavour to tackle talent dilemmas
that have been raised in the fields of economics, education,
human resource management and organisational behaviour,
entrepreneurship, innovation, and strategy. At the policy level,
this complexity is compounded by emotional dimensions and
the international consequences of choices to be made in terms
of immigration, social equity, and fiscal incentives, among other
issues.

Faced with such intricate issues, decision-makers—both
public and private—need quantitative tools that will enable
them to benchmark the efforts made and results obtained in dif-
ferent socioeconomic environments in terms of talent manage-
ment and talent competitiveness. The GTCl has been designed
to help address this challenge by providing a composite view of
talent competitiveness applicable to a large number of countries
(125 this year). Although a number of composite indices con-
cerning skills, talent, and human capital have been developed
in recent years, both private and public players in the field see
the need for a neutral, global, and respected index that would



Figure 4
The GTCI 2019 model
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Note: GK Skills = Global Knowledge Skills; VT Skills = Vocational and Technical Skills.

enable them to assess the effectiveness of talent-related policies
and practices, identify priorities for action in relevant areas, and
inform international and local debate in this arena.

The Structure of the GTCI Model

In the context of the GTC|, talent competitiveness refers to the set
of policies and practices that enable a country to develop, at-
tract, and empower the human capital that contributes to pro-
ductivity and prosperity. The GTClis an Input-Output model (see
Figure 4) in the sense that it combines an assessment of what
countries do to produce and acquire talents (Input) and the kind
of skills that are available to them as a result (Output). Feedback
received on previous editions, additional research, and the avail-
ability of new data have allowed refinements to the model,
though its basic structure is robust and unchanged.

The Input pillars of the GTCI are inspired by the Attract-
Grow-Retain framework used by corporations to steer talent
management. Multinational corporations frame talent manage-
ment in these terms, defining talent management as an organi-
sation'’s efforts to attract, select, develop, and retain talented em-
ployees to meet their strategic needs® The GTCI focuses on ef-
forts by countries and thus the model is fed by macroeconomic
and country-level variables. Attracting talent, in the context of
national competitiveness, should be viewed in terms of luring
foreign valuable resources, both productive businesses (through
foreign direct investment and the like) and creative people

Sustainability

Lifestyle

(through high-skilled migration), while internal attraction is fo-
cused on removing barriers to entering the talent pool for groups
such as those from underprivileged backgrounds, women, and
older people. Growing talent has traditionally meant education,
but its definition should be broadened to include apprentice-
ships, training, and continuous education as well as experience
and access to growth opportunities (although we may acknowl-
edge that most skill development occurs through experience,
much remains to be done to conceptualise and measure its role).
The more talented the person, the wider the global opportuni-
ties he or she can find elsewhere. Retaining talent is thus neces-
sary to ensure sustainability, and one of the main components of
retention is quality of life. In addition, the regulatory, market, busi-
ness, and labour landscapes within a country facilitate or impede
talent attraction and growth; the GTCI classifies these elements
as parts of the Enable pillar. Together, Enable, Attract, Grow, and
Retain constitute the four Input pillars of the GTCI model.
Regarding Output, the GTCI differentiates between two
levels of talent, which can be broadly thought of as mid-level and
high-level skills. Mid-level skills, labelled Vocational and Technical
Skills (or VT Skills), describes skills that have a technical or profes-
sional base acquired through vocational or professional training
and experience. The impact of VT Skills is measured by the de-
gree of employability to which they lead. Employability is meas-
ured by indicators of skills gaps and labour market mismatches
and by the adequacy of educational systems. High-level skills,
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labelled Global Knowledge Skills (or GK Skills), deal with knowl-
edge workers in professional, managerial, or leadership roles that
require creativity and problem solving. Their economic impact is
evaluated by indicators of innovation, entrepreneurship, and the
development of high-value industries. Together, VT Skills and GK
Skills constitute the two Output pillars of the GTCl model.

The GTCl attempts to offer an approach to talent competi-
tiveness issues that is comprehensive, action-oriented, analytical,
and practical. As described earlier, the GTCl is a composite index,
relying on a simple but robust Input-Output model, composed
of six pillars (four on the Input side and two on the Output side),
as illustrated in Figure 4. The GTCI generates three main indices
that are the most visible focus for analysis, namely:

1. The Talent Competitiveness Input sub-index, which is
composed of four pillars describing the policies, resources,
and efforts that a particular country can harness to foster its
talent competitiveness. Enable (Pillar 1) reflects the extent
to which the regulatory and business environment—in-
cluding issues about competition, management practices,
and the functioning of labour markets—create a favoura-
ble climate for talent to develop and thrive. The other three
pillars describe the three levers of talent competitiveness,
which focus respectively on what countries are doing to
Attract (Pillar 2), Grow (Pillar 3), and Retain (Pillar 4) talent.
The Input sub-index is the simple arithmetic average of the
scores registered on these four pillars.

2. The Talent Competitiveness Output sub-index, which
aims to describe and measure the quality of talent in a
country that results from the above policies, resources, and
efforts. It is composed of two pillars describing the current
situation of a particular country in terms of Vocational and
Technical Skills (Pillar 5) and Global Knowledge Skills (Pillar
6). The Output sub-index is the simple arithmetic average
of the scores obtained on these two pillars.

3. The Global Talent Competitiveness Index (GTCI), which
is computed as the simple arithmetic average of the scores
registered on each of the six pillars described above.

The GTCI model has been refined in this 2019 edition with
respect to the 2018 edition, even as the number and type of vari-
ables have remained the same. The one modification of note is
that efforts have been made to strengthen the innovation di-
mension of the GTCI. Although there is always an element of en-
trepreneurship to an innovative activity, it is not the case that an
entrepreneurial activity is invariably innovative. The model has
therefore been slightly altered to capture entrepreneurship that
is original and geared to new products and approaches.

The total number of variables in this year's model has stayed
unchanged at 68. Country coverage, however, has increased
from 119 to 125 countries, representing almost 98% of the world’s
GDP and 93% of its population. The audit carried out by the Joint
Research Centre (JRC) of the European Commission (see Chapter
6) has confirmed that the changes introduced in the model have
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improved its accuracy, while maintaining its solidity and robust-
ness.” Further details of the variable definitions and the method
of calculation can be found in the Sources and Definitions and
Technical Notes sections in the Appendices. Improvements will
continue to be made to the GTCl model in the future, based on
further discussions with academics and business and govern-
ment leaders, as well as feedback from users of the GTCI.

GLOBAL TALENT COMPETITIVENESS INDEX
2019: MAIN FINDINGS

The top positions in the ranking of the GTCl scores continue to be
dominated by developed, high-income countries (see Table 1 on
pages 11-13), and there is a high correlation between GDP
per capita and GTC| scores (see Figure 5 on pages 14-15).
The Statistical Annex to this chapter presents more detailed in-
formation on country performance for the different sub-pillars
and variables. European countries continue to lead the GTCI
rankings; 16 of them are in the top 25. Switzerland maintains its
position at the top, followed by Singapore and the United States.
If we consider the top 25, seven additional non-European coun-
tries make the grade: New Zealand, Australia, Canada, the United
Arab Emirates, Israel, Japan, and Qatar.

An assessment of the top 15 countries in this ranking can be
found in the Statistical Annex, along with an analysis and com-
mentary on the 125 countries according to five income groups
and seven regional groups.

LONGER-TERM TRENDS IN TALENT
COMPETITIVENESS
This year marks the sixth edition of the GTCI, which provides
an opportunity to detect how, if at all, talent competitiveness
is evolving in countries around the world. The present section,
therefore, takes a longer perspective than the rest of the chap-
ter by comparing performances in the GTCl over two three-year
periods: 2014-2016 against 2017-2019® There are three reasons
why doing so is of interest. First, comparing and contrasting an
earlier period with a later period can be useful for spotting gen-
eral trends in talent competitiveness that are easily missed in a
year-by-year analysis. Second, the identification of such trends
can provide additional insights into why talent competitiveness
in a given country or grouping might be changing in any one
particular direction (or, for that matter, why it might be staying
fixed). Third, and more technically, the aggregation of three years
into a single period allows for some smoothing of annual fluctua-
tions in the data that, in turn, results in more reliable conclusions.
Similarly, the aggregation absorbs year-to-year changes because
of improvements in the methodology of GTCI

Only countries that feature in all six GTCl reports are includ-
ed in the analysis: all in all, 86 countries. Of these, 42 are high-
income countries, 27 are upper-middle-income countries, 16 are
lower-middle-income countries, and 1 is a low-income country.
The regional breakdown, meanwhile, is the following: 7 in Cen-
tral and Southern Asia; 13 in Eastern, Southeastern Asia and Oce-
ania; 33 in Europe; 16 in Latin America and the Caribbean; 11 in
Northern Africa and Western Asia; 2 in Northern America; and 4
in Sub-Saharan Africa.



Table 1

Global Talent Competitiveness Index 2019 rankings

COUNTRY

Switzerland

Singapore

United States of America

Norway
Denmark
Finland
Sweden
Netherlands
United Kingdom
Luxembourg
New Zealand
Australia
Iceland
Germany
Canada

Ireland
Belgium
Austria

United Arab Emirates
Israel

France

Japan

Estonia

Qatar

Czech Republic
Malta

Malaysia
Portugal
Slovenia
Korea, Rep.
Spain

Chile

Cyprus

Costa Rica
Lithuania
Brunei Darussalam
Latvia

Italy

Saudi Arabia
Bahrain

Slovakia

SCORE OVERALL RANK

81.82 1

77.27 2

76.64 3

74.67 4

73.85 5

73.78 6

7353 7

73.02 8

7144 9

71.18 10
71.12 11
71.08 12
71.03 13
70.72 14
7043 15
70.15 16
68.48 17
68.31 18
65.90 19
63.26 20
61.82 21
61.56 22
60.74 23
60.50 24
59.38 25
59.10 26
58.62 27
55.66 28
5444 29
54.19 30
52.85 31
52.20 32
52.20 33
5147 34
50.75 35
4991 36
49.39 37
49.21 38
4878 39
4845 40
4837 41

INCOME GROUP
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income
High income

Upper-middle income
High income
High income
High income
High income
High income
High income

Upper-middle income
High income
High income
High income
High income
High income
High income

High income

ENTREPRENEURIAL TALENT FOR COMPETITIVENESS

REGIONAL GROUP
Europe
Eastern, Southeastern Asia and Oceania
Northern America
Europe
Europe
Europe
Europe
Europe
Europe
Europe
Eastern, Southeastern Asia and Oceania
Eastern, Southeastern Asia and Oceania
Europe
Europe
Northern America
Europe
Europe
Europe
Northern Africa and Western Asia
Northern Africa and Western Asia
Europe
Eastern, Southeastern Asia and Oceania
Europe
Northern Africa and Western Asia
Europe
Europe
Eastern, Southeastern Asia and Oceania
Europe
Europe
Eastern, Southeastern Asia and Oceania
Europe
Latin America and the Caribbean
Northern Africa and Western Asia
Latin America and the Caribbean
Europe
Eastern, Southeastern Asia and Oceania
Europe
Europe
Northern Africa and Western Asia
Northern Africa and Western Asia

Europe

REGIONAL GROUP RANK
1

1
1

N 0

18
19

20

21

22

23

24

(continued on next page)
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Table 1 (continued)

Global Talent Competitiveness Index 2019 rankings

COUNTRY
Poland
Azerbaijan
Greece
China
Uruguay
Mauritius
Oman
Russian Federation
Trinidad and Tobago
Montenegro
Panama
Hungary
Bulgaria
Croatia
Kazakhstan
Jordan
Philippines
Lebanon
Argentina
Armenia
Botswana
Ukraine
Kuwait
Colombia
Thailand
Indonesia
Serbia
Romania
Mexico
South Africa
Brazil
Rwanda
Turkey
Albania
Georgia
Mongolia
Namibia
Peru

India
Tajikistan
Sri Lanka

Bhutan

SCORE OVERALL RANK

4741 42
4594 43
4549 44
4544 45
4522 46
4514 47
43.88 48
4347 49
4343 50
4334 51
4320 52
42.89 53
4272 54
4227 55
4179 56
4096 57
4094 58
4085 59
4065 60
3995 61
3986 62
3941 63
3917 64
3893 65
3862 66
3861 67
3845 68
38.11 69
38.00 70
37.94 71
37.57 72
3748 73
3744 74
3735 75
3732 76
3641 77
36.14 78
36.11 79
3598 80
35.17 81
34.79 82
3462 83

INCOME GROUP
High income
Upper-middle income
High income
Upper-middle income
High income
Upper-middle income
High income
Upper-middle income
High income
Upper-middle income
High income
High income
Upper-middle income
High income
Upper-middle income
Upper-middle income
Lower-middle income
Upper-middle income
High income
Upper-middle income
Upper-middle income
Lower-middle income
High income
Upper-middle income
Upper-middle income
Lower-middle income
Upper-middle income
Upper-middle income
Upper-middle income
Upper-middle income
Upper-middle income
Low income
Upper-middle income
Upper-middle income
Lower-middle income
Lower-middle income
Upper-middle income
Upper-middle income
Lower-middle income
Low income
Lower-middle income

Lower-middle income
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REGIONAL GROUP
Europe
Northern Africa and Western Asia
Europe
Eastern, Southeastern Asia and Oceania
Latin America and the Caribbean
Sub-Saharan Africa
Northern Africa and Western Asia
Europe
Latin America and the Caribbean
Europe
Latin America and the Caribbean
Europe
Europe
Europe
Central and Southern Asia
Northern Africa and Western Asia
Eastern, Southeastern Asia and Oceania
Northern Africa and Western Asia
Latin America and the Caribbean
Northern Africa and Western Asia
Sub-Saharan Africa
Europe
Northern Africa and Western Asia
Latin America and the Caribbean
Eastern, Southeastern Asia and Oceania
Eastern, Southeastern Asia and Oceania
Europe
Europe
Latin America and the Caribbean
Sub-Saharan Africa
Latin America and the Caribbean
Sub-Saharan Africa
Northern Africa and Western Asia
Europe
Northern Africa and Western Asia
Eastern, Southeastern Asia and Oceania
Sub-Saharan Africa
Latin America and the Caribbean
Central and Southern Asia
Central and Southern Asia
Central and Southern Asia

Central and Southern Asia

REGIONAL GROUP RANK
25
7
26

27

28

29

30
31

10

33
34

35
14
12

(cuntinued on next page)



Table 1 (continued)

Global Talent Competitiveness Index 2019 rankings

COUNTRY

Tunisia

Kenya

Bosnia and Herzegovina
Ecuador
Guatemala
Moldova, Rep.
Dominican Republic
Lao PDR

Viet Nam
Gambia

Ghana
Kyrgyzstan
Egypt

Iran, Islamic Rep.
Honduras
Nigeria

Morocco
Paraguay
Senegal
Nicaragua
Zambia

Algeria

El Salvador
Cambodia
Pakistan
Uganda
Lesotho

Tanzania, United Rep.

Venezuela, Bolivarian Rep.

Cameroon
Liberia
Malawi

Mali

Ethiopia
Bangladesh
Madagascar
Nepal
Zimbabwe
Mozambique
Burundi
Congo, Dem. Rep.

Yemen

SCORE OVERALL RANK

34.37 84
34.21 85

33.97 86
33.94 87
3391 88
33.86 89
33.79 90
33.56 91

3341 92
32.80 93

3272 94
3243 95

31.68 96
31.59 97
30.05 98
29.72 99
29.68 100
29.64 101
29.38 102
2892 103
2891 104
28.13 105
27.12 106
26.57 107
26.37 108
25.99 109
25.98 110
25.87 111
25.70 112
25.02 113
2445 114
23.79 115
23.70 116
23.15 117
2273 118
22.70 119
2257 120
2231 121
20.32 122
19.18 123
1844 124
11.97 125

INCOME GROUP

Lower-middle income
Lower-middle income
Upper-middle income
Upper-middle income
Upper-middle income
Lower-middle income
Upper-middle income
Lower-middle income
Lower-middle income

Low income
Lower-middle income
Lower-middle income
Lower-middle income
Upper-middle income
Lower-middle income
Lower-middle income
Lower-middle income
Upper-middle income

Low income
Lower-middle income
Lower-middle income
Upper-middle income
Lower-middle income
Lower-middle income
Lower-middle income

Low income
Lower-middle income

Low income
Upper-middle income
Lower-middle income

Low income

Low income

Low income

Low income
Lower-middle income

Low income

Low income

Low income

Low income

Low income

Low income

Low income

ENTREPRENEURIAL TALENT FOR COMPETITIVENESS

REGIONAL GROUP
Northern Africa and Western Asia
Sub-Saharan Africa
Europe
Latin America and the Caribbean
Latin America and the Caribbean
Europe
Latin America and the Caribbean
Eastern, Southeastern Asia and Oceania
Eastern, Southeastern Asia and Oceania
Sub-Saharan Africa
Sub-Saharan Africa
Central and Southern Asia
Northern Africa and Western Asia
Central and Southern Asia
Latin America and the Caribbean
Sub-Saharan Africa
Northern Africa and Western Asia
Latin America and the Caribbean
Sub-Saharan Africa
Latin America and the Caribbean
Sub-Saharan Africa
Northern Africa and Western Asia
Latin America and the Caribbean
Eastern, Southeastern Asia and Oceania
Central and Southern Asia
Sub-Saharan Africa
Sub-Saharan Africa
Sub-Saharan Africa
Latin America and the Caribbean
Sub-Saharan Africa
Sub-Saharan Africa
Sub-Saharan Africa
Sub-Saharan Africa
Sub-Saharan Africa
Central and Southern Asia
Sub-Saharan Africa
Central and Southern Asia
Sub-Saharan Africa
Sub-Saharan Africa
Sub-Saharan Africa
Sub-Saharan Africa

Northern Africa and Western Asia

REGIONAL GROUP RANK
15
6
36

14

17

10
16

18
17

20
10
21
22
23
24
19
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Figure 6
GTCI rankings in 2014-2016 and 2017-2019
2014-2016 2017-2019
Switzerland 1 1 Switzerland
Singapore 2 2 Singapore
Luxembourg 3 b 3 United States
United States 4 — S / 4 Norway
Sweden 5 5 Sweden
Denmark 6 \ // 6 Finland
United Kingdom 7 7 Denmark
Canada 8 8 United Kingdom
Netherlands 9 9 Netherlands
Norway 10 10 Australia
Finland 11 11 Luxembourg
Australia 12 12 New Zealand
Germany 13 13 lreland
Austria 14 14 Iceland
New Zealand 15 15 Canada
Ireland 16 16 Germany
Iceland 17 17 Belgium
Belgium 18 18 Austria
Japan 19 - 19 UAE

France 20 20 Japan
21 Estonia
22 France
23 lIsrael
24 Qatar
25 Czechia

Estonia 21
Czechia 22
UAE 23
Israel 24
Qatar 25
Slovenia 26
Latvia 27
Slovakia 28
Chile 29
South Korea 30
Spain 31

27 Portugal
28 Slovenia
29 South Korea
30 Spain

31 Chile

32 Lithuania
33 Latvia

Ma )
Portugal 33
Poland 34
Hungary 35
Lithuania 36
Italy 37

35 ltaly

36 Slovakia

37 Poland

38 Saudi Arabia

O —
g
Saudi Arabia 39 39 Greece
Bu 1 40 40 Uruguay
Croatia 41 } 1N
Panama 42 42 Hungary
hina 43 Panama
Uruguay 44 44 Croatia
Kazakhstan 45 15 Bulge
Greece 46 S
] ~
~—

50 Argentina
Romania 5 anor
Argentina 53
Colombia 5
non

o} i
82 Uganda

Note: Colours refer to income groups, which range from dark blue (high income)
to brown (low income).
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The calculation of the averages of the two three-year peri-
ods is based on the GTCl scores that the countries have achieved.
More specifically, the calculation comprises two simple steps:
(1) averaging overall GTCI scores for 2014-2016 and 2017-2019,
respectively, and (2) computing country rankings based on the
resulting averages. The advantage of this approach is that it is
straightforward and yields distinct rankings for each country. The
drawback is that the scores are not necessarily fully comparable
from one year to the next because of changes in data or meth-
odological improvements. An alternative approach that does
not suffer from this drawback would be to calculate the averages
based on relative rankings rather than absolute scores. That s,
rankings for the 86 countries would first be computed for each
single year before being averaged across the two three-year pe-
riods. These averages would then form the basis for the rankings
of 2014-2016 and 2017-2019, respectively”® However, a problem
with this approach is that it yields many ties (i.e., two or more
countries with the same ranking), which makes analysis less clear.
In the end, therefore, the results presented in this section stem
from an analysis based on the first approach, while the second
approach is used to corroborate the findings.

The Stability of Talent Champions versus the
Fluctuations of Talent Laggards

Figure 6 depicts visually how the relative positions of countries
in the GTCl have changed in the two periods 2014-2016 and
2017-2019. The left-hand and right-hand columns of the figure
rank the countries according to their GTCl scores in the earlier
and later periods, respectively. Hence, an upward (downward)
slope implies an improvement (deterioration) in the ranking over
the two periods, which in turn suggests strengthening (weaken-
ing) talent competitiveness.

It is immediately obvious from the figure that, in line with
each GTCl edition, better rankings are associated with higher in-
come levels. Thus, in both periods, all but a few of the 43 coun-
tries in the top two quartiles are high-income countries,”’ where-
as upper-middle-income countries dominate the second quar-
tile and lower-middle-income countries form the largest group
in the bottom quartile. This distribution is also clearly reflected
in regional terms—for instance, in the prevalence of European
countries in the top half of the rankings and all four Sub-Saharan
African countries placed in the bottom half.

Focusing on the leading countries, it can be seen that eight
of the countries in the top 10 in 2014-2016 are also in that top 10
group in 2017-2019. Switzerland and Singapore are at the peak
of the rankings in both periods, while the United States climbs
from 4th to 3rd. The three other countries that make strides in
the top 10 are Norway, Finland, and Australia, while Sweden
and the Netherlands maintain the same rankings in both peri-
ods. Denmark and the United Kingdom each slip one position,
but the largest decreases are seen in Luxembourg and Canada,
which are in the top 10 in the 2014-2016 period but drop out of
this group in 2017-2019. However, it should be noted that the big
falls in ranking for Luxembourg and Canada are not the result
of lower scores—overall GTCI scores rise over the two periods,
in fact—but because they are outperformed by other countries.



Figure 7
GTCI scores in 2014-2016 and 2017-2019 by income group
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Note: Narrow bars indicate maximum and minimum values; wide bars indicate 25th, 50th, and 75th percentiles. Black bars indicate 2014-2016 values and blue bars
indicate 2017-2019 values. There was only one low-income country, so that income group has been excluded.

[tis also of interest to take a look at how talent competitive-
ness has evolved in the large emerging countries that form the
BRICS group (Brazil, Russia, India, China, and South Africa). The
results among the five countries vary considerably. On the one
hand, China (up two spots to 41st), India (up four spots to 71st),
and Russia (up one spot to 46th) improve their rankings some-
what, with fairly stable performances in all six pillars. On the
other hand, Brazil and South Africa register two of the largest
declines in the sample: the former’s rank plunging 12 positions
(from 50th to 62nd), the latter's rank dropping 8 places (from
48th to 56th). In the case of Brazil, the lower ranking is primarily
driven by a sub-par performance in the Attract pillar, while, for
South Africa, it is the ranking in the Global Knowledge Skills pillar
that has fallen the most.

One striking feature of Figure 6 is that, as one's eyes move
from top to bottom, the criss-crosses become increasingly prev-
alent. This suggests, therefore, a general tendency of changes
in rankings (especially larger shifts) to be more likely at lower
positions than at higher ones. Further in-depth analysis of the
frequency and magnitudes of changes in rankings within various
percentiles corroborates the visual impression of the figure.

What might be the underlying reasons for this tendency?
One plausible explanation is that the set of policies and practices
that bring about talent competitiveness in more-developed
countries are less susceptible to political and socioeconomic
fluctuations. Conversely, talent competitiveness in less-devel-
oped countries might be expected to be more vulnerable to
short-term vicissitudes, whereby a positive (negative) change—
such as more (less) business-friendly regulations and greater
(lower) tolerance of minority groups—can have a relatively large
impact on its GTCl score. A case in point is talent competitiveness

in Indonesia—the country that has climbed the most in the
rankings (from 77th to 64th)—which might well have benefited
from greater openness and a growing economy within a stable
political context. Viewed in this light, it will be interesting to see
in the years ahead whether the tendency of lower fluctuations
higher up in the rankings will remain as strong against a back-
drop of greater political and socioeconomic uncertainties in
high-income countries (e.g., the rise in populism in developed
countries and Brexit in the United Kingdom).

Groups with High Talent Competitiveness Steam

Ahead, Leaving the Rest Behind

Given what we know from Figure 6 and, more generally, from
each overall GTCl ranking, itis not surprising to see in Figure 7 that
the group of high-income countries achieves significantly higher
scores than those of upper-middle-income and lower-middle-
income countries (Uganda is the only low-income country in the
sample, which is why that particular group is not included in the
figure). By the same token, the distribution of scores across re-
gions is also much as expected (Figure 8), with Northern America
and Europe leading the way and Sub-Saharan Africa and Central
and Southern Asia placed at the bottom *

Introducing a time dimension by comparing the 2014-2016
and 2017-2019 periods leads to some additional findings. In the
case of income groups, it can be seen that the distribution of
scores for the high-income group has shifted upwards, where-
as the trend is the opposite for the upper-middle-income and
lower-middle-income groups. More specifically, the 25th, 50th,
and 75th percentiles have all increased for high-income coun-
tries, whereas they have decreased for the other two income
groups, apart from the 75th percentile of upper-middle-income

THE GLOBAL TALENT COMPETITIVENESS INDEX 2019 17
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Figure 8
GTCI scores in 2014-2016 and 2017-2019 by regional group
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Note: Narrow bars indicate maximum and minimum values; wide bars indicate 25th, 50th, and 75th percentiles (the figure for Northern America has only two bars

because it contains only two countries: Canada and the United States).

countries (which is virtually the same). The same applies to the
group averages (not shown).

The tendencies are similar from a regional perspective, with
the higher-scoring regions—tEastern, Southeastern Asia and
Oceania; Europe; Northern Africa and Western Asia; and North-
ern America—improving their medians and means over the two
periods, while Central and Southern Asia, Latin America and the
Caribbean, and Sub-Saharan Africa have seen their correspond-
ing values decline.

In sum, therefore, there seem to be two opposing trends:
talent competitiveness strengthening in groups of countries
where it is already comparatively high and weakening in those
where it is relatively low. There are presumably several forces at
play here. One possible reason for this widening gap is that the
economic expansion of several more developed countries in
recent years has generated greater demands for talent that, in
turn, have led to an uptick in policies and practices that promote
talent competitiveness. Coupled with these increased demands,
it is also possible that the upward trend of the group of high-
income countries reflects a wider recognition among them of
the challenge they face in addressing skills gaps and the more
resolute measures they have implemented to do so.

As GTCI time series continue to grow, they will offer addi-
tional possibilities to deepen the initial approach offered here.
Considering ways in which individual countries and groups have
changed along specific pillars and variables of the GTCI model
sounds like a particularly promising way to identify trends and
draw additional policy conclusions about the various compo-
nents of talent competitiveness can be better fostered. This will
remain a key objective of the GTCl report in the coming years.
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ENDNOTES

1 Baumol (1996).
2 Seein particular Quesnay (1758).

3 Small and medium enterprises (SMEs) play a major role in most economies,
particularly in developing countries. Formal SMEs contribute up to 60% of
total employment and up to 40% of national income (GDP) in emerging
economies. These numbers are significantly higher when informal SMEs
are included. See World Bank (2018).

4 Mayer-Haug et al. (2013), p. 1251.

5 See for example Lee et al. (2016).

6 Mayer-Haug et al. (2013).

7 Asdescribed in John et al. (2008, p. 138) these traits correspond to :

Openness to experience: describes the breadth, depth, originality, and
complexity of an individual’s mental and experimental life

Conscientiousness: describes socially prescribed impulse control that
facilitates task- and goal-orientated behavior

Extraversion: implies an energetic approach towards the social
and material world and includes traits such as sociability, activity,
assertiveness, and positive emotionality

Agreeableness: contrasts a prosocial and communal orientation
towards others with antagonism and includes traits such as altruism,
tender-mindedness, trust, and modesty

Neuroticism: contrasts emotional stability and even-temperedness
with negative emotionality, such as feeling anxious, nervous, sad, and
tense

8 Almlund et al. (2011).
9 Gerber et al. (2010).
10 Freeman & Gosling (2010).

11 Kerr et al. (2018, pp. 29-30).



12 See, for example, Kelley et al. (2012) in the Global Entrepreneurship Monitor
context, and Venkataram (2004).

13 See in particular Zhang et al. (2010, p. 190): History has shown that the
economic development of a nation depends more on the efficient allocation
of entrepreneurial talent than on simply the endowment of such talent. . ..
Talented people can thus work well either with government or business. In
the latter case, they generally create value for society, while in the former they
are mainly engaged in redistributive, or possibly less productive, activities. In
the long history of China, talented individuals were generally concentrated in
the government. However, the “economic miracle” of China in the past three
decades has been due largely to a reallocation of entrepreneurial talent from
the government/state and agricultural sectors to business activities.’

14 Zhang et al. (2010, p. 178).

15 Thevariableis based on a survey conducted by the Global Entrepreneurship
Monitor project. Specifically, it refers to the percentage of total early-stage
entrepreneurs who indicate that their product or service is new to at
least some customers AND that few/no other businesses offer the same
product.

16 See Cappelli & Keller (2014); Stahl et al. (2012).

17 The method and results of this audit are the subject of Chapter 6 in this
report.

18 The years 2014, 2015, and 2016 refer to the results reported in The Global
Talent Competitiveness Index 2013, The Global Talent Competitiveness Index
2014, and The Global Talent Competitiveness Index 2015-16, respectively.
The reason for the apparent year discrepancy is as follows. The GTCI
reports are always printed towards the end of the calendar year. The
first two editions of the GTCl referred to this in their titles (The Global
Talent Competitiveness Index 2013 and The Global Talent Competitiveness
Index 2014). However, because the launch of the report is held in January,
a change was made in the third edition, whereby the title would refer
to the launch year. Thus, the third edition became The Global Talent
Competitiveness Index 2015-16, the two subsequent editions were
entitled The Global Talent Competitiveness Index 2017 and The Global Talent
Competitiveness Index 2018.

19 One caveat to the results discussed in this section is that the GTCI model has
evolved since its first edition, with the possible implication that a score
that changes from one year to the next might primarily be a reflection
of a methodological adjustment rather than new data. To some extent,
this potential problem is addressed by the averaging of scores across
three years, since it implies some smoothing of modifications to the GTCI
model. Moreover, the analysis focuses on aggregate overall GTCl scores—
rather than scores at the pillar level, let alone at the level of indicators—
which likewise entails a degree of cancelling-out effects.

20 More concretely, the country with the best average rank for a three-year
period would be ranked 1st, the country with the next-best rank would
be ranked 2nd, and so on.

21 There were 39 high-income countries in the sample in 2014-2016 and 40
in 2017-2019.

22 To be sure, the higher median of Sub-Saharan Africa against Central and
Southern Asia and, for 2017-2019, Latin America and the Caribbean could
be seen as unexpected, but this is the result of the low number of Sub-
Saharan African countries included in the analysis. Adding more countries
from the region to the analysis would lower the group median.
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Statistical Annex to Chapter 1

OVERVIEW

The statistics in this annex analyse country performance in the
GTCI 2019 in terms of its overall score and also in terms of its pil-
lars and sub-pillars. Performance data are broken down in differ-
ent ways: by top performers (the top 15 GTCI score leaders) and
by region and income group (high, upper-middle, lower-middle,
and low income)!

Figure Al presents the dispersion of GTCl scores by income
group and region. With respect to the former, although scores
are widely dispersed among high-income countries, even the
group’s poor performers are well above countries in the other
income groups (the worst performer of the high-income group
is above the median of countries in the upper-middle income
group). As for regions, the greatest dispersion of scores can be
seen in Europe and in Eastern, Southeastern Asia and Oceania,
which is made clear by the range of scores between the 25th
and 75th percentiles (as reflected by the wide bars in the figure).

The list of countries that make up the top 25 in this year's in-
dex is identical to that of last year, although some of the rankings

within this group have changed. Since the GTCl model of this
year is, by and large, unaltered compared with the 2018 edition,
the changes in ranking from last year can be considered reliable,
particularly in the fourth quartile of countries. For lower positions
in the GTCl ranking, one should take into account the two coun-
tries (the Plurinational State of Bolivia and the Former Yugoslav
Republic of Macedonia) that have dropped out of the GTCI this
year because of a lack of available data as well as the eight coun-
tries that are new additions to the index?

As before, European countries continue to lead the GTCl
rankings, with 16 of them in the top 25 and Switzerland main-
taining its position at the very top. With respect to non-European
countries, two of them—Singapore (2nd) and the United States
of America (United States, 3rd)—feature in the top 10, while the
seven additional countries in the top 25 are New Zealand (11th),
Australia (12th), Canada (15th), the United Arab Emirates (19th),
Israel (20th), Japan (22nd), and Qatar (24th).

The non-European leaders of the GTCI rankings can be
broadly classified into two groups: economies that have long

Figure A1
Country dispersion of GTCI scores
By income group By region
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Note: Narrow bars indicate maximum and minimum values; wide bars indicate 25th, 50th, and 75th percentiles (the figure for Northern America has only two bars because it

contains only two countries: Canada and the United States).
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Figure A2
Dispersion of country scores for each pillar
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benefitted from global talent (the United States, Canada, and
Australia), and economies that have a clear focus on becoming
‘talent hubs' (Singapore, the United Arab Emirates, and Qatar).

The large differences in GTCI scores across countries are
driven by differences in performance in particular pillars. For
instance, the dispersion of scores is largest in the Retain pil-
lar (standard deviation = 20.1) and smallest in the Attract pillar
(standard deviation = 14.4), which suggests that the ability of
countries to retain talent sets them apart more than their capac-
ity to attract talent. The dispersions of scores in the other pillars,
meanwhile, are fairly similar, as can be seen in Figure A2.

The heatmap of Figure A3 (beginning on page 24) pre-
sents the overall rankings in the GTCl and those in each pillar,
coloured by the quartile to which the rankings of each of the
125 countries belong. A cursory look at the figure makes it clear
that countries that are among the best and worst performers in
the overall GTCl rankings are also among the best and worst per-
formers in the six pillars. Thus, 25 of the 31 countries that make
up the top 25% of the overall GTCl scores (the fourth quartile) are
also among the top 25% in at least five of the six pillars. Similarly,
15 of the 31 countries that are in the bottom 25% of the overall
GTCl scores (the first quartile) are ranked in the bottom 25% in at
least five pillars.

TOP 15 COUNTRIES IN THE GTCI 2019

Almost all the countries ranked in the top 15 in the GTCI 2019
were in that highest-performing group in last year’s index. In
fact, only one country—Ilreland (16th, down from 13th)—has
dropped out of the top 15, with Germany (14th, up from 19th)
being the new addition to the list. As would be expected, the 15
countries with the highest overall GTCI scores typically perform
well in each of the six pillars of the GTCI model. More specifically,
13 of the 15 countries are also among the top 15 performers in
at least four of the six pillars. The one pillar where several of the
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top 15 countries have relatively lower rankings is Vocational and
Technical Skills.

As for high-performing countries just outside the top 15,
many of them are leaders in specific pillars. For instance, Austria
(18th overall) has the third-highest score in the Vocational and
Technical Skills pillar. Similarly, the United Arab Emirates (19th)
has the third-highest score in the Attract pillar, with Qatar (24th)
also being a strong magnet for talent. Other countries that stand
out in certain pillars are Israel (20th), which is a top performer
in the Global Knowledge Skills pillar, and Japan (22nd), which
scores well in the Enable pillar. Further down the rankings, it is
interesting to note that Bahrain (40th) is among the top-perform-
ing countries when it comes to attracting talent.

For a second year in a row, Switzerland, Singapore, and the
United States occupy the first three positions in the overall GTCI.
Switzerland consistently ranks among the top-performing coun-
tries in each pillar; in fact, its position in 5th place in the Attract
pillar is the lowest ranking it achieves. While Singapore’s perfor-
mance across rankings is more varied, it is the highest-scoring
country in no fewer than three pillars: Enable, Attract, and Global
Knowledge Skills (Table A1). The United States, meanwhile, excels
in growing talent and in harnessing the skills present in the coun-
try (scoring highly in both pillars related to Output).

Switzerland (1st) is at the top overall by virtue of its strong
performance across all six pillars of the GTCI model. It is the glob-
al leader with respect to the Retain and Vocational and Technical
Skills pillars and runner-up in the Enable and Grow pillars. It is
also among the top-performing countries in the Global Knowl-
edge Skills (4th) and Attract (5th) pillars. Switzerland also achieves
high scores in various sub-pillars. It is the top performer with re-
spect to Lifelong Learning, Sustainability, and Employability. Its
weakest performances, meanwhile, are in the sub-pillars Internal
Openness (14th) and Access to Growth Opportunities (10th). In
the former case, the score is dragged down by gender equality



variables such as Female graduates (85th) and Gender earnings
gap (27th); in the latter case, it performs relatively poorly with
respect to Use of virtual social networks (41st).

Singapore (2nd) is the highest-ranked country in the En-
able, Attract, and Global Knowledge Skills pillars, with uniformly
high scores in the top 10 of each of the underlying sub-pillars.
The city-state is also one of the strongest performers with re-
spect to the pillar on Vocational and Technical Skills—despite its
low rankings on Workforce with secondary education and Popu-
lation with secondary education (69th in both cases). Singapore’s
lowest pillar rank is in Retain (26th), where there is room for im-
provement in both sub-pillars (Sustainability, 23rd, and Lifestyle,
31st).

The United States (3rd) continues to stand out as a top
performer in the Grow pillar (1st) as a result of its high ranking
in all three sub-pillars: Formal Education (3rd), Lifelong Learning
(2nd), and Access to Growth Opportunities (1st). This allows it
to have an outstanding pool of Vocational and Technical Skills
(2nd) and Global Knowledge Skills (3rd). The United States is also
a global leader in terms of enabling talent (4th), with the Market
Landscape (1st) and Business and Labour Landscape (4th) sub-
pillars being particularly strong. Its lowest rankings are in the pil-
lars related to Attract (14th) and Retain (13th). In the former case,
the performance is dragged down by gender equality variables,
among others. In the latter case, it has relatively low scores with
respect to the Lifestyle sub-pillar (29th).

Norway (4th) is one of the top countries in retaining its
talent (2nd), which is driven by wide access to social protection
and benefits (it is 2nd in Sustainability) and also by a high-quality
Lifestyle (4th), particularly in terms of personal health and safety.
The country is also one of the global leaders when it comes to
growing talent (5th) and harnessing vocational and technical
skills (5th). The two pillars with the most scope for improvement
are Attract and Global Knowledge Skills (both 13th): the former
is dragged down by a weak performance in External Openness
(31st) and the latter would be boosted by greater innovation
and entrepreneurship (Norway ranks 18th in the Talent Impact
sub-pillar).

Denmark (5th) is a top performer in the Enable (3rd) and
Retain (4th) pillars. In the former case, the strong Regulatory and
Market Landscapes (ranking in 10th in both) are complement-
ed by an exemplary Labour and Business Landscape (3rd) that
combines flexible labour markets with comprehensive social
protection. As for retaining talent, the country boasts strong per-
formances in both the Sustainability (7th) and Lifestyle (6th) sub-
pillars. The only pillar where Denmark ranks outside the top 10
is that related to attracting talent (17th), with particular room for
improvement in luring foreign talent and strengthening gender
equality.

Finland (6th) is one of the leading countries in the Grow
and Vocational and Technical Skills pillars, in both of which it is
ranked 4th. Its strong performance in these areas can primarily
be attributed to an education system that does not only provide
world-class schooling (it ranks 2nd in the Formal Education sub-
pillar), but that is also one of the best at matching the skills of
people with the needs of the economy (2nd in Employability). In
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Table A1
Countries with highest GTCI scores by pillar

PILLAR TOP 3 COUNTRIES

Enable Singapore, Switzerland, Denmark

Attract Singapore, Luxembourg, United Arab Emirates
Grow United States, Switzerland, Netherlands
Retain Switzerland, Norway, Austria

Vocational and
Technical (VT) Skills

Switzerland, United States, Germany

Global Knowledge
(GK) Skills

Singapore, Iceland, United States

addition, the country ranks high in the Retain pillar (5th) by virtue
of its strong social safety net and its high level of personal safety.
Finland performs less well in the Enable (14th), Attract (15th), and
Global Knowledge Skills (15th) pillars. In the case of attracting tal-
ent, there is a clear discrepancy between Finland's strength in
Internal Openness (2nd) and its weakness in External Openness
(33rd).

Sweden (7th) performs consistently well across all six pillars,
belonging to the top 15 of each of them. One of the country’s
strengths is in retaining talent (6th in the Retain pillar), with a par-
ticularly strong showing in the Lifestyle (3rd) sub-pillar. Excellent
Access to Growth Opportunities (3rd) through high levels of co-
operation and collaboration, and good possibilities for Lifelong
Learning (7th), contribute to the country being a top performer
in the Grow (7th) pillar. The only pillar where Sweden is ranked
outside the top 10—Vocational and Technical Skills (11th)—sug-
gests that two areas for improvement are secondary education
and the skills gap between labour market demand and work-
force supply.

The Netherlands (8th) is one of the world’s leading coun-
tries in growing talent (3rd). This is the result of high scores in all
three sub-pillars: Formal Education (4th), Lifelong Learning (3rd),
and Access to Growth Opportunities (2nd). The country is also
a top performer in the Retain (7th) and Vocational and Techni-
cal Skills (6th) pillars, particularly by virtue of robust Sustainability
(5th) in the former case and talent that matches very well the
needs of the economy (it ranks 5th in Employability) in the latter
case. That the Netherlands does not rank higher in the overall
GTCl is mainly due to it lagging slightly behind in attracting tal-
ent (16th) and in its pool of Global Knowledge Skills (17th).

The United Kingdom (9th) is a consistently strong per-
former in all pillars except Vocational and Technical Skills (27th).
Its highest ranking is in respect to the pool of Global Knowledge
Skills (5th), where it performs well in both the High-Level Skills
(10th) and Talent Impact (6th) sub-pillars. The United Kingdom is
also among the top 10 leading countries in the Enable, Attract,
and Grow pillars (9th in all three), which can mainly be attributed
to a strong business environment, an ability to appeal to foreign
resources and talent, and world-class education institutions.
Apart from a need to strengthen both Mid-Level Skills (40th) and
Employability (23rd) with respect to Vocational and Technical
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Figure A3

Heatmap: Rankings on GTCI overall and by pillar

COUNT GTCI RANKING ENABLE ATTRACT GROW RETAIN VT SKILLS GK SKILLS

Countries ABOVE the median in the overall GTCI score
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Figure A3 (continued)
Heatmap: Rankings on GTCI overall and by pillar

COUNT GTCI RANKING ENABLE ATTRACT GROW RETAIN VT SKILLS GK SKILLS

Countries BELOW the median in the overall GTCI score

Kuwait
Colombia
Thailand
Indonesia
Serbia
Romania
Mexico
South Africa
Brazil
Rwanda
Turkey
Albania
Georgia
Mongolia
Namibia
Peru

India
Tajikistan
Sri Lanka
Bhutan
Tunisia
Kenya
Bosnia and Herzegovina
Ecuador
Guatemala
Moldova
Dominican Republic
Lao PDR
Viet Nam
Gambia
Ghana
Kyrgyzstan
Egypt

Iran
Honduras

Nigeria 5
Morocco 100 100 97 9% s 115 Z R
Paraguay 101 110 A I E 108 99

Senegal 102 97 e s 105 102 11

Nicaragua 103 101 7 98 . 89 114 121

Zambia 104 3 57 112 107 99 109

Algeria 105 114 17 121 - VA
El Salvador 106 99 115 - 100 106 114
Cambodia 107 0 8 119 99 119 17
Pakistan 108 115 121 105 108 . s
Uganda 109 8 & 110 118 120 115
Lesotho 110 g 102 - 114 105 124
Tanzania 11 108 6 106 1 121 13
Venezuela 12 125 124 95 %
Cameroon 113 17 106 s 119 12 101

Liberia 114 112 e 114 112 118 123
Malawi 115 106 108 116 106 123 105
Mali 116 113 110 11 113 113 118
Ethiopia 117 116 114 120 104 122 100
Bangladesh 118 102 122 122 116 116 103
Madagascar 119 121 D 118 124 110 106
Nepal 120 19 120 115 115 107 110
Zimbabwe 121 18 119 13 121 11 104
Mozambique 122 120 8 124 17 125 116
Burundi 123 122 118 17 123 17 125
Congo, Dem. Rep. 124 124 112 123 125 97 120
Yemen 125 123 125 125 122 124 112

Note: The darkest blue means the country belongs to the 4th quartile (best performers); medium colour = 3rd quartile; pale colour = 2nd quartile; palest colour = 1st quartile (worst
performers). GK Skills = Global Knowledge Skills; VT Skills = Vocational and Technical Skills.
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Skills, the country still lags behind in Internal Openness (24th)—
particularly in the indicators related to gender equality.

Luxembourg (10th) owes a great part of its position in the
top 10 of the GTCl to its excellent performance in Attract (2nd),
which itself is the result of combining strong External Openness
(3rd) with good Internal Openness (8th). As a small country that
has built an international reputation as a centre of finance and
industry, Luxembourg also excels at retaining its domestic tal-
ent (8th in this pillar). It also has a competitive pool of Global
Knowledge Skills (9th) that rests on it being a highly innovative
and entrepreneurial country. There are many areas that need im-
provement, however—notably strengthening Formal Education
(55th) in the Grow pillar and ensuring the Employability (32nd, in
Vocational and Technical Skills) of domestic talent in the private
sector.

New Zealand (11th) is a global leader with respect to the
Enable (5th) and Attract (4th) pillars. Its ability to attract both for-
eign and domestic talent is strong (ranking 7th in both External
Openness and Internal Openness), while it performs particularly
well in the Enable sub-pillars related to Regulatory Landscape
(2nd) and Business and Labour Landscape (6th). Although the
country is ranked 1st in the Ease of doing business indicator,
there is room for improvement in other variables of the Market
Landscape (23rd) sub-pillar, such as Competition intensity and
Cluster development (both 42nd). The pillar that is holding back
New Zealand's overall rank the most is Vocational and Technical
Skills (20th), where a relatively weak pool of Mid-Level Skills (41st)
suggests the need for additional efforts to raise secondary edu-
cation and improve vocational and technical training.

Australia (12th) makes it into the top 10 in three pillars: At-
tract (8th), Grow (10th), and Global Knowledge Skills (8th). With
respect to attracting talent, the country performs well in both
External Openness (9th) and Internal Openness (10th). As for
growing talent, the pillar’s result is driven by Australia being top
of the class in Formal Education (1st), whereas the sub-pillars re-
lated to Lifelong Learning and Access to Growth Opportunities
(both 17th) could improve. The strong pool of Global Knowledge
Skills is a result of good performances in both High-Level Skills
(11th) and Talent Impact (8th). Enable (19th) and Vocational and
Technical Skills (21st) are the two pillars where Australia ranks
lowest, mainly as a result of sub-par levels of Cluster develop-
ment (48th), Labour-employer cooperation (67th), and Mid-Level
Skills (33rd).

Iceland (13th) is behind only Singapore when it comes
Global Knowledge Skills, with a good pool of higher competenc-
es and the ability to innovate (ranking 5th in both the High-Level
Skills and Talent Impact sub-pillars). The country is also a top 10
performer in retaining talent (9th) as a result of both strong social
protection (12th in Sustainability) and a desirable quality of life
(7th in Lifestyle). Its solid performance in Vocational and Techni-
cal Skills (12th) is driven by very good Employability (9th), where-
as itis dragged down by relatively low Mid-Level Skills (30th). Ice-
land is the world's highest-ranked country in terms of attracting
domestic talent (Ist in Internal Openness), but has a significantly
lower ability to lure foreign resources and talent (52nd in External
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Openness), which means that there is still room for improvement
in attracting talent (it ranks 18th in the Attract pillar).

Germany (14th) breaks into the top 15—at the expense of
Ireland—in the GTCI 2019. Its prime asset is a world-class pool
of Vocational and Technical Skills (3rd), with high Mid-Level Skills
(3rd) and a strong ability to match labour market demand and
workforce supply (8th in Employability). Germany is also a lead-
ing country in enabling talent (8th), which is primarily driven by
a favourable Market Landscape (3rd). Whereas it makes solid per-
formances in the Grow (13th) and Retain (10th) pillars, it is outside
the top 15 when it comes to Attract (20th) and Global Knowl-
edge Skills (23rd). In the case of attracting talent, there is ample
room for improvement in both the External Openness (17th) and
Internal Openness (18th) sub-pillars. Similarly, the pool of Global
Knowledge Skills is a result of relatively weak performances in
both High-Level Skills (26th) and Talent Impact (29th).

Canada (15th) is a top 10 performer for attracting tal-
ent (7th), which is achieved as a result of high levels of Exter-
nal Openness (10th) and Internal Openness (5th). A favourable
Regulatory Landscape (7th) and positive Business and Labour
Landscape (8th) contribute to a good showing in enabling tal-
ent (11th), despite a lacklustre Market Landscape (21st). A lead-
ing country in terms of High-Level Skills (4th), Canada’s pool of
Global Knowledge Skills (12th) is dragged down by a relatively
low Talent Impact (22nd). In the case of Vocational and Techni-
cal Skills (19th), however, it is the Mid-Level Skills (46th) sub-pillar
that lowers the ranking, whereas the country performs relatively
well in linking the education system to the labour market needs
(12th in Employability). There is also scope for improvement in
retaining talent (18th), particularly as it relates to Lifestyle (24th)
indicators.

ANALYSIS BY INCOME AND REGIONAL GROUPS
The GTCI top performers are all high-income countries. In fact,
there is only one country in the fourth quartile that is not clas-
sified as a high-income country—Malaysia (overall rank: 27th).
Another manifestation of the dominance of high-income coun-
tries in the upper half of the rankings is that all but one have
GTCl scores above the median (the exception, Kuwait, is the first
country below it). As shown in Table A2, the Philippines leads
the group of lower-middle-income countries and Rwanda is the
leading low-income country.

Apart from Europe and Northern America, the regions com-
prising (1) Eastern, Southeastern Asia and Oceania and (2) North-
ern Africa and Western Asia feature in the top 31 countries (i.e,
the fourth quartile), with five and three countries, respectively.
By contrast, no country from Central and Southern Asia, Latin
America and the Caribbean, or Sub-Saharan Africa is found in the
top quartile (although Chile—ranked 32nd—is just outside it).

Income Groups

[t has already been seen in Chapter 1 that there is a strong cor-
relation between the GTCl score and GDP per capita (Chapter 1
Figure 5). This association can also be seen in Annex Figure
A4, which shows average scores by pillar for each income
group. A cursory glance at these pillar-specific performances



Table A2
Countries with highest GTCI scores by income and
regional group

COMPARISON GROUP TOP 3 COUNTRIES

By region

Central and Southern Asia Kazakhstan, India, Tajikistan
Eastern, Southeastern Asia and Singapore, New Zealand, Australia
Oceania

Europe Switzerland, Norway, Denmark
Latin America and the Caribbean  Chile, Costa Rica, Uruguay
Northern America United States, Canada

Northern Africa and Western Asia  United Arab Emirates, Israel, Qatar
Sub-Saharan Africa Mauritius, Botswana, South Africa
By income group
High-income countries Switzerland, Singapore, United States
Upper-middle-income countries  Malaysia, Costa Rica, Azerbaijan
Lower-middle-income countries  Philippines, Ukraine, Indonesia

Low-income countries Rwanda, Gambia, Senegal

is enough—yet again—to underline the dominance of high-
income countries in talent competitiveness, as the average scores
of the high-income group in the six pillars are considerably high-
er than the corresponding scores of the other income groups.
The chart suggests further that the group is particularly strong
with respect to retaining talent. Indeed, of the 49 high-income
countries included in GTCI 2019 the lowest-ranked country in the
Retain pillar can be found in position 57. This finding is not sur-
prising, though, as high levels in the two sub-pillars of Retain—
Sustainability and Lifestyle—would be expected to be closely

Figure A4
Average pillar scores, by income group
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associated with high-income countries in particular. Three pillars
where high-income countries are somewhat less dominant are
Attract, Grow, and Global Knowledge Skills. In some cases, this
might be attributed to the countries in question being primarily
engaged in the production of commodities rather than in exten-
sive knowledge-intensive industries and services.

It is equally clear from Figure A4 that the dominance of
higher-income groups over lower-income groups across pillars
extends beyond high-income countries alone. Thus, the average
upper-middle-income country performs better in all six pillars
than its lower-middle-income country counterpart, which, in
turn, has higher scores than the average low-income country.
It is, however, also apparent that the gaps between these three
income groups are narrower than the distance they each have to
the high-income group. Indeed, average score differences be-
tween upper-middle-income countries and high-income coun-
tries are greater in each of the six pillars than they are between
upper-middle-income countries and low-income countries.

Turning now to country performances within each income
group, Table A3-A6 on pages 28-30 tabulates the best-per-
forming (top 10) countries in each pillar by income group. What
is immediately striking by a first look at all panels of the table is
how frequently the same countries recur. That is, countries that
are in the top 10 of their income group are often among the top
performers in the respective pillars. For instance, each of the top
5 high-income countries—Switzerland, Singapore, the United
States, Norway, and Denmark—feature in the top of at least four
of the six pillars. This is clearly expected insofar as the calculation
of the GTCl is based on the average pillar scores, but it also sug-
gests the degree to which synergies occur across pillars.

A second observation is that the Attract pillar is more likely
than other pillars to include countries that are outside the top
10 of each income group. Thus, five high-income countries,

¥ GICl
Enable
® Attract
@ Grow
Retain
@ VT Skills
g ° ® GK kil
. 3
[ J
Low income

Note: The figure shows the average scores for each pillar of all countries within each group. GK Skills = Global Knowledge Skills; VT Skills = Vocational and Technical Skills.
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Table A3

Best performers by income group: High-income countries (49 countries)

VOCATIONAL AND GLOBAL
GTCI ENABLE ATTRACT GROW RETAIN TECHNICAL SKILLS | KNOWLEDGE SKILLS

Switzerland (1 Singapore (2 Singapore (2 United States (3 Switzerland (1 Switzerland (1 Singapore (2
Singapore (2) Switzerland (1) Luxembourg (10) Switzerland (1) Norway (4) United States (3) Iceland (13)
United States (3) Denmark (5) UAE (19) Netherlands (8) Austria (18) Germany (14) United States (3)

Norway (4) United States (3) New Zealand (11) Finland (6) Denmark (5) Finland (6) Switzerland (1)
Denmark (5) New Zealand (11) Switzerland (1) Norway (4) Finland (6) Norway (4) United Kingdom (9)
Finland (6) Japan (22) Qatar (24) Denmark (5) Sweden (7) Netherlands (8) Israel (20)
Sweden (7) Norway (4) Canada (15) Sweden (7) Netherlands (8) Singapore (2) Denmark (5)
Netherlands (8) Germany (14) Australia (12) Belgium (17) Luxembourg (10) UAE (19) Australia (12)
United Kingdom (9) United Kingdom (9) United Kingdom (9) United Kingdom (9) Iceland (13) Austria (18) Luxembourg (10)
Luxembourg (10) Sweden (7) Sweden (7) Australia (12) Germany (14) Denmark (5) Sweden (7)

Note: Numbers in parentheses are overall GTCI ranks.

five upper-middle-income countries, and seven lower-middle-
income countries that are among the best-performing econo-
mies in attracting talent are not among the highest GTCl scorers
in their respective income group?

With regard to high-income countries, the performances
of the best-performing countries have already been discussed
above in the section on the top 15 countries in the GTCI 2019
[t might therefore be of greater interest to consider countries at
the other end of the scale: the worst-performing high-income
countries. The high-income countries that are not part of the top
50 are Panama (52nd), Hungary (53rd), Croatia (55th), Argen-
tina (60th), and Kuwait (64th). Oman and Trinidad and Tobago
have improved their positions and broken into the top 50 (rank-
ing 48th and 50th, respectively). Two countries have joined the
group of high-income countries this year (as per the World Bank
classification of July 2018): Argentina and Panama. Neither coun-
try makes a strong showing in the GTCI 2019, though. Argentina’s
highest rank s in the Grow (37th) pillar; in the other pillars it ranks
outside the top 50. Similarly, Panama ranks in the top 50 in only
one pillar: Attract (22nd).

As for the eight countries new to the GTCI this year, Brunei
Darussalam (36th) is the only one classified as a high-income
country. It performs the strongest in the pillars related to Enable
(39th) and Vocational and Technical Skills (24th), while its main
constraint is in growing (65th) talent.

As for upper-middle-income countries, it was seen earlier
that Malaysia (27th) is the only non-high-income country to
make it into the fourth quartile of top-performing countries. In
fact, it appears in the top quartile in all pillars apart from Retain
(where it is just outside, at rank 34th). Unsurprisingly, Malaysia
dominates other countries in the same income group, being the
leading country in three pillars (Enable, Retain, and Vocational
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and Technical Skills) and the second-best country in the remain-
ing pillars. Of particular note at the pillar level is the country’s
performance in the Vocational and Technical Skills (16th) pillar, as
a result of a strong showing in Employability (11th) that offsets its
weak pool of Mid-Level Skills (49th). Malaysia’s best performance
at the sub-pillar level, however, is its top 10 rank in the Business
and Labour Landscape (9th), which boosts its Enable (23rd) pil-
lar. Most scope for improvement, meanwhile, is with respect to
retaining (34th) talent and, in particular, in indicators related to
improving quality of life (it ranks 60th in Lifestyle). Not far be-
hind Malaysia in the overall rankings is Costa Rica—the second-
best performer among the upper-middle-income countries. Its
strengths are primarily in attracting and growing talent (25th and
30th, respectively), which are boosted by solid scores in External
Openness and Lifelong Learning, respectively (both in the 23rd
position). The most sluggish pillar is Global Knowledge Skills
(60th), where there is ample room for improvement with respect
to both High-Level Skills (65th) and Talent Impact (55th).

There are two lower-middle-income countries in the third
quartile (i.e, those ranked 32nd to 63rd): the Philippines (58th)
and Ukraine (63rd). The Philippines has a good pool of Global
Knowledge Skills (34th), scoring quite well in both High-Level
Skills (37th) and Talent Impact (30th). It is also relatively adept
in growing talent (41st), where its strengths in Lifelong Learn-
ing (27th) and Access to Growth Opportunities (42nd) offset a
sub-standard Formal Education (85th). More discouragingly,
the country’s weak Sustainability (88th) and Lifestyle (91st) sub-
pillars result in a low ability to Retain (92nd) talent. Ukraine’s main
strength is in the Output-related pillars: it is ranked 45th in terms
of Vocational and Technical Skills and 37th when it comes to
Global Knowledge Skills. In particular, it performs relatively well
in matching labour market demand and workforce supply (it
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Best performers by income group: Upper-middle-income countries (32 countries)

VOCATIONAL AND GLOBAL
GTCI ENABLE ATTRACT GROW RETAIN TECHNICAL SKILLS | KNOWLEDGE SKILLS

Malaysia (27) Malaysia (27) Costa Rica (34) China (45) Malaysia (27) Malaysia (27) Russia (49)
Costa Rica (34) Mauritius (47) Malaysia (27) Malaysia (27) Costa Rica (34) Azerbaijan (43) Malaysia (27)
Azerbaijan (43) Costa Rica (34) Namibia (78) Costa Rica (34) Azerbaijan (43) Montenegro (51) Lebanon (59)

China (45) China (45) Botswana (62) Mexico (70) Bulgaria (54) Costa Rica (34) Bulgaria (54)

Mauritius (47) Thailand (66) Mauritius (47) Russia (49) Mauritius (47) Lebanon (59) China (45)

Russia (49) Azerbaijan (43) Azerbaijan (43) South Africa (71) Russia (49) Mauritius (47) Armenia (61)
Montenegro (51) Botswana (62) Jordan (57) Botswana (62) Jordan (57) Russia (49) Montenegro (51)

Bulgaria (54) Jordan (57) South Africa (71) Colombia (65) Kazakhstan (56) Armenia (61) Kazakhstan (56)
Kazakhstan (56) Bulgaria (54) Albania (75) Guatemala (88) Romania (69) Serbia (68) Romania (69)

Jordan (57) Kazakhstan (56) Dominican Rep. (90) Brazil (72) Turkey (74) Kazakhstan (56) Turkey (74)

Note: Numbers in parentheses are overall GTC ranks.

ranks 44th in Employability) and has a fairly good pool of High-
Level Skills (24th). By contrast, Ukraine has considerable room
for improvement with respect to enabling (96th) and attracting
(105th) talent, with one of the weakest Regulatory Landscapes
(118th) in the GTCI 2019—a result of its current political instability.

Although in recent years we have witnessed a cooling off in
the growth of emerging markets, the BRICS (Brazil, Russia, India,
China, and South Africa) cannot be ignored in the global talent
race. China (45th) continues to lead the pack. China is ranked in
the top quartile in the Grow (24th) pillar, mainly as a result of hav-
ing a top 10 Formal Education (8th) based on the reading, maths,
and science competences of Chinese students (7th) and the rise
of Chinese universities in international rankings (3rd). The coun-
try performs relatively well in the pillars related to enabling (43rd)
talent and Global Knowledge Skills, where a top quartile rank
with respect to Talent Impact (23rd) is driven by a high degree
of innovation. The areas that need improvement have to do with
personal rights and tolerance of both immigrants and minorities,
and also variables linked to quality of life.

China is followed by Russia (49th), which has a strong pool
of Global Knowledge Skills (28th) as a result of the High-Level
Skills (12th) available in the country. The country has a solid sys-
tem of Formal Education (30th), which contributes to a rank of
44th in growing talent despite poor Access to Growth Oppor-
tunities (91st). A poor Regulatory Landscape (103rd) impedes
Russia’s ability to enable (81st) talent. But its biggest challenge
continues to be the attraction of talent (109th), where both Ex-
ternal and Internal Openness show a poor performance (96th
and 112th, respectively).

South Africa is the third-highest ranked BRICS member
(71st). Although its system of Formal Education is not exemplary
(77th), its private sector does facilitate Lifelong Learning (42nd)

and Access to Growth Opportunities (33rd), which leads to a rank
of 45th in the Grow pillar. The country also makes it into the third
quartile in the Attract (52nd) pillar, boosted by well-balanced
performances in External Openness (56th) and Internal Open-
ness (55th). The one dimension that drags down its overall rank-
ing is South Africa’s weak ability to retain (102nd) talent, where
itis affected by poor Sustainability (103rd) and Lifestyle (99th).

Just behind South Africa in the GTCI 2019 is Brazil (72nd),
which does its best job in growing (54th) and retaining (63rd)
talent. In the former case, its result is driven by decent Access to
Growth Opportunities (43rd), while in the latter, it primarily per-
forms well on indicators related to Sustainability (52nd). In the
other four pillars, Brazil finds itself in the second quartile, where
areas in urgent need of attention include the ability to address
skills gaps and labour mismatches (it ranks 110th in Employabil-
ity), the lack of attraction to foreign resources and talent (97th in
External Openness), and the weak business-labour nexus (86th in
Business and Labour Landscape).

India (80th) remains the laggard of this group. It performs
better than its lower-income peers when it comes to growing
(48th) talent, primarily by virtue of the possibilities for Lifelong
Learning (38th) and Access to Growth Opportunities (41st). An
above-average Business and Labour Landscape (38th) and
Employability (34th) raise the scores of the pillars related to Enable
(70th) and Vocational and Technical Skills (72nd) that are other-
wise hampered by the remaining sub-pillars. Notwithstanding
the scope for improvement across the board, India’s biggest
challenge is to improve its ability to Attract (95th) and Retain
(96th) talent. Above all, there is a need to address its poor level
of Internal Openness (116th)—in particular with respect to weak
gender equality and low tolerances towards minorities and
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Table A5

Best performers by income group: Lower-middle-income countries (27 countries)

VOCATIONAL AND GLOBAL
GTCI ENABLE ATTRACT GROW RETAIN TECHNICAL SKILLS | KNOWLEDGE SKILLS

Philippines (58) Bhutan (83) Ghana (94)

Ukraine (63) Georgia (76) Kenya (85)

Philippines (58)

India (80)

Georgia (76) Ukraine (63) Philippines (58)

Ukraine (63) Indonesia (67) Ukraine (63)

Indonesia (67) Indonesia (67) Zambia (104) Indonesia (67) Tunisia (84) Kyrgyzstan (95) Mongolia (77)
Georgia (76) Philippines (58) Lao PDR (91) Ukraine (63) Egypt (96) Sri Lanka (82) Tunisia (84)
Mongolia (77) Sri Lanka (82) Nigeria (99) Honduras (98) Lao PDR (91) Nigeria (99) Georgia (76)
India (80) India (80) Philippines (58) Kenya (85) Sri Lanka (82) India (80) Egypt (96)
Sri Lanka (82) Lao PDR (91) Indonesia (67) Ghana (94) Moldova (89) Philippines (58) Moldova (89)

Bhutan (83) Kenya (85) Honduras (98)
Tunisia (84) Ghana (94) Nicaragua (103)
Kenya (85) Viet Nam (92) Mongolia (77)

Note: Numbers in parentheses are overall GTC ranks.

Table A6

Mongolia (77)
Bhutan (83)

Moldova (89)

Bhutan (83) Kenya (85) Viet Nam (92)

Kyrgyzstan (95) Georgia (76) India (80)

Mongolia (77) Tunisia (84) Kyrgyzstan (95)

Best performers by income group: Low-income countries (17 countries)

VOCATIONAL AND GLOBAL
GTCI ENABLE ATTRACT GROW RETAIN TECHNICAL SKILLS | KNOWLEDGE SKILLS

Rwanda (73) Rwanda (73) Gambia (93)

Tajikistan (81) Gambia (93) Rwanda (73)

Gambia (93) Uganda (109) Tanzania (111)

Senegal (102) Senegal (102) Senegal (102)

Uganda (109) Tajikistan (81) Uganda (109)

Tanzania (111) Malawi (115) Liberia (114)

Liberia (114) Tanzania (111) Mozambique (122)

Rwanda (73)

Senegal (102)
Gambia (93)
Tajikistan (81)
Tanzania (111)
Uganda (109)

Mali (116)

Tajikistan (81) Tajikistan (81) Tajikistan (81)

Rwanda (73) Gambia (93) Ethiopia (117)

Gambia (93) DR Congo (124) Zimbabwe (121)

Ethiopia (117) Rwanda (73) Malawi (115)

Senegal (102) Senegal (102) Madagascar (119)

Malawi (115) Nepal (120) Rwanda (73)

Tanzania (111) Madagascar (119) Nepal (120)

Malawi (115) Liberia (114) Madagascar (119) Zimbabwe (121) Liberia (114) Zimbabwe (121) Senegal (102)
Mali (116) Mali (116) Tajikistan (81) Liberia (114) Mali (116) Mali (116) Yemen (125)
Ethiopia (117) Ethiopia (117) Malawi (115) Nepal (120) Nepal (120) Burundi (123) Tanzania (111)

Note: Numbers in parentheses are overall GTC ranks.

immigrants—and its disappointing showing in Lifestyle (112th)
indicators.

Only three low-income countries make it into the second
quartile of the GTCI 2019: Rwanda (73rd), Tajikistan (81st), and
Gambia (93rd). Rwanda's greatest strengths are in the Input-relat-
ed pillars, especially Enable and Attract (ranking 36th in both). It
performs particularly well in the Business and Labour Landscape
(27th) and Internal Openness (28th) sub-pillars, partly as a result
of the positive impact of labour-employer relations in the former
case and of gender equality in the latter. The country’s sub-par
performance in the Output-related pillars—both of which are
ranked in the bottom quartile—is primarily due to a weak pool of
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Mid-Level (118th) and High-Level (114th) Skills, although a weak
Talent Impact (94th) also leaves a lot to be desired. Tajikistan is
one of the new countries included in the GTCI 2019. The two pil-
lars where it performs best are Retain (58th) and Vocational and
Technical Skills (55th), with a relatively strong showing in Sustain-
ability (40th) leading the way in the former pillar. The country’s
performances in the other three Input-related pillars are, howev-
er, discouraging: Enable (98th), Attract (101st), and Grow (100th).
All in all, there are only two sub-pillars—Business and Labour
Landscape (52nd) and Lifelong Learning (69th)—in these dimen-
sions that are not in the bottom quartile. Gambia makes an im-
pressive showing in the Attract (32nd) pillar, which is particularly



Figure A5
Average pillar scores, by regional group
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boosted by a high degree of External Openness (28th). It also
performs fairly well with respect to Enable (63rd), where a strong
Business and Labour Landscape (33rd) offsets weaker Regulatory
(90th) and Market (84th) Landscapes. The country’s weakest di-
mension, however, is its pool of Global Knowledge Skills (122nd),
with both sub-pillars—High-Level Skills (122nd) and Talent Im-
pact (121st)—almost at the very bottom of the rankings.

Apart from Tajikistan, three low-income countries in this
year's GTCl were not included in the index last year: Burundi
(123rd), the Democratic Republic of the Congo (124th), and
Liberia (114th). In addition, Yemen—the lowest-ranked country
in the GTCI (125th)—has been classified as a low-income country
this year, a drop from its previous lower-middle-income status.

Regional Groups

It has already been seen in Figure Al that there are consider-
able differences among regions in how well they perform in the
GTCl. No surprises there, since the proportion of various income
groups can vary significantly across regions and there is a strong
positive correlation between GTCI score and income level. In
view of the above discussion on how higher-income groups
dominate lower-income groups in each of the six pillars (see Fig-
ure A4), it would also be reasonable to expect that the same goes
for regions.

This is indeed the case, as can be clearly seen in Figure A5,
which shows how regions perform across the various pillars of
the GTCI model. Thus, to give two examples, Northern Ameri-
ca—which consists of only two high-income countries (the Unit-
ed States and Canada)—occupies the top position across the
board, while Europe is in 2nd place in all six pillars. There are two
exceptions, however. First, Sub-Saharan Africa outperforms Cen-
tral and Southern Asia when it comes to attracting talent, albeit

with the lowest score of all regions in all other pillars. Second,
the region comprising Northern Africa and Western Asia has
the fourth-highest average scores in all pillars but Grow, where
Latin America and the Caribbean—otherwise ranking 5th—has
a higher average.

An interesting takeaway from Figure A5 is that the differ-
ences among regions are somewhat less pronounced with re-
spect to the Attract pillar, with the gap between the highest-
scoring and lowest-scoring regional averages narrower than in
the other pillars. The standard deviation of the group averages is
also smaller when it comes to attracting talent. A more detailed
analysis suggests that the Attract pillar might be slightly different
than the other pillars as a result of the varied ability of countries
to be magnets for foreign resources and talent.

The degree of heterogeneity in the various regional groups
is obvious from a cursory glance at Table A7, which lists the top 10
performers by regional group. It ranges from the homogeneous
two high-income countries that make up Northern America to
the 24 countries in Sub-Saharan Africa that include low-income,
lower-middle-income, and upper-middle-income countries.

Central and Southern Asia (10 countries): Six countries
in this region are classified as belonging to the lower-middle-
income group, whereas the four remaining countries are equally
divided in the low- and upper-middle-income groups. As would
be expected, the top performer of the group, Kazakhstan
(56th), is an upper-middle-income country. lts dominance within
the region is such that it is either the highest or next-highest
scorer in each of the six pillars. Kazakhstan is quite a consistent
performer across the pillars, with a rank of 50-63 in all but one
of them. The exception is the Grow (78th) pillar, where a lack of
personal rights and a low use of virtual networks hamper Ac-
cess to Growth Opportunities (99th). The second-highest ranked
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country in the region is also the largest: India (80th). As discussed
in the previous section, it performs relatively well in the Grow
(48th) pillar, while much remains to be done to improve its ability
to Attract (95th) and Retain (96th) talent. Tajikistan (81st) has the
third-highest score in the region, albeit only just followed by Sri
Lanka (82nd) and Bhutan (83rd). This might seem surprising giv-
en that Tajikistan is a low-income country, but one should bear
in mind that it was classified as a lower-middle-income country
as late as last year.

Eastern, Southeastern Asia and Oceania (15 countries):
This region is one of the most heterogeneous in the GTCI 2019—
ranging from Singapore ranked 2nd to Cambodia ranked
107th. It includes six high-income countries, three upper-mid-
dle-income countries, and six lower-middle-income countries.
Within the region, the top three countries in the overall GTCl—
Singapore, New Zealand (11th), and Australia (12th)—also occupy
the top three spots in three of the six pillars. Japan (22nd) makes
it into the regional top three in the Enable and Retain pillars. At
the global level, it is one of the leading countries in enabling (6th)
talent, with strong performances in all three sub-pillars. The area
with the most scope for improvement is the Attract (45th) pillar,
where improving gender equality indicators presents a particu-
lar challenge. Attracting talent is also the biggest issue facing the
Republic of Korea (South Korea, 30th), which finds itself in 81st
position globally in that pillar. Like Japan, it performs particularly
poorly with respect to the gender equality indicators. Expanding
the opportunities for people to improve their socioeconomic
situation regardless of background (i.e., Social mobility) is an-
other issue in need of reform. More positively, South Korea has
a good pool of Global Knowledge Skills (20th), with solid perfor-
mances in both High-Level Skills (19th) and Talent Impact (20th).
Sandwiched in between Japan and South Korea in the regional
rankings is Malaysia (27th), which, as seen in the previous section,
performs particularly well with regard to Vocational and Techni-
cal Skills (16th). It is in the top quartile in all other pillars apart from
Retain (34th) as a result of a poor showing in the Lifestyle (60th)
indicators.

Europe (37 countries): The dominance of European
countries in the GTCI 2019 is a function of the large share of
high-income countries in the region, with 28 of its economies
belonging to this income group. Seven of the remaining coun-
tries in Europe are classified as upper-middle income, while two
are lower-middle-income countries. Thus the region includes
quite varied performance—from the top position of Switzer-
land to the 89th rank of the Republic of Moldova. All the top
10 performing countries have been discussed earlier in the sec-
tion on the top 15 countries in the GTCI 2019. Next in the list of
highest-ranked European countries is Ireland (16th), which was
a top 15 country last year. It performs well across all six pillars,
ranking in the 11-20 span in each of them. At the sub-pillar level,
it is a global leader when it comes to Talent Impact (7th), as a
result of strong innovative and entrepreneurship skills. Although
it does well in Internal Openness (11th), Ireland’s ability to attract
(11th) talent would increase substantially if gender equality were
to improve. Among the larger European economies not already
discussed, France (21st) and Italy (38th) are both impeded by
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lacklustre performances in the Enable and Attract pillars. In the
case of France, a weak Business and Labour Landscape (81st) has
a negative impact on enabling (30th) talent, while a low level of
Internal Openness (46th) reduces its ability to attract (33rd) tal-
ent. As for Italy, its enabling (53rd) environment would improve
substantially by a better Business and Labour Landscape (105th),
whereas its low level in the Attract (84th) pillar would rise consid-
erably if both External Openness (82nd) and Internal Openness
(71st) were strengthened.

Latin America and the Caribbean (18 countries): This
region consists primarily of upper-middle-income countries: 10
in total. In addition, it includes five high-income countries and
three lower-middle-income countries. None of the countries in
the region makes it into the top quartile at the global level, al-
though Chile (32nd) is as close as it gets. Above all, Chile does
well with respect to growing (27th) talent, with solid perfor-
mances in all Grow sub-pillars. Its ability to retain (40th) talent is
primarily due to its level of Sustainability (31st) offsetting a rela-
tively weak quality of life (61st in Lifestyle). Costa Rica (34th) is
the next-highest performer in Latin America and the Caribbean,
occupying 2nd place in each pillar within the region. An impres-
sive ability to match labour market demand and workforce sup-
ply (19th in Employability) is cancelled out by weak Mid-Level
Skills (79th) to yield an overall rank of 36th in the pillar concerned
with Vocational and Technical Skills. However, most scope for im-
provement at the pillar level relates to Global Knowledge Skills
(60th), where Costa Rica shows relatively weak scores in both
High-Level Skills (65th) and Talent Impact (55th). Brazil (72nd)
and Mexico (70th), the two economic powerhouses of the re-
gion, are below the median in terms of GTCI score. Mexico, like
Brazil (already discussed above in the context of BRICS), performs
relatively well in the Grow (42nd) pillar, which is built on fairly
solid performances in all three sub-pillars. Its greatest challenges,
meanwhile, are in areas related to Internal Openness (107th) and
the Business and Labour Landscape (102nd), which decrease the
country's ability to, respectively, attract (87th) and enable (82nd)
talent.

Northern Africa and Western Asia (19 countries): This is
the only region that includes countries from all income groups:
eight high-income economies, six upper-middle-income econ-
omies, four lower-middle-income economies, and one low-
income economy. The top three regional countries—the United
Arab Emirates (UAE, 19th), Israel (20th), and Qatar (24th)—are
all part of the top quartile in the global rankings. Both the UAE
and Qatar are particularly strong with respect to Attract (3rd and
6th, respectively), primarily by virtue of their impressive levels of
External Openness (2nd and 5th). They also have strong Voca-
tional and Technical Skills (8th and 14th) that can be attributed
to high degrees of Employability (10th and 4th). The pillar with
most scope for improvement in both countries is that of Global
Knowledge Skills (49th and 52nd). Israel is, in some ways, the
inverse of the UAE and Qatar in that its pool of Global Knowl-
edge Skills (6th) is world class, whereas its ability to attract (49th)
talent is weak. In the former case, this is mainly due to the coun-
try's unmatched High-Level Skills (1st); in the latter case, it is a
direct consequence of a dismal level of Internal Openness (109th)



Table A7

Ten best performers by regional group

VOCATIONAL AND GLOBAL
GTCI ENABLE ATTRACT GROW RETAIN TECHNICAL SKILLS | KNOWLEDGE SKILLS

Central and Southern Asia (10 countries)

Kazakhstan (56)
India (80)
Tajikistan (81)
SriLanka (82)
Bhutan (83)
Kyrgyzstan (95)
Iran (97)
Pakistan (108)
Bangladesh (118)

Nepal (120)

Singapore (2)
New Zealand (11)
Australia (12)
Japan (22)
Malaysia (27)

South Korea (30)

Brunei Darussalam (36) Brunei Darussalam (36)

China (45)
Philippines (58)

Thailand (66)

Switzerland (1)

Norway (4)
Denmark (5)
Finland (6)

Sweden (7)

Netherlands (8)
United Kingdom (9)
Luxembourg (10)
Iceland (13)

Germany (14)

Kazakhstan (56)

Bhutan (83)
Kazakhstan (56) Bhutan (83)
Sri Lanka (82) India (80)
India (80) Tajikistan (81)

Tajikistan (81) Kyrgyzstan (95)

Bangladesh (118) Sri Lanka (82)

Kyrgyzstan (95) Nepal (120)

Iran (97) Pakistan (108)

Pakistan (108) Bangladesh (118)

Nepal (120) Iran (97)
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India (80)
Kazakhstan (56)
Bhutan (83)
SriLanka (82)
Iran (97)
Tajikistan (81)
Pakistan (108)
Kyrgyzstan (95)

Nepal (120)

Bangladesh (118)

Kazakhstan (56)
Tajikistan (81)
Iran (97)
SriLanka (82)
Bhutan (83)
Kyrgyzstan (95)
India (80)
Pakistan (108)
Nepal (120)

Bangladesh (118)

Eastern, Southeastern Asia and Oceania (15 countries)

Singapore (2) Singapore (2)
New Zealand (11) New Zealand (11)
Japan (22) Australia (12)
Australia (12) Malaysia (27)
Malaysia (27) Brunei Darussalam (36)
South Korea (30) Japan (22)
Lao PDR (91)

China (45) Philippines (58)
Thailand (66) Indonesia (67)
Indonesia (67) Thailand (66)

Switzerland (1) Luxembourg (10)

Denmark (5) Switzerland (1)
Norway (4) United Kingdom (9)
Germany (14) Sweden (7)
United Kingdom (9) Ireland (16)
Sweden (7) Norway (4)
Netherlands (8) Finland (6)

Finland (6) Netherlands (8)

Austria (18) Denmark (5)

Ireland (16) Iceland (13)

Australia (12)
Singapore (2)
New Zealand (11)
Japan (22)
China (45)
South Korea (30)
Malaysia (27)
Philippines (58)
Indonesia (67)
Brunei Darussalam (36)
Europe (37 countries)
Switzerland (1)
Netherlands (8)
Finland (6)
Norway (4)
Denmark (5)
Sweden (7)
Belgium (17)
United Kingdom (9)
Germany (14)

Ireland (16)

Australia (12)
New Zealand (11)
Japan (22)
Singapore (2)
Malaysia (27)
South Korea (30)
Brunei Darussalam (36)
China (45)
Lao PDR (91)

Thailand (66)

Switzerland (1)
Norway (4)
Austria (18)
Denmark (5)

Finland (6)
Sweden (7)
Netherlands (8)
Luxembourg (10)
Iceland (13)

Germany (14)

Tajikistan (81)
Kazakhstan (56)
Kyrgyzstan (95)
Sri Lanka (82)
India (80)
Iran (97)
Pakistan (108)
Bhutan (83)
Nepal (120)

Bangladesh (118)

Singapore (2)
Malaysia (27)

New Zealand (11)
Australia (12)
Japan (22)
Brunei Darussalam (36)
South Korea (30)
Indonesia (67)
China (45)

Philippines (58)

Switzerland (1)
Germany (14)
Finland (6)
Norway (4)
Netherlands (8)
Austria (18)
Denmark (5)
Sweden (7)
Iceland (13)

Ireland (16)

Kazakhstan (56)
Iran (97)
India (80)

Kyrgyzstan (95)
Tajikistan (81)
Sri Lanka (82)
Pakistan (108)

Bangladesh (118)
Nepal (120)

Bhutan (83)

Singapore (2)
Australia (12)
New Zealand (11)
South Korea (30)
Japan (22)
Malaysia (27)
Philippines (58)
Mongolia (77)
China (45)

Brunei Darussalam (36)

Iceland (13)
Switzerland (1)
United Kingdom (9)
Denmark (5)
Luxembourg (10)
Sweden (7)
Ireland (16)
Norway (4)
Estonia (23)

Finland (6)

(amtirzued on next page)
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Table A7 (continued)

Ten best performers by regional group

VOCATIONAL AND GLOBAL
GTCI ENABLE ATTRACT GROW RETAIN TECHNICAL SKILLS | KNOWLEDGE SKILLS

Latin America and the Caribbean (18 countries)

Chile (32)
Costa Rica (34)

Uruguay (46)

Trinidad & Tobago (50)

Panama (52)
Argentina (60)
Colombia (65)

Mexico (70)

Brazil (72)

Peru (79)

UAE (19)
Israel (20)
Qatar (24)

Cyprus (33)
Saudi Arabia (39)
Bahrain (40)
Azerbaijan (43)
Oman (48)
Jordan (57)

Lebanon (59)

United States (3)

Canada (15)

Mauritius (47)
Botswana (62)
South Africa (71)
Rwanda (73)
Namibia (78)
Kenya (85)
Gambia (93)
Ghana (94)
Nigeria (99)

Senegal (102)

Note: Numbers in parentheses are overall GTCI ranks.
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Chile (32)
Costa Rica (34)
Uruguay (46)
Trinidad & Tobago (50)
Colombia (65)
Panama (52)
Dominican Rep. (90)
Guatemala (88)
Brazil (72)

Mexico (70)

UAE (19)
Qatar (24)
Israel (20)

Bahrain (40)
Saudi Arabia (39)
Cyprus (33)
Azerbaijan (43)
Oman (48)
Georgia (76)

Jordan (57)

United States (3)

Canada (15)

Mauritius (47)
Rwanda (73)
Botswana (62)
Namibia (78)
Gambia (93)
South Africa (71)
Kenya (85)
Ghana (94)
Uganda (109)

Lesotho (110)

Panama (52)
Costa Rica (34)
Uruguay (46)
Trinidad & Tobago (50)
Chile (32)
Dominican Rep. (90)
Argentina (60)
Peru (79)
Guatemala (88)

Paraguay (101)

Chile (32)
Costa Rica (34)
Argentina (60)

Uruguay (46)
Mexico (70)
Colombia (65)
Guatemala (88)
Brazil (72)
Ecuador (87)

Venezuela (112)

Uruguay (46)
Costa Rica (34)
Chile (32)
Panama (52)
Argentina (60)
Trinidad & Tobago (50)
Brazil (72)
Colombia (65)
Ecuador (87)

Mexico (70)

Northern Africa and Western Asia (19 countries)

UAE (19)
Qatar (24)
Bahrain (40)
Oman (48)
Cyprus (33)
Saudi Arabia (39)
Kuwait (64)
Azerbaijan (43)
Jordan (57)

Israel (20)

Israel (20)
UAE (19)
Qatar (24)
Bahrain (40)
Saudi Arabia (39)
Cyprus (33)
Lebanon (59)
Turkey (74)
Oman (48)

Azerbaijan (43)

Israel (20)
UAE (19)
Saudi Arabia (39)
Qatar (24)
Azerbaijan (43)
Cyprus (33)
Kuwait (64)
Oman (48)
Jordan (57)

Bahrain (40)

Northern America (2 countries)

Canada (15)

United States (3)

United States (3)

Canada (15)

United States (3)

Canada (15)

Sub-Saharan Africa (24 countries)

Namibia (78)
Gambia (93)
Botswana (62)
Rwanda (73)
Mauritius (47)
Ghana (94)
South Africa (71)
Kenya (85)
Zambia (104)

Nigeria (99)

South Africa (71)
Botswana (62)
Mauritius (47)

Kenya (85)
Rwanda (73)
Ghana (94)
Namibia (78)
Senegal (102)
Cameroon (113)

Lesotho (110)

Mauritius (47)
Rwanda (73)
Botswana (62)
Namibia (78)
Gambia (93)
South Africa (71)
Ghana (94)
Ethiopia (117)
Senegal (102)

Malawi (115)

Chile (32)
Costa Rica (34)
Trinidad & Tobago (50)
Colombia (65)
Argentina (60)
Panama (52)
Peru (79)
Mexico (70)
Ecuador (87)

Honduras (98)

UAE (19)
Qatar (24)
Israel (20)

Azerbaijan (43)
Cyprus (33)
Saudi Arabia (39)
Lebanon (59)
Armenia (61)
Bahrain (40)

Oman (48)

United States (3)

Canada (15)

Mauritius (47)
South Africa (71)
Nigeria (99)
Kenya (85)
Gambia (93)
Botswana (62)
Ghana (94)
DR Congo (124)
Rwanda (73)

Zambia (104)

Chile (32)
Costa Rica (34)
Mexico (70)
Peru (79)
Trinidad & Tobago (50)
Uruguay (46)
Panama (52)
Colombia (65)
Brazil (72)

Argentina (60)

Israel (20)
Cyprus (33)
Lebanon (59)
Armenia (61)
UAE (19)
Qatar (24)
Saudi Arabia (39)
Tunisia (84)
Georgia (76)

Turkey (74)

United States (3)

Canada (15)

South Africa (71)
Botswana (62)
Namibia (78)
Mauritius (47)
Kenya (85)
Nigeria (99)
Ethiopia (117)
Cameroon (113)
Ghana (94)

Zimbabwe (121)



that, in turn, is caused by bottom levels of Tolerance to minori-
ties (125th) and immigrants (110th). As the table on the regional
top 10 shows, Western Asian countries outshine Northern Afri-
can countries in the GTCI 2019. Indeed, it is the Northern African
countries that, together with Yemen (125th), bring up the rear of
the regional rankings.

Northern America (2 countries): Both Northern American
economies—the United States (3rd) and Canada (15th)—feature
in the top 15 high performers of this year's GTCl. As can be seen
in the table, the United States tops its neighbouring country in
every pillar apart from Attract. It is also the more consistent per-
former of the two, ranking inside the top 15 in all pillars. As their
performances are extensively discussed in the section on the top
15 of the GTCI 2019, the reader is referred to that section for fur-
ther analysis.

Sub-Saharan Africa (24 countries): It has already been
seen that this region has the weakest average performance
in the GTCI 2019. In fact, no fewer than 16 of the Sub-Saharan
African countries are found at the bottom quartile of the index.
This is not a surprising result given that 14 of the countries in the
region belong to the low-income group, while the rest of Sub-
Saharan Africa is represented by six lower-middle-income coun-
tries and four upper-middle-income ones. The top performer in
the region, Mauritius (47th), is one of only two countries with an
overall score above the GTCI median. This stems above all from
its solid performance in the Enable (32nd) pillar, where it per-
forms relatively well in all three sub-pillars. At the other end of
the spectrum, the country faces a challenge to improve its pool
of Global Knowledge Skills (86th), particularly with respect to
High-Level Skills (89th). The other country with a score above the
GTCl median is Botswana (62nd). Its main strength lies in attract-
ing (35th) talent, which is boosted by a high degree of Internal
Openness (21st). More discouraging is the country’s performance
in the Retain (94th) pillar, which is due to weak ranks in both
Sustainability (85th) and Lifestyle (94th). South Africa (71st) is the
third-best performing country in the region, registering a rela-
tively high score in the Grow (45th) pillar that can be attributed to
good Access to Growth Opportunities (33rd). When it comes to
retaining (102nd) talent, however, the country’s performance is
well below par as a result of disappointing levels of Sustainability
(103rd) and Lifestyle (99th). A welcome feature of the GTCI 2019
is that the country coverage of Sub-Saharan Africa has expanded
by six countries compared with last year. Among the six is the
largest economy in the region: Nigeria (99th). Its most encour-
aging performance is related to attracting (61st) talent, which is
chiefly driven by luring foreign resources and talent (it ranks 57th
in External Openness). All the same, the country finds itself in the
bottom quartile in four of the six pillars (Enable: 95th; Grow: 103rd;
Retain: 120th; Global Knowledge Skills: 97th); clearly Nigeria has
plenty of scope to strengthen its talent competitiveness.

ENTREPRENEURIAL TALENT FOR COMPETITIVENESS

ENDNOTES

1

Countries are grouped according to the World Bank Income
Classifications. Economies are divided based on their 2017 gross national
income (GNI) per capita, calculated using the World Bank Atlas method
(see https://blogs.worldbank.org/opendata/new-country-classifications-
income-level-2018-2019). The groups are: low income; lower-middle
income; upper-middle income; and high income. Regional groups are
based on United Nations Regional Classifications: Central and Southern
Asia; Eastern, Southeastern Asia and Oceania; Europe; Latin America and
the Caribbean; Northern Africa and Western Asia; Northern America; and
Sub-Saharan Africa.

The eight new countries this year are Brunei Darussalam, Burundi,
Cameroon, the Democratic Republic of the Congo, Liberia, Nigeria,
Tajikistan, and Zambia.

This finding is of less relevance to low-income countries, since there are
only 17 of them in total.
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EDUCATION 2.0: GETTING READY FOR THE FUTURE OF WORK

Education 2.0: Getting Ready
for the Future of Wor

Alain Dehaze
The Adecco Group

It is often said that it is not the strongest of the species that sur-
vive, nor even the quickest, but the most adaptable. Look no
further than the chameleon, able to instantaneously adapt to its
surroundings by changing colour. The same rules apply to those
who will succeed in the future world of work.

The way we work is constantly evolving. Like the chame-
leon, we need to learn to adapt in real time if we are to prosper.
To do this, we need to be the entrepreneurs of our own destinies.

THE CHALLENGE
First, we must understand the scale of the challenge. At the
Adecco Group, our strategy identifies six megatrends that are
influencing the world of work:

- Geopolitical and economic uncertainty

- New demographic mix

- Digitalisation, big data, and analytics

- Skillimbalances

- Automation, artificial intelligence, and machine learning

+ The‘gig’ economy

These megatrends contribute to a world where volatility,
uncertainty, complexity, and ambiguity (VUCA) have become
the norm. Like our friends in the animal kingdom, we must be
flexible and nimble in this environment. With the right support
in place, it can be an environment ripe with opportunity.

In this changing world, talent is the key lever of success. It
has the power to unlock innovation and prosperity and to en-
hance competitiveness for businesses and individuals alike. But
talent is an increasingly scarce resource. The competition for that
talent is intensifying every day: the labour market is transitioning
from an employer-driven environment to one where human tal-
ent has more and more bargaining power.

At the same time, it is no longer enough to be a master of
one trade or follow only a solitary career path. The skills gap is
already entrenched in our economies—and it looks set to grow.
In the European Union, the European Commission revealed that
some 70 million people lacked adequate reading and writing
skills: more than one in ten people in the world’s second-largest
economy is at risk of long-term unemployment, poverty, and
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social exclusion because they do not have even the most basic
work skills! Our education system is failing large sections of our
societies. The labour market can be equally dysfunctional, with
many workers in Europe engaged in jobs that bear little resem-
blance to their education or training. On top of that, by one esti-
mate, four in every ten employers cannot find the workers they
need who have the right skills.

Those figures make for sober reading. They demand a full
and urgent response at policy, business, and individual levels. We
need to be better prepared for the future of work.

The candidates with the greatest array of talent and skills,
much like in the animal kingdom, will be best placed to thrive.
But what about those with fewer skills and those businesses
struggling to attract the right talent?

The Adecco Group's vision is to make the future work for
everyone. If we are to do this, even as megatrends disrupt our
economies, we need to find solutions for businesses to attract
the right talent and for individuals to always have the right skills.

The Adecco Group’s vision
is to make the future
work for everyone.

It is our view that companies must change the way they
perceive and manage their workforces and their workforce
needs. The age of long-term, permanent roles may have to make
way for an era where flexible, short-term project teams play a
more significant part. Companies must also commit to continu-
ous training for their workers. As the leading HR solutions partner
serving more than 100,000 clients every day, we see encourag-
ing evidence that this is slowly starting to happen.

Individuals must look at their careers as self-driven journeys
with many different pathways. They will need to engage in life-
long learning to keep up with changing demands and trends. As
we support candidates around the world, we also see a growing
understanding of this change in perspective.

Finally, the public sector, in close co-creation with the busi-
ness community, must reshape our education and social protec-
tion systems to equip the workers of tomorrow with the right
skills—both hard and soft—alongside the ability and personality
to adapt and transform at any point in their careers. And the right
incentives must be found to encourage more businesses to train
their teams.

EDUCATION 2.0

We are often told that there is no silver bullet for the challenges
that face our economies in this VUCA world. But an updated
education system really can make the difference—we call it
Education 2.0.
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It's important to understand what the future holds for our
workers before we can appreciate what Education 2.0 looks like.

An example of the successful workers of the future, and
what their career paths might look like, demonstrates this point.
At the start of his or her working life, a young worker emerges
from the education system not just with academic or test-based
qualifications, but also with work-based knowledge (including
perhaps some vocational training or an apprenticeship), relevant
soft and hard skills, and—most importantly—the ability to learn.
This young worker enters the workforce at a junior level working
for a company on a project-by-project basis before working his
or her way up the ladder into a more permanent and senior role,
changing disciplines and receiving the right training from the
employer at every step. As this worker matures, the opportunity
to go freelance becomes attractive as a lifestyle choice. He or
she sets up shop and builds a client base, focusing on one area
of expertise. As time goes by, our worker is able to tap into a
social protection fund for lifelong learning to up- and re-skill as
the needs of the economy fluctuate. This enables our worker to
offer different services and to keep up with the pace of change.

We could imagine that our worker’s freelance business may
not grow forever. In this case, he or she retrains in a new disci-
pline and re-enters the more traditional world of work. This path-
way may have been made possible by companies such as the
Adecco Group's latest acquisition, General Assembly (GA), which
offers digital skills education that people and firms need for the
21st century. Our worker trains in software design and finds a
new role in a small tech start-up. This leads to a new career that
grows through different companies and results in a senior man-
agement position in a large consumer tech firm. Eventually, our
worker decides to step away from the tech world and feed back
in to the education system. The government has a late career
teacher training programme, and our worker sees out the rest of
his or her career as a computer science teacher in a high school.

At every twist and turn of this varied and flexible career,
education empowers our worker to move forward. How can we
make this future of opportunity a reality?

It is likely that the transformation gripping the world of
work will become permanent, whether through rapid advances
in technology, socio-political and demographic changes, or en-
vironmental challenges. It will lead to a fundamental change in
the demand for labour, skills, the labour market, and the work
environment. We must rewrite the rulebook of education and
employment.

To achieve this, we need the right tools, and the right atti-
tude. It is obvious that traditional education systems are fast be-
coming inadequate for the demands of the new age. The private
sector can fill part of this gap.

At the Adecco Group, we're reshaping our ecosystem of
brands and services to align with these demands. We view each
branch of this ecosystemm—from temporary staffing and perma-
nent placement to freelancing and entire workforce manage-
ment—as one intertwined and complementary whole that of-
fers clients and candidates a 360-degree service throughout the
entire work-life cycle.



In the future career example above, | mentioned GA, which
offers bespoke in-demand skills training remotely, onsite, or on
campus to companies and individuals. There is a whole new
breed of company and worker that wants high-level skills train-
ing as a service. For example, the French bank BNP Paribas has
asked GA to help them up-skill 10% of their workforce, or more
than 1,000 workers, over the next five years.

The majority of roles in the future world of work call for a
type and level of education that exceeds the scope of standard
teaching provided by mandatory education up to the secondary
school level in today's world. And here the public sector must
step up. It is a matter of some urgency that we redesign our edu-
cation and social protection systems to reflect those needs. If we
fail to take that step, we will only see more companies strug-
gling because of a lack of available skills and more workers fall-
ing behind in the skills race. Our education system will be failing
everyone.

There are signs that employees appreciate the scale chal-
lenge. A recent study by the Adecco Group and the Boston Con-
sulting Group,” involving about 4,700 workers in nine countries,
showed that 62% of respondents saw themselves as primarily
responsible for acquiring new skills.

There are some areas, such as technology, where change is
moving so fast that it is hard for our workforces to keep up. Take
the example of automation. This breakthrough in science has re-
placed or reshaped many traditional manufacturing and services
roles. As automation has replaced the demand for certain hard
skills in the workplace, the demand for soft, transferable, flexible
skills has also grown. These are the skills of the future: problem
solving & critical thinking, leadership & people management,
and creativity & communication.

Unfortunately, these valuable skills are often learned out-
side of the classroom because school curricula have failed to
keep up with the pace of change. It is vital that these skills be-
come part of a standard education, driven by close interaction
with the business world.

Our future skilling study with the Boston Consulting Group
found that two-thirds of employees anticipate that their job will
change significantly every five years because of technological
advancement. Most employees are concerned about the impact
of change and what it will mean for their job security.

It is clear that we need to find solutions that enable our
workers to re- or up-skill on multiple occasions through their
lives. This must become a core policy for companies and a cen-
tral pillar of our social systems—a lifelong learning account as
part of social protection schemes would be ideal.

BEYOND EDUCATION
While we need an overhaul of our education system and a new
mindset when it comes to learning new skills throughout our
working lives, we must also recognise that this demand for
change goes beyond education:itis not just about skills or talent.
In a VUCA world, everyone needs to learn the entrepreneur-
ial spirit of the best survivors in the natural world. Governments
and education institutions must acknowledge that preparing
our young people for the world of work means ensuring that

EDUCATION 2.0: GETTING READY FOR THE FUTURE OF WORK

they develop the right personality traits, an informed view of the
world and the forces at work within it, and the ability to learn and
adapt throughout life.

While so much of our traditional education revolves around
acquiring academic knowledge or hard skills, it is far more valu-
able to know how to apply relevant knowledge in the world of
work. Education systems cannot teach only facts and theories,
they must also teach us how to apply and exploit that knowl-
edge in the real world. They need to teach us to become entre-
preneurs, just like the chameleon.

An updated education
system really can make
the difference—we
call it Education 2.0.

CONCLUSION: EDUCATION MUST BE FIT FOR
PURPOSE

As the world changes, so must we. The successful worker of to-
morrow will be an entrepreneur in his or her own personal devel-
opment, geared for lifelong learning with the right kind of skills.
Some are already getting the message: while our future skilling
study found that only 39% of total respondents had acquired
digital skills, that figure rose to 57% of participants in China and
63% in India.

The successful businesses of tomorrow will be flexible
and adaptable to change, reimagining ways to manage their
workforce needs and investing in the skills of their workers as
standard. Crucially, our future skilling survey found that 77% of
respondents took the training policies of a future employer into
account when considering a new job. Employers take note!

The visionary governments of tomorrow will redesign tradi-
tional education systems to focus just as much on soft skills as on
hard skills and academic knowledge. They will facilitate lifelong
learning and establish social protection schemes such as educa-
tion accounts that allow individuals to contribute to the cost of
their own up- and re-skilling. And the HR industry will help shape
the future of work, with cutting-edge services such as those of-
fered by Lee Hecht Harrison and GA.

We stand on the cusp of a world of work that will enable
individuals to develop and evolve in ways never imagined be-
fore—to follow their passions and not just follow the herd. It's a
world where businesses can unleash new levels of productivity
and competitiveness. And it's a world where governments can
future-proof their economies and unlock untapped prosperity.

In a future that works for everyone, we will be not just cha-
meleons, but grand designers of our own destinies.
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1 European Commission (2016).

2 Adecco Group & Boston Consulting Group (2018).
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LEADING THROUGH CHANGE

Leading through Change

Vinod Kumar
Tata Communications

‘Move fast and break things’ used to be the Silicon Valley motto,
and it's certainly true that technology is moving faster than
businesses, governments, and society know what to do with.
Decades ago, when dial-up internet connectivity was the new
big thing, technologies such as the internet of things (loT),
Artificial Intelligence (Al), cloud computing, and blockchain were
not even on the radar. The pace of change is making simply keep-
ing up a big challenge for everyone, but the huge changes afoot
for businesses pose many more opportunities than drawbacks.
Governments cannot create legislation fast enough to keep pace
with disruptive new business models, and innovations being in-
troduced are rapidly changing the face of cities and workforces
the world over. Legacy businesses are struggling to implement
the meaningful changes they need quickly enough to remain
competitive. Leaders in business and politics, however, can lead
through this environment—one in which the only constant is
change—Dby cultivating a culture that champions continuous
learning above all else.

Through my conversations with our customers, | know that
technology is the great enabler of our time. It's a force for posi-
tive change that works best in conjunction with people. Tech-
nology improves lives, but only by harnessing it with a positive
intent can we make the world a better place for everyone.

THE TALENT GAP IS INCREASING

For the first time, this year’s study includes a long-term analysis
based on the first six years of GTCI data collection. This analysis
shows that global talent competitiveness inequality is on the rise,
with a talent gap between rich and poor nations that is increas-
ing year on year. All of us have a responsibility to ensure that we
are working towards a democratised technology revolution that
bridges this gap, through whatever means necessary. Only when
government, business, and civil society work in conjunction
with each other can the biggest global challenges be addressed.
Indeed, the implementation of the Global Data Protection
Regulation (GDPR) in Europe during May 2018 was one such way
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government sought to rein in technology and allow citizens to
regain control over their data.

Globalisation 4.0, the theme of this year's World Economic
Forum Annual Meeting in Davos, is extremely timely considering
the speed of change we are now going through in the world
and the opportunities this change is presenting us with, if we're
willing to look. Globalisation 4.0 means we can no longer work
in corporate silos. Globalisation must now work hand in hand
with Industry 4.0 and the march towards automation and data
exchange? Globalisation can be used as a force for good: to help
businesses become more inclusive, sustainable, job-creating,
and equitable. After all, we spend a large portion of our time at

The only way we can
experience the benefits
that technology has to
offer is to acknowledge
that, at the end of the
day, it's all about people.

work, and humans find meaning through doing. The future of
work is in our pursuit of growth, both personal and professional.

The impact of technology goes beyond the four walls of
our businesses, and we must examine and address it based on a
human-centric approach. As leaders in our fields, it is our respon-
sibility to equip the next generation of workers with the tools
they need, not only to succeed in businesses that are now be-
coming embedded within the Fourth Industrial Revolution, but
also to create a shared, self-perpetuating, and sustainable future,
where technology generates opportunities for everyone.

ENTREPRENEURIAL TALENT IS CRUCIAL

Businesses, of course, are about people, and success can be
found by hiring entrepreneurial minds with diverse cognitive
backgrounds. Business culture therefore plays a crucial role by
instilling the open atmosphere required to promote entrepre-
neurial talent. No one can predict where the next great idea
will come from, so learning must be championed and “failure’
viewed as a lesson learned. This approach will ensure that busi-
nesses will thrive with their culture of intrapreneurship, driving
their talent to discover what more can be achieved. People who
are curious about the world and seek out ways to learn will spot
opportunities; contribute to a re-evaluation of business practic-
es; attract like-minded, cognitively diverse talent; and discover
new revenue streams. Technology's positive impacts can be
felt through its usefulness in inspiring and enabling people to
create. Start-ups are a good example of how creatively minded
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businesses can grow from just a single person with an idea to a
fully fledged icon of business in the digital world.

CREATING A CULTURE OF LIFELONG LEARNING
The only way we can experience the benefits that technology
has to offer is to acknowledge that, at the end of the day, it’s all
about people. To unlock the positive potential that technology
brings, we require a fundamental shift in the collective mindset.
We need one that builds a culture that fosters change and cul-
tivates a spirit of continuous learning—that is, un-learning and
re-learning. We cannot change the past, so we need to focus our
attention on these lessons to find creative digital solutions for
the future and continue to look forward.

If you look at the economic development of the world and
how technology in various forms has been adopted over cen-
turies, human beings have always benefited—as long as they
have made themselves versatile from a skills standpoint. To be
successful, I would argue that everyone in the business must as-
sume an element of personal responsibility.

More importantly, organisations and leaders need to be sin-
cere in their efforts and enact measures to enable learning and
prepare people for the future of work. Before business leaders
can advocate to the rest of the world, they must ensure that they
are practicing what they preach—a business must embrace and
adopt the digital experience internally before attempting to fly
the flag externally.

Take Al—at Tata Communications, it is our belief that Al di-
versifies human thinking, rather than replaces it. Further, we pas-
sionately believe that a future of multiplicity, where groups of ma-
chines and humans collaborate to innovate and solve problems,
will contribute to a more productive and inclusive world. This is
a sentiment echoed in our recent study, Cognitive Diversity: Al &
the Future of Work? The study finds that 90% of global business
leaders believe that Al will enhance decision making and 75%
anticipate that Al will create new roles within their businesses.

Far from being considered a threat to jobs, Al will allow hu-
mans to be more human in business, freeing them up to bring
the very human traits of creativity, empathy, and communication
to business proceedings.

THE BETA MINDSET
Through our discussions with CGsuite leaders across the world,
we have identified common cultural challenges to digital trans-
formation as well as the behaviours and competencies required
by leaders to help pave the way to creating a diverse and inclu-
sive future. For example, teams will embrace change only if they
understand why transformation is needed and if they have faith
in their leaders. All of the Gsuite executives we questioned in our
recent study Cultural Transformation in the Digital World agreed
that digitalisation is the new normal, with a universal belief that
embracing digital transformation is urgent and critical for the or-
ganisation to not only thrive, but, in fact, to survive.*

To address these obstacles, we believe that business lead-
ers need to act as digital stewards. Discussions regarding the im-
portance of technology and the place that it has within a busi-
ness need to take place at all levels of an organisation. Business



leaders must reach and communicate to staff a common under-
standing of their direction, their goals, and what kind of digital
futures they want to create. They must enact policies and train-
ing schemes that allow their staff to upskill. Giving staff the right
tools to succeed is the surest way to success, and all teams should
see themselves in this context—approaching their work with a
beta mindset—always seeking out ways to learn and grow and
add value to their lives and, by extension, to their organisations.
This mindset will help them move forward, try new things, and
learn from missteps.

To successfully unleash the positive potential that technolo-
gy can bring requires a fundamental shift in the collective mind-
set of an organisation. Such a mindset requires ongoing focus
to build a culture that fosters change and cultivates a spirit of
continuous, or lifelong, learning as well as a focus on the value of
entrepreneurial talent. By encouraging staff to take personal re-
sponsibility, they will feel more empowered to engage in learn-
ing behaviours that will benefit both them and their organisation.

CREATING A COLLABORATIVE WORLD

We can make businesses work for people by helping companies

navigate the opportunities technology brings and also helping

them evolve to ensure they are well placed to reap the rewards

of a proactive, learning-first strategy. It's all about how you, as a

leader, look at the world and how you bring your staff and stake-
holders along on that ride.

The world is changing, fast. It's messy, it's incomplete, and
it will never slow down. Therefore, society, and indeed business,
should focus on the elements they can control. Part of this pro-
cess is instilling resilience and adaptability in your people, so that
they are able to spot and seize opportunities as they appear. It's
about learning, re-learning, and always being willing to think
collaboratively.

In my experience, businesses and people thrive when we
are all set up to be open to opportunity and new ideas. Change
doesn't have to be scary.

ENDNOTES
1 Details about the GDPR can be found at https://eugdpr.org/
2 Industry 4.0, also called the Fourth Industrial Revolution, is the current trend of

automation and data exchange, including cyber-physical systems and loT,
among others.

3 Tata Communications (2018a).

4 Tata Communications (2018b).
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GAINING GLOBAL COMPETITIVENESS THROUGH RENDANHEYI

Gaining Global Competitiveness
through Rendanheyi: Case
Studies from the Haier Group

Haier Model Research Institute

The Haier Group is a leading provider of better-life solutions; its
white goods business brand has been recognised as the most
famous worldwide for nine consecutive years according to
Euromonitor data! In the era of the internet and the internet of
things (IoT), Haier has evolved from a traditional manufacturing
enterprise (which in 1984 had been a failing and demoralised
manufacturer of refrigerators) into a win-win loT community
ecosystem, guiding global companies to take the lead in igniting
the loT economy. Haier endeavours to inspire every employee to
become a CEO of their own, thus embodying the concept put
forward by Immanuel Kant: ‘Act in such a way that you treat hu-
manity, whether in your own person or in the person of any other,
never merely as a means to an end but always at the same time as an
end”—that is, each person (or in this case, each worker as well as

each customer/product user) should be treated as an end rather
than merely a means to an end.

A DEFINITION OF ENTREPRENEURIAL TALENTS

According to The Global Entrepreneurship Index 2018, an ‘entrepre-
neur is a person with the vision to see an innovation and the ability to
bring it to market’? In this context, Haier constitutes an interesting
(or even unique) example: At Haier the hope is that everyone can
be an entrepreneur. Haier empowers its employees and gives
them three areas of authority: the authority to make on-site deci-
sions, the authority to select and appoint personnel, and the au-
thority to distribute profit. In the industrial era, enterprises were
inflexible. They aimed only to become bigger and stronger, like
dinosaurs. In contrast, in the internet era, enterprises aim to be

The Haier Model Research Institute (HMRI) is a think tank in the Haier Group. It provides services to global research bodies and companies, ranging from basic theoretical
research and training classes to solutions, and integrating the elements of manufacturing, learning, and research with interactions throughout the process. The open and
co-creative ecosystem of HMRI incorporates world-class academic research resources such as the Harvard Business School, the Stanford Business School, and so on; it has
also established close relationships with well-known management institutes and medias around the world, such as theThinkers50, the Global Peter Drucker Forum, and so on.
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Table 1

Characteristics of old-style employees and entrepreneurs in Haier

FEATURE OLD-STYLE EMPLOYEES

Driving force Driven by management
Organising force Organised by the enterprise
Working status Passively execute orders

Working target Accomplishing tasks determined by superiors

flexible. Even if they are as large as elephants, they must know
‘how to dance’* For example, decentralisation, self-organisation,
and flattening are the hallmarks of a complex, adaptable entity,
while a simple and inflexible entity is characterised by centrali-
sation, absence of self-organisation, hierarchy, and bureaucracy.

The Haier story began in 2000. In that year, after attending
the World Economic Forum meeting in Davos, Zhang Ruimin,
the CEO of Haier, realised the turning point that the networked
economy was bringing to the business world. The biggest rivals
of a manufacturer are not its present competitors, but the net-
worked information systems of the future. Based on this premise,
in 2005 Haier proposed the Rendanheyi model and the entire
company began to reform.

The basic meaning of Ren refers to employees; Dan refers
to user value; HeVi refers to the integration of employees’ value
realisation and user value creation. Rendanheyi means that each
employee creates value directly for users (customers) while also
realising his or her own value. Employees do not serve the posi-
tion itself, but instead serve users’ demands. Where there is Dan,
there is Ren. This approach cannot be classified according to tra-
ditional business or profit models. It is a model for innovation in
networked enterprises that are constantly developing in the it-
erative course of disruptive, systematic, and dynamic innovation
in several fields—strategic positioning, organisational structure,
operational processing, and resource allocation. It incorporates
the perspectives of the overall enterprise, each employee, and
each user in order to adapt to the internet era. It features zero dis-
tance to the customer, decentralisation, and disintermediation.

At Haier the organisation was transformed and the mid-
dle management level was removed. The number of registered
employees has decreased by 45% since its peak, and the Haier
ecosystem now creates more than 1.9 million work opportunities
for the entire society—it provides opportunities for people to
run shops online, and also provides job opportunities for people
in the supply chain indirectly. Haier has become a networked
organisation where there are only three types of people: the
platform owner, the microenterprise owner, and the entrepre-
neur. No one is a passive executive any longer, but rather a self-
motivated person who is self-employed, self-organised, and self-
driven. In this way, Haier employees create value for clients and,
at the same time, can realise their great potential in the business
process by themselves. They are all considered to be the entre-
preneurial talents we need and the time calls for.
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ENTREPRENEURS IN HAIER

Self-driven

Self-organised

Self-motivated with on-site authority to make decisions, the authority to select

and appoint personnel, and the authority to distribute profit

Meeting the needs of users and providing best services

Haier has set up a standard for employees’ pay raises, thus
encouraging employees to pursue users' values and transform
themselves into entrepreneurs. In the first phase, employees
only get regular pay from Haier if they cannot reach the valuation
adjustment mechanism (VAM) bottom line. In the second phase,
when employees are capable of achieving preset targets, they
can achieve the paid-by-user rate (that is, entrepreneurs are paid
only when they create value for users). In the third phase, when
employees are capable of achieving preset targets and attract-
ing co-investors, they can get a bonus by opting for VAM and co-
investment: in this phase, microenterprises sign a contract with
Haier based on the VAM before a project begins. Sometimes
microenterprises will co-invest with Haier or other co-investors,
thus they share the profits and take risks together. In addition,
Haier has an incubation platform (HCH) to help entrepreneurs
start and run businesses, which also helps Haier to shape and
appeal to a growing number of entrepreneurial talents.

WHY WE NEED ENTREPRENEURIAL TALENTS

The term internet of things (IoT) was coined by Professor Kevin
Ashton, director of the MIT Auto-ID Center in 1991. Since then,
with the booming of information technology, loT has been
gaining more and more attention. In the IoT age, eventually eve-
ryone and everything will be connected through the internet.
Uncertainty in business caused by the fast pace of change will
rise and companies will face even more rapid change. An enter-
prise with employees who have little decision-making authority,
who can only listen to commands from a manager but not re-
spond directly to changes as quickly as possible, will fall behind
its competitors. Therefore, to meet clients’ changing needs and
deal with the challenges in the coming age of IoT, every employ-
ee must be free to make decisions on the ground. They are no
longer old-style employees. They are entrepreneurs (see Table 1).
They are the ones who can truly provide value for the users.

HOW TO SHAPE AND APPEAL TO
ENTREPRENEURIAL TALENTS: RENDANHEYI
According to The Global Human Capital Report 2017, on aver-
age, the world has developed only 62% of its human capital.
Conversely, nations are neglecting, or wasting, an average of
38% of their talent.’ To release more potential human capital, the
best way is to give people the freedom to do what they can do
best. The Haier approach is called Rendanheyi. Rendanheyi is a



Table 2
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The evolution of Haier’s organisational structure

Background and context

Technology support

Strategy

Organisational form

Organisational logic

Resource allocation

Model case

Bureaucratic enterprise

1984-1991

Reform and opening up

Simple mechanical
technologies

Brand strategy

Triangle

Heter-organisation
(centralisation of authority)

Vertical integration
(integrated management)

Zhang Ruimin smashed
defective refrigerators;

Divisional enterprise
1991-2005

Southern Tour Talk by Deng
Xiaoping; China's accession to
the WTO

Complex mechanical
technologies

Diversification and
internationalisation strategies

Expanded triangle

Heter-organisation
(decentralisation of authority)

Longitudinal integration
(M&A)

‘Stunned fish™ factory
construction and M&A in

Networked enterprise
2005-2012

The age of the internet

The internet technology

Globalisation strategy

Inverted triangle, community
of interest

Self-organisation (delegation
of authority)

Horizontal integration
(outsourcing)

Rendanheyi model;
independent operation unit

Platform-based enterprise
2012-2019

The fourth industrial
revolution

The technology of the
internet of things

Network strategy
Microenterprise
Self-organisation (no
hierarchy)

Platform integration (sharing)

Development of
microenterprises (e.g.,

comprehensive quality
management markets
Source: Translated from Hu (2018a).

Notes: M&A = mergers and acquisitions; WTO = World Trade Organization.

domestic and overseas

Thunderobot’s growth and
deve\opment)Jr

* A’stunned fish' is a metaphor for companies with good hardware/technology/equipment/factories and weak management. Once effective management is implemented in these

companies, they can achieve great performance (see Paine & Crawford, 2001).

t Thunderobot is a typical successful microenterprise. It was founded by three post-1980s generation entrepreneurs. The team captures the needs of the users and always follows
those users’ needs for gaming computers and accessories. They used the Rendanheyi model with great success. Details can be found at http:/thunderobot.com/.

business model that shapes an effective entrepreneurial talent
system including a paid-by-user system—an effective motiva-
tion mechanism. Since Rendanheyi was proposed 13 years ago,
Haier has developed and extended this model extensively (see
Table 2 for a timeline of this process).

By adopting Rendanheyi, Haier has fostered great entrepre-
neurial talent and achieved great financial performance. For ex-
ample, Haier's incubation, investment, and acceleration platform,
HCH Ventures, is a platform to help entrepreneurs start and run
their business® By the end of 2017, 2,483 entrepreneurship pro-
jects had been gathered on HCH, 256 entrepreneurship projects
had moved on to incubators, and 4,325 entrepreneurship and
innovation incubation resources were available on the platform.
Haier has established 24 incubators in nine countries around the
world, providing rich innovative resources for entrepreneurs. At
present, Haier has more than 200 microenterprises, more than
3,800 service and support microenterprises, and 1.22 million
micro-stores that are working hard to create an open platform
to attract human resources and investment from society. Haier's
HCH platform also shows the transformation from manufactur-
ing products to incubating entrepreneurs. Already more than
100 microenterprises have an annual revenue of more than 100
million yuan and 19 microenterprises have a valuation of more
than 100 million yuan.

THE PROMOTION AND APPLICATION OF
RENDANHEYI ACROSS INDUSTRIES AND
REGIONS

The Rendanheyi model yields great results not only in Haier, but
also in other companies, industries, and countries. These results
can be seen in examples such as GE Appliances and Sanyo in
other countries and cultures. Each enterprise has customer-
facing microenterprises and service and support microenter-
prises. The practice of Rendanheyi in hospitals and logistics are
examples of its experience in different industries. By adopting
the Rendanheyi model, these companies and organisations help
realise people’s potential and achieve growth as well as industry
leadership at the same time. This section provides details about
how Rendanheyi has been applied in these four instances.

GE Appliances in the United States

At first the Rendanheyi model was not totally understood at GE
Appliances, and it was difficult to change the company’s long-
standing hierarchy and linear management thinking and adopt
the new approach. However, Haier encourages employees in GE
Appliances to launch a pilot project first. First, the water heater
department tested Rendanheyi and found that it did not harm
the interests of employees as some people feared it would. On
the contrary, it stimulated the enthusiasm and creativity of the
staff. Each employee was able to respond to the market and the
needs of users faster.
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GE Appliances was then divided into seven ‘mini’ categories,
representing seven household appliances: kitchen appliances,
refrigerators, washing machines, dishwashers, water heaters,
a complete set of terminal air conditioners, and FirstBuild and
Giddy (two GE Appliance platforms for crowdsourcing innova-
tion). In 2017, GE Appliances began to hold elections for micro-
enterprise owners, electing three senior executives to form a
management committee.

This model of transforming the company’s approach to
management was immediately successful. The overall market
competitiveness of GE Appliances has been significantly en-
hanced. In 2017, in the first year after its acquisition, GE Applianc-
es achieved its best performance of the decade, with revenue
growth outpacing that of the industry and the company exhibit-
ing double-digit profit growth.

Sanyo in Japan

At the beginning, it was hard to promote the Haier model at
Sanyo because the culture of Japanese companies was strong
and entrenched. But with the initial success of a pilot programme
and a comprehensive understanding of the culture, the enter-
prise-centric and boss-centric approach in Sanyo was gradually
replaced by the Rendanheyi model. The real change was to care
about and move the company'’s focus to users of the products.
Ren needed to combine with Dan. Actually, Sanyo’s technology
is very good and their products are good. The problem was that
they did not care whether the product was what users actually
wanted, and instead they were concerned merely to implement
the suggestions of superiors. But eight months after the merger
and acquisition of Sanyo and moving to the Rendanheyi model,
the company’s loss was reversed.

Health Industry: A Hospital and U-Blood

In the past, the number of patient falls in Ying Kang Nursing
Hospital in Shanghai was high: the hospital recorded 50 falls a
month and the chance of the fall causing complications was as
high as 50%. Since adopting the Rendanheyi model in 2016, the
number of patient falls per month has dropped to 0.5, and no
one has experienced complications. In addition, the proportion
of all prescribed drugs to gross earnings decreased by 5%, the
bed occupancy rate increased by 4%, and the nurses earned 18%
more than they had before the Rendanheyi model was adopted.

This remarkable result has come about because the Rendan-
heyi method truly cares about people and focuses on people’s
needs. In the hospital, Rendanheyi combines the needs of the
doctor and the patient. Where there is a patient, there is a doc-
tor. Through floor reform, doctors, nurses, and janitors not only
take the initiative to assume responsibility, but they also take
the patient’s experience as an important point of reference. The
work of the doctors, nurses, and janitors reflects the increase in
focus on the satisfaction of patients and their families, thus truly
achieving ‘doctor-patient integration’.

Humanistic care is regarded as a top priority in Ying Kang
because it is related to the patient’s experience. Ying Kang uses
the floor management method and patients can choose their
own floor and doctors. Bed occupancy, patient evaluation, and
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staff performance of each floor are linked. Since the hospital has
adopted this method, the enthusiasm of every doctor and nurse
has been fully mobilised because they are always paying atten-
tion to the patient’s physical condition and proactively caring
about the patient’s feedback.

The floor-based model is the embodiment of ‘decentralisa-
tion”. In this model, all the departments are divided into 15 mi-
croenterprises, with 15 teams. Doctors and nurses are no longer
the executors of the medical system, but the real entrepreneurs.
In short, by turning the medical staff into practitioners of a ‘mi-
croenterprise’ (from Haier's microenterprise concept), with clear
rewards and penalties and a healthy competition among staff
members, after deducting the costs of running each floor, a small
amount of income will be used for microenterprise members to
share. Driven by the management mechanism, Ying Kang's de-
velopment has entered the stage where the model has been ac-
cepted and operates well, and the income of doctors and nurses
has been greatly improved, thus realising the comprehensive
transformation into sharing and creating.

Furthermore, in a breakthrough in innovative practices of
the loT and the good practice of Rendanheyi, the U-Blood loT
blood solution (hereinafter referred to as U-Blood) is creating an
ecosystem of large data-sharing platforms for the entire process
of blood information, temperature monitoring, and traceability.
To this end, Haier biomedical and the Affiliated Hospital of Qing-
dao University began a joint exploration process. After several
iterations, the loT-based model achieved remarkable results.

U-Blood uses radio frequency identification (RFID) and can
trace every unit of blood. Every unit has a unique ID. When a
surgery needs blood, staff can scan the bar code on the list of
requirements and get the detailed position of the blood needed.
Refrigerators are also designed specifically for the storage and
positioning of the blood. U-blood updates dynamically—so
whether the available blood is sufficient for the hospital's needs
can be traced in a timely manner.

Through U-Blood, the South Hospital District's Qingdao
University—affiliated hospital has successfully saved 13,000 millili-
tres of blood. That is to say, in less than two months, the amount
of blood saved by U-Blood could support 10 major operations.
In the future, after U-Blood covers the entire hospital area, ac-
cording to conservative estimates of the numbers of surgeries
that need blood, if calculated as 1,000 units per month, the
amount of the blood saved could support 200 more operations
per month.

U-Blood results in considerably more efficient blood man-
agement. Because of the adoption of U-Blood in the hospital, the
rate of inefficient blood use dropped from 20% to less than 5%;
more importantly, it is possible to perform 20% more surgeries.

By moving to the U-Blood blood bank, blood resources
can be dispersed into independent wards or operating room
areas. This has enabled an evolution from searching for blood
to checking blood. But for the hospital's Department of Blood
Transfusion, hospital-wide supervision of the relevant blood stor-
age equipment and the corresponding alarm function—which
gives a warning when there is a problem—needs to increase.
Grassroots departments can find an abnormality or error, such



as the wrong temperature or a shortage of a particular type of
blood, by themselves, and can solve the problem in the category
of a first-level alarm. Or they can start a second-level alarm, clas-
sify the problem layer by layer, control the problem layer by layer,
and realise the effective decentralisation of management. The
ultimate embodiment of the U-Blood security management su-
pervision and classification is to improve management efficiency
and reduce dissipation of human and material resources.

Logistics Industry: Goodaymart

The Haier enterprise Goodaymart combines the strengths of vir-
tual (internet) networks, marketing networks, logistics networks,
and services networks. The entrepreneurship programme of
the Goodaymart Lejia express locker aims to cover 80,000 com-
munities and 200 million users within three years. Under this
programme, Lejia provides the services and the lockers to store
packages. Users can get their packages by scanning the QR code
on the Lejia locker in their community. If this goal is achieved, this
community service microenterprise will rank 1st in the logistics
industry.

Starting from nothing, the former microenterprise own-
er, Zhang Yi, raised RMB 140 million with his team in only four
months after crowdfunding in service outlets (express service
centres) across the country. However, believing that such an
amount was far from sufficient, they also focused on attracting
outside capital. Venture capital investment got involved, which
was large in amount yet came with an important requirement:
the leading goal determined with VAM would need to be
achieved within three years, otherwise the entire RMB 9 million
co-invested by Zhang Yi's team would be ‘returned’ to the VC
firms. To achieve the goal within the allotted time, the team de-
cided to recruit more talent and expand their footprint in more
communities.

By the end of January 2016, over 10,000 communities had
established contracts with Zhang Yi's team and more than 2,500
communities have had Leija express lockers installed, with a fur-
ther increase of 100 per day. This means that people who live in
these 2,500 communities can use the services provided by Lejia.
They do not have to come home in a hurry to get their packages
or ask others to help them when they are not at home. They can
scan the QR code to get their packages from the Lejia express
locker when they return home. This is safer for the packages and
more convenient for both couriers and customers.

When people want to send a package, they can scan the
QR code to open a locker/case to put the package in and pay the
fees using their mobile phones. When a package has arrived for
them, they will receive a reminder on their phones and can get
the package by scanning the QR code on the locker when they
get back home. In addition, through the win-win value-added
model, the team has attracted over 200 advertisers and 1,100
suppliers of agricultural products, and has established partner-
ships with a number of convenience service providers and finan-
cial companies. As a result of these moves, a value-added service
system that covers logistics services in communities, commu-
nity convenience services, direct supply, and customisation of
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agricultural products and new media operations in communities
has begun to take shape.

Compensation with the Rendanheyi Model

The change to the compensation system results from the change
of contract structure principles within Haier. Haier replaces the
principal-agent incentive contract of Western enterprises with
an all-taking-part contract.

The former principal-agent contract covers only a few
people and easily breeds deceptive behaviour. Under the win-
win model of Rendanheyi it is necessary to change the contract
mechanism to truly combine employees and users, and to orient
the incentive contract towards all employees rather than only a
few people. In the all-taking-part contract model, each employ-
ee has a contract with the market. Their earnings link with their
market value—namely, the user value they create. The more
value they create, the more they earn.

After stepping into the company’s Networking Strategy
stage, the exploration of ‘paid-by-user’ becomes deeper and
broader. Haier cuts off supplies to microenterprises that have
their own independent authority to distribute profit and imple-
ments a zero-base fixed salary and a zero fund policy for these mi-
croenterprises—that is, the base salary of each employee is zero,
and there is no automatic funding for core programmes. To drive
employees to transform themselves into true entrepreneurs, all
employee compensation comes from the value they create for
users. With paid-by-user as the goal, Haier establishes a system
of dynamic partners, value adjustment and co-investment, and
goal-based gathering and dispersing. A radical change centring
on paid-by-user is made throughout the entire compensation
system. Paid-by-user is a driving force for transformation in the
internet era that also creates a platform for employees to create
their own value.

Animportant management tool to achieve the paid-by-user
goal is the Win-Win Value Added Statement. In the income state-
ment of traditional enterprises, profit equals revenue minus costs
and expenses. The compensation of all employees depends on
the total profit of the enterprise. Now each microenterprise has
a Win-Win Value Added Statement and the employees cannot
share value without creating user resources. The aim of the Win-
Win Value Added Statement is to add value for all stakeholders in
the ecosystem. Thus Haier proposes a common target and salary
source. Under this concept, all members of the microenterprise
will receive compensation only corresponding to the effort they
make together to achieve the common target. Lack of such ef-
fort affects the end-to-end compensation of the ecosystem. This
mechanism successfully avoids haggling and shifting of respon-
sibility among nodal microenterprises.

CONCLUSIONS

The examples of good practice as seen in the experiences of GE
Appliances, Sanyo, Ying Kang Hospital, U-Blood, Goodaymart,
and many others demonstrate the incontrovertible value of
Rendanheyi. On the basis of Rendanheyi, an industrial networked
platform—COSMOPIat (@ manufacturer that customises prod-
ucts by using big data and loT)—has been built. This platform
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allows users to participate in the production process through
the community, thus achieving mass customisation. The inter-
national standard organisations—the Institute of Electrical and
Electronics Engineers (IEEE), the International Organization for
Standardization (ISO), and the International Electrotechnical
Commissions (IEC)—all chose Haier to take the lead in the study
and the establishment of the international standard of mass cus-
tomisation model. All these achievements originate from the
stimulation of personal values by the model of Rendanheyi. No
matter in which country or industry this model is used, it can
be adopted successfully and gain good performance. We call it
a salad culture system—it respects the cultures of every country
while the Rendanheyi model is unified, like a salad in Western
food. Vegetables keep their original shape, but salad dressing is
unified.

In the era of uncertainty, every leader has to forge ahead
and turn the fear into power toward self-improvement and ful-
filment to maximise personal values. After 13 years of practice
at Haier, it has been clearly demonstrated that the Rendanheyi
model can help cultivate entrepreneurial talents and achieve
leadership in global competition. It has become a symbol of the
management thought of the integration of Chinese wisdom, the
spirit of the times, and the world pattern? It breaks the bureau-
cratic system and it has more abundant theoretical connotation
and practical significance in the history of human organisation
evolution”’

The Rendanheyi model is leading the world management
trend, showing that China’s business management model can
be the best model. It is hoped that the Rendanheyi model will be
applied to diverse fields globally to help more enterprises and
organisations gain global competitiveness.

ENDNOTES

1 Euromonitor issued a certification of claim validation to the Haier Group.
See Euromonitor International Limited, Consumer Appliance 2018 edition;
details can be found at https://www.euromonitor.com/consumer-
appliances.

2 Kant (1998).

3 GEDI(2017), p. 17.

4 Gerstner (2003).

5 World Economic Forum (2017).

6 Details can be found at the HCH website http://www.ihaier.com/; the
website for the lab is http://lab.haier.com/.

7 The Haier strategy begins with a Brand Building Strategy and moves
through a Diversification Strategy, an Internationalisation Strategy and a
Global Brand Strategy to the Networking Strategy.

8 Hu (2018a).

9 Hu (2018b).
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ENTREPRENEURIAL TALENT AND GLOBAL COMPETITION

CHAPTER 5

Entrepreneurial Talent
and Global Competition:
A Unicorn’s View

An interview with Frédéric Mazzella*
Founder and Chairman of BlaBlaCar

Over the last couple of decades, competition between busi- entrepreneurial talent who will need to work with other, often
nesses, governments, and all types of organisations has taken very different players, in an environment that allows or even pro-
a different turn. Against the background of unprecedented motes that type of collaboration.

technological change, new modus operandi, new business mod- Our editors Bruno Lanvin and Felipe Monteiro conducted
els, and new forms of innovation have emerged. Entire segments an interview with Frédéric Mazzella, Founder and Chairman of
of national economies have been displaced, and value creation BlaBlaCar, who has a number of clear, audacious ideas around
has shifted from traditional advantages to new, more mobile, entrepreneurial talent. Let us note that BlaBlaCar is Europe’s
and more diversified ones. In this rapidly changing, increas- leading online long-haul ridesharing platform. Present in 22
ingly digitalised environment, all organisations need the talent countries, featuring a community of 65 million members and
that will help them take appropriate risks, articulate and com- over 18 million travellers every quarter, BlaBlaCar is nowadays a
municate a vision that will transcend cyclical changes, and man- great example of a trusted framework in what we refer to as the
age their assets in an agile way. In other words, they will need sharing economy.

* Interview carried out at BalaBlaCar global headquarters in Paris by Bruno Lanvin and Felipe Monteiro, September 2018.
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What is your definition of entrepreneurial talent?

Frédéric Mazzella:

The face of entrepreneurship has changed a lot over the last dec-
ade because of digitalisation and because of the transformation
of labour markets, where the concept of loyalty has changed
since people have become free agents. As for a definition of en-
trepreneurial talent, | would say it is threefold: we need to look
at mindset, ability to learn, and the acceptance of failing.
Being innovative, without any fear of judgement, is yet another
crucial element of entrepreneurial talent. Whether innovative,
creative, or operational, the common denominator should be
dedication and passion but always specific to the required skill/
activity.

What's more, different types of talents might be needed ac-
cording to a given task, although entrepreneurial talent seems
very relevant in today’s digital world, especially from the per-
spective of organisations that are either starting or scaling up.
The importance of talent is also directly proportional to the size
of the organisation: in larger structures it might be acceptable if
some of the workforce isn't passionate, whereas in a small struc-
ture, and in the case of a start-up particularly, passion for what
you do is a must, which means hiring talent that's not passionate
would lead to more complexity. Talent and passion are therefore
the keys to success, not to mention that they will help in reacting
to challenges and unknowns.

Do you think that entrepreneurial talent can be
taught and learned? Or is it a trait of character
that needs to be nurtured and steered?

Frédéric Mazzella:

At BlaBlaCar, we most certainly promote and focus on learning;
the word learning is actually featured in two of our six core prin-
ciples, which to me represent the best two learning processes
there are: experimenting yourself and learning from the experi-
ence of others. Our ‘Fail, Learn, Succeed’ principle acknowledges
the approach of experimenting yourself and learning from your
own failures; our other core principle ‘Share More, Learn More’
encourages our collaborators to really learn from each other; the
lessons learned will then serve as best practices for the whole
team. Having the right mindset to progress as fast as possible is
therefore an obvious requirement.

While I'm not sure if a mindset can be taught or not, the
work of Professor Carol Dweck points to two types of mindsets:
the fixed mindset and the growth mindset. | believe organisa-
tions should aim at encouraging and nurturing growth mindsets,
which occurs when individuals are taking pleasure in doing what
they've already learned and are willing to try new things, not to
mention that they won't be afraid of being judged since they
anticipate that failure always translates into an invaluable learn-
ing journey. This acceptance of such a learning process is actually
embedded in the company culture. As a matter of fact, it starts in
the beginning, with the hiring process.
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How has entrepreneurial talent been important
in the different stages (i.e., from founding to
global scaling up) of BlaBlaCar’s history so far?

Frédéric Mazzella:

Ten core principles were articulated in 2013 and have been re-
vised in 2017. We've also produced a book——BlaBlaCar the Inside
Story: 10 years, 10 values, 10 stories—which looks at our 10 first
years through the lens of those 10 principles, and over the years
we've published many reports, especially around building trust
and our social impact. Funding requires passionate people, then
growing requires all kinds of talents, not necessarily entre-
preneurial so long as they each have their own expertise, and
obviously sharing the passion would be a plus. Another factor
would be the ability to launch innovative and creative initia-
tives. In terms of recruiting, we ensure that individuals who aren’t
creative are at least in agreement with creativity, which will help
avoiding conflict. Attracting and hiring talent is therefore a thor-
ough (eight-step) process that's been tough but successful so far.
The key is to make the company as attractive as possible using
clear statements, principles, and customer value propositions
(creating an employer branding that attracts only the best and
most aware talent) while making the selection process tough
enough to create a spirit of competition. This strikes a balance
and ensures you don't get unmotivated, underskilled talent, thus
compensating for the demanding recruiting requirements.

What is the role of specific locations (cities,
regions, countries) in producing, attracting,
growing, and retaining entrepreneurial talent?

Frédéric Mazzella:

I believe it's all about building an ecosystem where all stand
alone components are cooperating—from education to fund-
ing to entrepreneurial context—which means the ecosystem
revolves around two main factors: talent and money. Indeed,
these are the two main ingredients for start-ups to grow and
they need to be fostered and boosted by the environment. As
for talent, | would say some locations in particular attract young
talents from all around the world while they convert them as
their alumni. If we look at the universities of Stanford and Sichuan,
where—through job fairs and tours—we see it's easier for com-
panies to get ahold of talented graduates and hire them eventu-
ally. On another note, this circles back to the capacity individuals
should have to ‘learn to learn” and to consistently be eager to
learn, which means that academia should develop more and
more lifelong learning programmes.

When it comes to money, start-ups must prove their prod-
uct and test their results, which means that after finishing the
product race and ensuring their product is better than the com-
petition’s, they must then inject a lot of money to develop and
grow, not to mention cover the marketing and PR costs. By do-
ing so they enter into the capital race zone. Not being able to
raise funds when the time is appropriate (from business angels



up to typical successive rounds of financing) at this specific stage
would lead to missing an opportunity to ‘go big’, hence the im-
portance of being able to rely on a solid funding system during
each and every stage of the company—one where funding is
not a one-off and where investors may very well differ and have
different stakes one from another.

To some extent, France is now being compared to Silicon
Valley: the components are being built and the ecosystem is
taking over, especially if we look at how markets have evolved
over the last 10 years. Nowadays companies who raise dozens of
millions do not make headlines anymore, while 5 years ago they
did! In 2014 when BlaBlaCar raised $100 million we were all over
the headlines whereas it wouldn't be the case today because it’s
more common for European companies to raise this much. That
being said, we hear only about the companies that succeed in
Silicon Valley—in other words, we barely hear about all the ones
that don't. This success/failure ratio is important and has influ-
enced the price of building a start-up, not to mention the salaries
that are being paid in the tech industry. This has led to another
very important consequence: some investors have been looking
at other locations since salaries in Silicon Valley are beginning to
be too expensive. As a matter of fact, | have personally heard in-
vestors advising they'd give the funds provided that the start-up
doesn't settle in the Valley!

Looking at numbers, we now operate in 22 countries with
long-distance carpooling at the country level and it's been com-
mon practice for us to have a physical presence in the capital
(e.g., Moscow, Sao Paulo, Madrid). Nonetheless, the talent pol-
icy is global. For the moment, we are focusing only on finding
someone local (i.e, a General Manager) and having them recruit
their local team. This way, because management can't be in-
volved in 20 locations as the same time, local managers are be-
ing held accountable for their respective regions. We're currently
experimenting in France with a product for shorter distances to
carpool on commute trips, mainly in the Paris region. This means
that if successful we will be able to roll out a service city by city
in the future instead of country by country and with a possibly
different way of hiring locally.

What are some of the best examples to follow
regarding the stimulation and leverage of
entrepreneurial talent (among countries, cities,
organisations)?

Frédéric Mazzella:
lkea and Spotify immediately come to mind, followed by Booking.
com (Priceline), Adyen, Trivago, Delivery Hero, and Zalando if we
look at European examples, while Uber is the striking American
illustration.

Location-wise, | would say Paris and Amsterdam, Switzer-
land and Singapore.

ENTREPRENEURIAL TALENT AND GLOBAL COMPETITION

How important will entrepreneurial talent be in
an increasingly digital world in the future?

Frédéric Mazzella:

Are locations interchangeable as we go digital? Is a company in
Berlin able to move to Dusseldorf without affecting the bottom
line, and vice versa? I'm afraid not. The fact that our BlaBlaCar
headquarters is in Paris is actually very important since we be-
lieve international cities attract international talent, who are
themselves seeking international (work) opportunities. Featuring
35 nationalities, our company has a great many non-French staff,
and living in Paris sets the perfect cosmopolitan tone. To be hon-
est, the BlaBlaCar ambiance feels a bit like the INSEAD one! Talent
attraction is therefore clearly linked to the location of a company
and this clearly translates into the fact that we don't imagine our
HQ being anywhere else than in the French capital. On a side
note, should we build a development centre, we might indeed
consider other large cities.
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More than capital, talents and individual skills are considered to
be the driving forces that will enable human beings to thrive in
the future. Since 2013 the business school INSEAD has devel-
oped the Global Talent Competitiveness Index (GTCl), which
aims to summarise complex and versatile concepts related to
human capital and talent competitiveness at the national scale
worldwide. In so doing, it raises some conceptual and practical
challenges, which are discussed in the GTCI 2019 report. This
chapter focuses on the practical challenges related to the data
quality and the methodological choices made in the grouping
of 68 variables into 14 sub-pillars, six pillars, two sub-indices, and
an overall index for a total of 125 countries.

The GTCI 2019 has a very high statistical reliability (it has a
Cronbach’s alpha value of 0.97) and captures the single latent
phenomenon underlying the six main dimensions of the GTCI
conceptual framework. Country ranks are also robust to meth-
odological choices related to the treatment of missing values,
weighting, and aggregation rule (with a shift less than or equal
to +2 positions with respect to the simulated median in 89% of

the countries). The added value of the GTCl lies in its ability to
summarise different aspects of talent competitiveness in a more
efficient and parsimonious manner than is possible with the vari-
ables and pillars taken separately. In fact, the overall ranking dif-
fers from any of the six pillar rankings by 10 positions or more
in at least one-third of the countries included in this year's GTCI.

The European Commission’s Competence Centre on Com-
posite Indicators and Scoreboards at the Joint Research Centre
(JRQ) has been invited to assess the statistical properties of the
GTCl each year since its first release in 2013. Thus this audit repre-
sents the sixth analysis of the GTCI performed by the JRC. Overall,
the JRC concluded that the GTCI 2019 is robust and reliable, with
a statistically coherent and balanced multi-level structure. The
analysis has been performed in order to ensure the transparency
and reliability of the GTCI and thus to enable policymakers to
derive more accurate and meaningful conclusions about human
capital and national competitiveness, and potentially to guide
their choices on priority setting and policy formulation.
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As in the previous audits, the present JRC assessment of the
GTCI 2019 focuses on two main issues: (1) the statistical coher-
ence of the structure and (2) the impact of key modelling as-
sumptions on the GTCl scores and ranks. The JRC analysis com-
plements the reported country rankings for the GTCI, and for
the Input and Output sub-indices, with confidence intervals in
order to better appreciate the robustness of these ranks to the
computation methodology (in particular, the missing data esti-
mation, weights, and aggregation formula). Furthermore, the JRC
analysis includes an assessment of the added value of the GTCl
and a comparison with other global measures of human capital,
competitiveness, and innovation. Its main conclusions can be
summarised as follows: the version of the GTCI model presented
in 2019 is coherent, balanced, and robust, displaying strong as-
sociations between the underlying variables and the GTCI sub-
pillars, pillars, and sub-indices, and hence offers a sound basis for
policy interpretations. Some minor issues, which are outlined in
this chapter, are also recommended for examination in the next
version of the GTCI.

The practical items addressed in this chapter relate to the
statistical soundness of the GTCI, which should be considered
to be a necessary (though not necessarily sufficient) condition
for a sound index. Given that the present statistical analysis of
the GTCI will mostly, though not exclusively, be based on correla-
tions, the correspondence of the GTCl to a real-world phenom-
enon needs to be critically addressed because ‘correlations need
not necessarily represent the real influence of the individual indica-
tors on the phenomenon being measured’” The point is that the
validity of the GTCl relies on the combination of both statistical
and conceptual soundness. In this respect, the GTCl has been de-
veloped following an iterative process that went back and forth
between the theoretical understanding of human capital and
talent competitiveness on the one hand, and empirical observa-
tions on the other.

STATISTICAL COHERENCE IN THE GTCI
FRAMEWORK

An initial assessment of the GTCI 2019 data set was undertaken
by the JRC in July 2018. The latest GTCI model provided by the
development team largely incorporated the issues identified
and discussed in previous editions. In particular, the full normali-
sation of the data was addressed in order to scale all variables
onto the same scale. No critical issues were identified in the 2019
model during this preliminary phase of the audit.

The underlying concepts and framework used to describe
global talent competitiveness in the GTCI 2019 have remained
essentially the same as those in the GTCI 2018, although there are
some minor adjustments in this year's edition. The first one re-
lates to the denominator of the variable Scientific journal articles
(variable 6.2.5), which has changed from being GDP-based to
being population-based. The second consists of a refinement of
the variable New product entrepreneurial activity (variable 6.2.3).

Following the iterative process during which the index has
been fine-tuned, the current assessment of the statistical coher-
ence in this final version of the GTCI 2019 followed four steps:
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Step 1: Relevance

Variables were selected for their relevance to a specific pillar on
the basis of the literature review, expert opinion, country cover-
age, and timeliness. To represent a fair picture of country differ-
ences, variables were scaled either at the source or by the GTCI
team as appropriate and where needed.

Step 2: Data Checks

The most recently released data were used for each country. The
cut-off year was set to 2007. Countries were included if data avail-
ability was at least 80% at the index level and at least 40% at the
sub-pillar level. As a result, the GTCI 2019 data set comprises 125
countries and 68 variables® Consequently, data availability is at
least 88% at the Input sub-index level and 63% at the Output
sub-index level. Potentially problematic variables that could
bias the overall results were identified by the GTCI development
team as those having absolute skewness greater than 2 and kur-
tosis greater than 3.5, and were treated either by Winsorisation
or by taking the natural logarithm (in the case of five or more
outliers). In total, only three indicators were treated: 2.1.3 Migrant
stock, 2.1.4 International students, and 6.2.2 High-value exports
(see the Technical Notes of the main GTCI report for details).
These criteria follow the WIPO-INSEAD Global Innovation Index
practice (formulated with the JRC in 2011).

Step 3: Statistical Coherence

This section presents the JRC's analysis of the statistical coher-
ence of the GTCI 2019, which consists of a principal component
analysis to study the structure of the data, a multi-level analysis
of the correlations of variables, and a comparison of GTCI rank-
ings with its pillars and with other similar indices. This latter
investigation demonstrates the added value of the GTCl both
against its component pillars and vis-a-vis other relevant indices
on competitiveness, innovation, and human capital.

1. Principal Component Analysis and Reliability Item
Analysis

Principal component analysis (PCA) was used to assess the ex-
tent to which the conceptual framework is compatible with
statistical properties of the data. PCA confirms the presence of
a single statistical dimension (i.e., no more than one principal
component with an eigenvalue significantly greater than 1.0) in
the great majority (13) of the 14 sub-pillars, which captures 41%
(Internal Openness) to 87% (Employability) of the total variance
in the underlying variables> A more detailed analysis of the cor-
relation structure within and across the six pillars confirms the
expectation that the GTCI sub-pillars are more correlated with
their own pillar than with any other. This result suggests that the
allocation of sub-pillars to pillars in the GTCl is consistent both
from conceptual and statistical perspectives. Furthermore, all
correlations within a pillar are positive, strong, and similar and
well above 0.7, which suggests that roughly 50% (or more) of
the variance in the GTCl pillar scores can be explained by an un-
derlying sub-pillar (see Table 1). These results suggest that the
conceptual grouping of GTCI sub-pillars into pillars is statistically
confirmed and that the six pillars are statistically well balanced.
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Table 1

Statistical coherence in the GTCI: Correlations between sub-pillars and pillars

VOCATIONAL
AND
TECHNICAL
ENABLE ATTRACT GROW RETAIN SKILLS

GLOBAL

KNOWLEDGE
SKILLS

SUB-PILLAR

Source: European Commission, Joint Research Centre (2019).

1.1 Regulatory Landscape 0.95 0.87 0.86 0.86 0.82 0.80
1.2 Market Landscape 0.94 0.77 0.90 0.88 0.89 0.86
1.3 Business and Labour Landscape 091 0.79 0.75 0.73 0.76 0.69
2.1 External Openness 0.81 0.93 0.71 0.67 0.70 0.62
2.2 Internal Openness 0.78 0.90 0.75 0.70 0.69 0.63
3.1 Formal Education 0.70 0.51 0.86 0.81 0.76 0.83
3.2 Lifelong Learning 0.84 0.81 0.94 0.75 0.82 0.75
3.3 Access to Growth Opportunities 0.90 0.85 0.94 0.84 0.86 0.84
4.1 Sustainability 0.92 0.82 0.90 0.95 0.87 0.84
4.2 Lifestyle 0.75 0.57 0.75 0.94 0.81 0.83
5.1 Mid-Level Skills 0.66 049 0.65 0.79 0.83 0.74
'é 5.2 Employability 0.80 0.77 0.83 0.69 0.83 0.69
'=°-’ 6.1 High-Level Skills 0.79 0.63 0.82 0.86 0.86 0.96
6.2 Talent Impact 0.81 0.68 0.86 0.83 0.79 0.95

Note: The values are the bivariate Pearson correlation coefficients (n = 125). Shaded values represent the coefficients between sub-pillars and the respective pillar based on the
GTCl conceptual framework. Values greater than 0.70 within the shaded areas are desirable as they imply that the pillar captures at least 50% (= 0.70 x 0.70) of the variation in the

underlying sub-pillars and vice-versa..

The six pillars also share a single statistical dimension that
summarises 87% of the total variance, and the six loadings (cor-
relation coefficients) are quite high and very similar to each other,
ranging from 0.86 (Attract pillar) to 0.96 (Enablers pillar). The lat-
ter suggests that the six pillars contribute in a similar way to the
variation of the GTCI scores, as envisaged by the development
team: all six pillars are assigned equal weights. The reliability of
the GTCl, measured by the Cronbach’s alpha value, is very high
at 0.97—well above the 0.70 threshold for a reliable aggregate®

An important part of the analysis relates to clarifying the
importance of the Input and Output sub-indices with respect to
the variation of the GTCI scores. As mentioned above, the GTCI
is built as the simple arithmetic average of the four Input sub-
pillars and the two Output sub-pillars, which implies that the In-
put sub-index has a weight of 4/6 versus a weight of 2/6 for the
Output sub-index. Yet this does not imply that the Input aspect
is twice as important as the Output aspect in determining the
variation of the GTCI scores. In fact, the correlation coefficient
between the GTCl scores and the Input or Output sub-index is
0.99 and 0.97, respectively, which suggests that the sub-indices
are effectively placed on an equal footing. Overall, the tests so far
show that the grouping of variables into sub-pillars, pillars, and
an overall index is statistically coherent, and that the GTCl has a
balanced structure, whereby all six pillars are equally important
in determining the variation in the GTCl scores.

2. Importance of the Variables in the GTCI Framework
The GTCl and its components are simple arithmetic averages of
the underlying variables. Developers and users of composite in-
dicators often consider that the weights assigned to the variables
coincide with the variables’ importance in the index. However, in

practice, the correlation structure of the variables and their dif-
ferent variances do not always allow the weights assigned to the
variables to be considered equivalent to their importance’

This section assesses the importance of all 68 variables at
the various levels of aggregation in the GTCl structure. As a statis-
tical measure of the importance of variables in an index we use
the squared Pearson correlation coefficient (otherwise known
as the coefficient of determination R?). The importance of the se-
lected variables is taken to be equivalent to the contribution of
those variables to the variation of the aggregate scores, be those
sub-pillars, pillars, sub-indices, or the overall GTCI. The overarch-
ing consideration made by the GTCl development team was
that all variables should be important at all levels of aggrega-
tion. The results of our analysis appear in Table 2. Examining the
importance measures of the 68 variables, we see that almost all
variables are important at the various levels of aggregation. For
example, country variations in 1.1.1 Government effectiveness
scores can capture 92% of the variance in the respective sub-
pillar scores (Regulatory Landscape), and 90% of the variance in
the respective pillar (Enable), Input sub-index, and overall GTCI
scores. Similarly, country variations in 2.1.1 Foreign direct invest-
ment (FDI) and technology transfer scores can capture 64%, 60%,
62%, and 59% of the variance in the External Openness, Attract,
Input, and GTCl scores, respectively.

Five variables in the 2019 data set have a very low impact
on the GTCI variance (less than 10%): 1.3.1 Ease of hiring, 1.3.2
Ease of redundancy, 2.2.5 Gender earnings gap, 3.1.3 Tertiary
education expenditure, and 3.2.2 Prevalence of training in firms.
Therefore these variables are not found to be important at the
overall index level in the 2019 framework® In fact, 1.3.1 Ease of
hiring has consistently been a low-impact variable in the overall
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Table 2

Importance measures for the variables at the various levels of the GTCI structure

PILLAR

SUB-PILLAR

1.1 Regulatory
Landscape

1.2 Market Landscape

1.3 Business and
Labour Landscape

2.1 External Openness

2.2 Internal Openness

3.1 Formal Education

3.2 Lifelong Learning

3.3 Access to Growth
Opportunities

4.1 Sustainability

4.2 Lifestyle

5.1 Mid-level Skills

5.2 Employability

6.1 Higher-Level Skills

6.2 Talent impact

VARIABLE NAME

Government effectiveness
Business-government relations
Political stability

Regulatory quality

Corruption

Competition intensity

Ease of doing business

Cluster development

R&D expenditure

ICT infrastructure

Technology utilisation

Ease of hiring

Ease of redundancy

Active labour market policies
Labour-employer cooperation
Professional management
Relationship of pay to productivity
FDI and technology transfer
Prevalence of foreign ownership
Migrant stock

International students

Brain gain

Tolerance of minorities

Tolerance of immigrants

Social mobility

Female graduates

Gender earnings gap

Leadership opportunities for women
Vocational enrolment

Tertiary enrolment

Tertiary education expenditure
Reading, maths, and science
University ranking

Quality of management schools
Prevalence of training in firms
Employee development

Delegation of authority

Personal rights

Use of virtual social networks

Use of virtual professional networks
Collaboration within organisations
Collaboration across organisations
Pension system

Social protection

Brain retention

Environmental performance
Personal safety

Physician density

Sanitation

Workforce with secondary education
Population with secondary education
Technicians and associate professionals
Labour productivity per employee
Ease of finding skilled employees
Relevance of education system to the economy
Skills matching with secondary education
Skills matching with tertiary education
Workforce with tertiary education
Population with tertiary education
Professionals

Researchers

Senior officials and managers
Availability of scientists and engineers
Innovation output

High-value exports

New product entrepreneurial activity

Scientific journal articles

Source: European Commission Joint Research Centre (2019).
Note: The values are the squared Pearson correlation coefficients, expressed as percentages (n = 125 countries). Cells with coefficients less than 10% are in a lighter shade.
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SUB-PILLAR

92%
43%
71%
89%
90%
59%
66%
68%
68%
70%
85%
39%
30%
70%
70%
66%
78%
64%
57%
52%
71%
69%
60%
31%
63%
20%
16%
51%
51%
71%
21%
70%
62%
78%
42%
80%
83%
50%
60%
72%
78%
67%
65%
86%
57%
81%
63%
80%
76%
73%
74%
79%
49%
84%
87%
87%
90%
84%
81%
80%
79%
52%
55%
80%
38%
40%
45%
77%

PILLAR

90%
41%
52%
84%
83%
46%
66%
60%
54%
61%
80%
18%
15%
76%
65%
75%
70%
60%
53%
43%
58%
64%
45%
28%
75%
12%
4%
46%
30%
44%
14%
52%
64%
70%
23%
75%
73%
46%
48%
68%
67%
60%
79%%
72%
34%
78%
65%
65%
60%
30%
33%
71%
64%
49%
59%
74%
59%
75%
68%
78%
80%
47%
51%
79%
32%
29%
34%
79%%

INPUT/OUTPUT

90%
31%
53%
84%
85%
40%
62%
57%
55%
70%
81%
10%
10%
74%
60%
76%
61%
62%
43%
32%
44%
46%
41%
15%
73%
15%
2%
37%
21%
39%
8%
50%
51%
62%
7%
78%
73%
42%
54%
68%
66%
59%
58%
79%
56%
65%
58%
43%
40%
27%
30%
72%
63%
44%
54%
68%
52%
68%
62%
75%
78%
41%
58%
74%
26%
26%
26%
78%

GTCI INDEX

90%
26%
48%
84%
83%
39%
63%
55%
58%
74%
80%
8%
9%
74%
56%
73%
60%
59%
39%
31%
42%
40%
37%
12%
69%
17%
1%
35%
23%
44%
8%
53%
54%
62%
6%
76%
70%
42%
54%
68%
66%
58%
63%
74%
50%
68%
58%
47%
44%
18%
20%
64%
68%
46%
59%
71%
60%
55%
52%
68%
73%
35%
55%
71%
24%
24%
26%
77%
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Table 3

Distribution of differences between pillar and GTCI rankings

GTCI INPUT SUB-INDEX

GTCI OUTPUT SUB-INDEX

Global
Vocational and Knowledge

Shifts with respect to the overall GTCI rank Attract Grow Retain Technical Skills Skills
More than 30 positions 5% 21% 8% 2% 2% 7%
20 to 29 positions 6% 17% 9% 9% 8% 14%
10 to 19 positions 22% 18% 17% 21% 35% 21%
More than 10 positions* 33% 57% 34% 33% 45% 42%
5 to 9 positions 27% 21% 22% 27% 23% 31%
Less than 5 positions 33% 20% 38% 34% 25% 26%
0 positions 7% 2% 6% 7% 7% 1%
Total 100% 100% 100% 100% 100% 100%
Pearson correlation coefficient with the GTCI 0.96 0.86 0.95 0.95 0.95 0.92

Source: European Commission Joint Research Centre (2019).
Note: * This row is the sum of the prior three rows.

Table 4

Distribution of differences between the GTCI 2019 and other international rankings

2018 Global Innovation Index
Shifts with respect to the GTCI 2018 (Cornell, INSEAD, and WIPO)

2017-2018 Global Human Capital 2017-2018 Global Competitiveness
Index (World Economic Forum) Index (World Economic Forum)

More than 30 positions 6% 5% 8%
20 to 29 positions 15% 21% 8%
10 to 19 positions 23% 23% 22%
More than 10 positions* 44% 49% 38%
5 to 9 positions 25% 27% 23%
Less than 5 positions 25% 21% 36%
0 positions 5% 3% 3%
Total 100% 100% 100%
Countries in common with the GTC| 115 115 124

Source: European Commission Joint Research Centre (2019).

Notes: The comparison between the GTCl and the other indices was based on the common set of countries. *This row is the sum of the prior three rows.

index and has been flagged in the JRC's audits since 2014, and
the variables 2.2.5 Gender earnings gap and 3.1.3 Tertiary edu-
cation expenditure were already flagged as not statistically im-
portant in last year’s report. That said, and given that these five
variables are influential at the first and second aggregation levels
(sub-pillars and pillars), their inclusion in the GTCI framework is
corroborated by the analysis. The JRC recommendation to the
GTCl development team is to carefully monitor how these five
variables behave in the coming releases of the index and eventu-
ally to fine-tune the framework in this respect.

3. Added Value of the GTCI

A very high statistical reliability among the main components
of an index can be the result of redundancy of information. This
is not the case in the GTCI. In fact, the overall GTCI 2019 ranking
differs from any of the six pillar rankings by 10 positions or more
in at least one-third of the 125 countries included in the 2019 edi-
tion, peaking at 57% of the countries in the case of the Attract pil-
lar (see Table 3). This is a desired outcome because it evidences

the added value of the GTCI ranking, which helps to highlight
other components of human capital and talent competitive-
ness that do not emerge directly by looking into the six pillars
separately. At the same time, this result also points towards the
value of duly taking into account the individual pillars, sub-pillars,
and variables on their own merit. By doing so, country-specific
strengths and bottlenecks in human capital and talent competi-
tiveness can be identified and serve as an input for evidence-
based policymaking.

In addition, we compared the GTCl 2019 with both the
World Economic Forum’s 2017-2018 Global Competitiveness In-
dex and the Human Capital Index, and with Cornell University,
INSEAD, and WIPO’s 2018 Global Innovation Index. After having
extracted data from both projects’ websites, we find that the
rank correlation between GTCI 2019 with all three indices is sub-
stantially high (correlation = 0.9), which suggests that the GTCI
framework has many aspects in common with the frameworks
on global innovation, global competitiveness, and human capi-
tal. Looking at the shifts in rankings (see Table 4), we nevertheless
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find that 38%, 49%, and 44% of the countries included in the
GTCI 2019 that feature in the other three indices differ in rank-
ing by more than 10 positions when comparing the GTCl 2019
with, respectively, the 2017-2018 Global Competitiveness Index,
the 2017 Global Human Capital Index, and the 2018 Global Inno-
vation Index. This indicates that the GTCl 2019 offers additional
insights into nations’ human capital and competitiveness com-
pared to the three other international indices.

Step 4: Qualitative Review

Finally, the GTClI results, including overall country classifications
and relative performances in terms of the Input and Output sub-
indices, were evaluated by the development team and external
experts to verify that the overall results are, to a great extent,
consistent with current evidence, existing research, or prevailing
theory.

Notwithstanding these statistical tests and the positive out-
comes regarding the statistical soundness of the GTCl, it is im-
portant to mention that the GTCl has to remain open to future
improvements as better data, more comprehensive surveys and
assessments, and new relevant research studies become available.

IMPACT OF MODELLING ASSUMPTIONS ON THE

GTCI RESULTS

Every country score on the overall GTCI and its two sub-indi-
ces depends on modelling choices: the six-pillar structure, the
selected variables, the imputation or not of missing data, and
the weights and aggregation method, among other elements.
These choices are based on expert opinion (e.g., selection of vari-
ables) or common practice (e.g., min-max normalisation in the
[0,100] range) and driven by statistical analysis (e.g., treatment of
outliers) or simplicity (e.g, no imputation of missing data). The
robustness analysis is aimed at assessing the simultaneous and
joint impact of these modelling choices on the rankings. The
data are assumed to be error-free since potential outliers and any
errors and typos were corrected during the computation phase.

As suggested in the relevant literature on composite indi-
cators,” the robustness assessment of the GTCl was based on a
combination of a Monte Carlo experiment and a multi-model-
ling approach that dealt with three issues: pillar weights, missing
data, and the aggregation formula. In general, the uncertainty
analysis aims to respond to some extent to possible criticisms
that the country scores associated with aggregate measures
are generally not calculated under conditions of certainty, even
though they are frequently presented as such.

While the term multi-modelling refers to testing alterna-
tive assumptions—that is, alternative aggregation methods and
missing data estimation methods—the Monte Carlo simulation
explored the issue of weighting and comprised 1,000 runs, each
corresponding to a different set of weights for the six pillars, ran-
domly sampled from uniform continuous distributions centred
in the reference values. The choice of the range for the weights’
variation was driven by two opposite needs: to ensure a wide
enough interval to have meaningful robustness checks, and to
respect the rationale of the GTCI that places equal importance
on all six pillars. Given these considerations, the limit values of
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uncertainty intervals for the pillar weights are 15% to 35% for the
four Input pillars for the calculation of the Input sub-index, and
40% to 60% for the two Output pillars for the calculation of the
Output sub-index (see Table 5). For the calculation of the GTC|,
the limit values of uncertainty intervals for all six pillar weights
are 129% to 20%. In all simulations, sampled weights are rescaled
so that they always sum to 1.

The GTCI development team, for transparency and replica-
bility, opted not to estimate the missing data (only 4.8% of data
were missing in the data set of 125 countries for all 68 variables).
The ‘'no imputation’ choice, which is common in similar contexts,
might encourage countries not to report low data values. The
consequence of the 'no imputation’ choice in an arithmetic av-
erage is that it is equivalent to replacing an indicator's missing
value for a given country with the respective sub-pillar score.
Hence the available data (indicators) in the incomplete pillar may
dominate, sometimes biasing the ranks up or down. To test the
impact of this assumption, the JRC also estimated missing data
using the Expectation Maximisation (EM) algorithm

Regarding the aggregation formula, decision-theory prac-
titioners have challenged the use of simple arithmetic averages
because of their fully compensatory nature, in which a compara-
tively high advantage for a few variables can compensate for a
comparative disadvantage for many variables." Despite the arith-
metic averaging formula receiving statistical support for the de-
velopment of the GTC], as discussed in the previous section, the
geometric average was considered as a possible alternative. This
is a partially compensatory approach that rewards countries with
similar performance in all pillars; it motivates those countries
with uneven performance to improve in those pillars in which
they perform poorly, and not just in any pillar.

Four models were tested based on the combination of
no imputation versus EM imputation, and arithmetic versus
geometric average, combined with 1,000 simulations per model
(random weights versus fixed weights), for a total of 4,000 simula-
tions for the GTCl and each of the two sub-indices (see Table 5
for a summary of the uncertainties considered in the GTCI 2019).

Uncertainty Analysis Results

The main results of the robustness analysis are shown in Figures
1a-1c, with median ranks and 90% confidence intervals comput-
ed across the 4,000 Monte Carlo simulations for the GTCl and the
two sub-indices. Countries are ordered from best to worst ac-
cording to their reference rank (black line), the dot being the sim-
ulated median rank. Error bars represent, for each country, the
90% interval across all simulations. Table 6 reports the published
rankings and the 90% confidence intervals that account for un-
certainties in the missing data estimation, the pillar weights, and
the aggregation formula. All published country ranks lay within
the simulated intervals, and these are narrow enough for most
countries (less than or equal to 10 positions) to allow for mean-
ingful inferences to be drawn.

GTCl ranks are shown to be both representative of a plural-
ity of scenarios and robust to changes in the imputation method,
the pillar weights, and the aggregation formula. If one consid-
ers the median rank across the simulated scenarios as being
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Table 5

Uncertainty analysis for the GTCI 2019: Weights, missing data, and aggregation

I. Uncertainty in the treatment of missing values
1. Uncertainty in the aggregation formula at pillar level

lll. Uncertainty in the weights

Reference value for the weight
(within the sub-index)

GTCI sub-index Pillar
Input Enable
Attract
Grow
Retain
Output Vocational and Technical Skills

Global Knowledge Skills

Source: European Commission, Joint Research Centre (2019).

representative of these scenarios, then the fact that the GTCI
rank is close to the median rank (differing by two positions or
less) for 89% of the countries suggests that the GTCl is a suitable
summary measure. Furthermore, the narrow confidence inter-
vals for the majority of the countries’ ranks (less than or equal to
10 positions for 95% of the countries) imply that the GTCI ranks
are also, for the vast majority of the countries, robust to changes
in the pillar weights, the imputation method, and the aggrega-
tion formula.

Results for the Input and Output sub-indices are also robust
and representative of the plurality of scenarios considered. The
Input rank is close to the median rank (less than or equal to two
positions away) for 97% of the countries, and the rank intervals
are less than or equal to 10 positions for 86% of the countries.
Similarly, the Output rank is close to the median rank (less than
or equal to two positions away) for 84% of the countries, and
the rank intervals are less than or equal to 10 positions for 90%
of the countries.

Overall, country ranks in the GTCI and its two sub-indices
are fairly robust to changes in the pillar weights, the imputa-
tion method, and the aggregation formula for the majority of
the countries considered. For full transparency and information,
Table 6 reports the GTCl country ranks (and those of the sub-
indices) together with the simulated intervals (90% of the 4,000
scenarios) in order to better appreciate the robustness of these
ranks to the computation methodology.

Sensitivity Analysis Results
Complementary to the uncertainty analysis, sensitivity analysis
has been used to identify which of the modelling assumptions
have the highest impact on certain country ranks. Figure 2 plots
the GTCl and both sub-index rankings versus one-at-a-time
changes of either the EM imputation method or the geometric
aggregation formula (assuming equal weights for the six pillars
as in the GTCI).

The most influential methodological assumption turns out
to be the choice of geometric aggregation versus arithmetic ag-
gregation (given that a lower rank correlation indicates greater

No estimation of missing data

Arithmetic average

Expectation Maximisation (EM)

Geometric average

Distribution assigned for robustness analysis
(within the sub-index)

0.25 U[0.15,0.35]
0.25 U[0.15,0.35]
0.25 U[0.15,0.35]
0.25 U[0.15,0.35]
0.50 U[0.40,0.60]
0.50 U[0.40,0.60]

sensitivity). This choice has the largest impact on differences in
ranking for the GTCI 2019 and the Output sub-index; it has less
impact on differences for the Input sub-index. For example, in
the most extreme case, Gambia falls by 15 positions in the Out-
put ranking when geometric aggregation is applied, yet the
country increases by four positions if missing data are imputed.
Note, however, that these assumptions concern methodological
choices only and might overall be less influential than choices
related to the background assumptions in the conceptual
framework.”

Overall, given the fairly modest ranges of uncertainty in
the final rankings, the JRC recommendation is not to alter the
GTCl methodology at this point, but to consider country ranks
in the GTCI 2019 and in the Input and Output sub-indices within
the 90% confidence intervals, as reported in Table 6, in order to
better appreciate to what degree a country’s rank depends on
the modelling choices. It is reassuring that, for an overwhelming
majority of the countries included in the GTCI, their ranks in the
overall GTCI 2019 and the Input and Output sub-indices are the
result of the underlying data and not of modelling choices.”

CONCLUSIONS

The European Institute of Business Administration INSEAD re-
leased the sixth edition of the Global Talent Competitiveness
Index (GTCI) with a view to attracting attention to the grow-
ing challenges of talent attraction, development, and retention
faced by countries worldwide. The JRC statistical audit has inves-
tigated the workings of the GTCI framework to assess the statis-
tical properties of the data and the methodology used in the
index construction. The JRC analysis suggests that the conceptu-
alised multi-level structure of the GTCI 2019 is statistically coher-
ent and balanced (i.e, not dominated by any pillar or sub-pillar;
all variables contribute to the variation of the respective Input/
Output sub-indices and to the overall GTCI). Furthermore, the
analysis has offered statistical justification for the use of equal
weights and arithmetic averaging at the various levels of aggre-
gation, showing that the GTCl is statistically reliable in its current
form as the simple average of the six pillars (as measured by a
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Figure 1a
Robustness analysis (GTCI rank vs. median rank, 90% confidence intervals)
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Figure 1b
Robustness analysis (Input rank vs. median rank, 90% confidence intervals)
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Figure 1c
Robustness analysis (Output rank vs. median rank, 90% confidence intervals)
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Source: European Commission Joint Research Centre (2019).

Notes: The Spearman rank correlation between the median rank and the GTCI 2019 rank is 0.999 (n = 125); between the median rank and the GTCI 2019 Output rank it is 0.998;
and between the median rank and the GTCI 2019 Input rank it is 0.999. Median ranks and intervals are calculated over 4,000 simulated scenarios combining random weights,
imputation versus no imputation of missing values, and geometric versus arithmetic average at the pillar level.
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Figure 2
Sensitivity analysis: Impact of modelling choices

Global Talent Competitiveness Index 2019

Rank based on imputation Rank based on geometric average

=
N P O © ® N O U B
R R R R B B B R R

=
N P O © ® N O U B
B R R R R B BB R

4 A
] ]
q g
= ~
— —
3] 3]
| [
&) V)
GTCI Input Sub-Index 2019
Rank based on imputation Rank based on geometric average
BoR e R
N [ o © co ~ D w L w N = N I o © o] ~ D v o w N [
B R R R R R B R B R B R R e e = = S S
4 A
[ )
o ]
~ ~
= 2
3 E]
2 2
] ]
= =
— —
3] 3]
B =
V] V)
GTCI Output Sub-Index 2019
Rank based on imputation Rank based on geometric average
BoR e R
N = o © ol ~ D w L w N = N I f= © o] ~ 2] v o
B R R B R B B B B R B R R e e = = S = S Y
-~ 1
E g
o <
~ ~
- -
3 3
& £
3 3
o o
= =
3] 3]
| [
&) Qo

Source: European Commission Joint Research Centre (2019).
Note: Rs represents the Spearman rank correlation coefficient (n = 125).
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Table 6
Country ranks and 90% confidence intervals for the GTCI 2017 and its Input/Output sub-indices

GTCI 2018 INPUT SUB-INDEX OUTPUT SUB-INDEX

Switzerland 1 [1,1 1 1,1]

Singapore 2 [2, 3] 2 2, 8] 3 [2, 3]

United States of America 3 [2,3] 4 [3,8] 2 [2,3]

Norway 4 [4,4] 3 [2,5] 6 [5.71

Finland 6 [5,71 8 [7,12] 4 [4,5]

Sweden 7 [5.7] 6 B, 71 8 [8,8]

Denmark 5 [5,7] 5 [4,8] 7 [6,7]

Netherlands 8 [8,8] 7 [5,10] 9 [9,11]
United Kingdom 9 [9,12] 10 [911] 15 [13,16]
New Zealand " [10,13] 9 [511] 17 [16,17]
Australia 12 [9,13] 12 [10, 13] 13 [12,13]
Luxembourg 10 [9,14] 1 [4,14] 16 [14,16]
Iceland 13 [9,14] 18 [16,18] 5 [4, 6]

Germany 14 [10,16] 14 [12,15] 12 [9,17]
Canada 15 [14,16] 13 [12,14] 14 [13,16]
Ireland 16 [14,16] 15 [15,18] 10 [9,11]
Belgium 17 [17,18] 17 [15,19] 18 [18,19]
Austria 18 [17,18] 16 [15,19] 19 [19,21]
United Arab Emirates 19 [19,23] 19 [15,19] 25 [24,30]
Israel 20 [19,20] 25 [21, 26] Il [9,12]
Japan 22 [21,23] 21 [20, 24] 22 [22, 23]
France 21 [20, 22] 22 [21,27] 21 [19, 20]
Estonia 23 [21, 24] 26 [25, 26] 20 [18,21]
Qatar 24 [22,27] 20 [20, 23] 30 [30,37]
Czech Republic 25 [24, 26] 24 [22, 24] 28 [26, 28]
Malta 26 [24, 271 23 [22, 25] 29 [27,29]
Malaysia 27 [25,27] 27 [25, 28] 23 [23, 26]
Portugal 28 [28, 29] 28 [27, 28] 32 [29, 33]
Korea, Rep. 30 [29, 30 34 [31,36] 26 [22,28]
Slovenia 29 [29,30] 33 [31,34] 27 [25,27]
Spain 31 [31,32] 29 [29, 31] 39 [35,42]
Chile 32 [32,33] 32 [31,33] 36 [34, 36]
Cyprus 33 [31,33] 38 [37,41] 24 [23, 25]
Costa Rica 34 [34, 36] 30 [29, 31] 48 [46, 52]
Lithuania 35 [34, 35] 35 [33,35] 43 [37,43]
Italy 38 [36,39] 41 [37,45] 33 [31,34]
Latvia 37 [35,38] 40 [39,41] 34 [31,34]
Brunei Darussalam 36 [36,39] 39 [37,43] 31 [31,43]
Saudi Arabia 39 [39,42] 37 [37,42] 46 [46, 52]
Bahrain 40 [37,44] 31 [29, 36] 59 [56, 68]
Slovakia 41 [38,41] 42 [40, 43] 41 [38,42]
Poland 42 [40, 42] 46 [44,47] 38 [36,40]
China 45 [43,47] 45 [40, 49] 53 [51, 53]
Azerbaijan 43 [43, 46] 48 [46,51] 42 [35,51]
Greece 44 [42,47] 49 [46,52] 45 [41,45]
Mauritius 47 [44,51] 44 [39, 45] 57 [57, 63]
Uruguay 46 [44, 53] 36 [34, 36] 83 [80, 84]
Oman 48 [48, 58] 43 [40, 47] 74 [61,76]
Panama 52 [49, 60] 47 [44, 50] 67 [66, 73]
Russian Federation 49 [45,52] 61 [54, 69] 37 [32,39]
Montenegro 51 [47,53] 59 [57,61] 40 [39, 46]
Trinidad and Tobago 50 [49, 55] 50 [47,50] 55 [55, 601
Hungary 53 [49, 54] 56 [52,62] 50 [47,50]
Bulgaria 54 [48, 54] 54 [51, 56] 52 [49, 52]
Croatia 55 [50, 55] 60 [56, 69] 47 [44, 48]
Jordan 57 [57,60] 55 [52,57] 60 [57,60]
Kazakhstan 56 [54, 57] 58 [56, 63] 54 [53,54]
Lebanon 59 [54, 64] 81 [76,87] 35 [32,42]
Philippines 58 [52, 59] 66 [55, 691 51 [47, 53]
Argentina 60 [58, 62] 53 [50, 59] 68 [62,72]
Armenia 61 [59, 63] 75 [72,82] 49 [46, 49]
Botswana 62 [60, 68] 52 [49, 60] 80 [75, 86]
Colombia 65 [64, 67] 65 [59, 68] 65 [62,71]
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Table 6 (continued)
Country ranks and 90% confidence intervals for the GTCI 2018 and its Input/Output sub-indices

GTCI 2018 INPUT SUB-INDEX OUTPUT SUB-INDEX

Ukraine [57, 65] [77,89] [37,44]
Indonesia 67 [65, 75] 64 [57,67] 72 [68, 84]
Kuwait 64 [61,74] 57 [51,67] 82 [79, 84]
Serbia 68 [63, 69] 76 [71,78] 56 [55, 56]
Thailand 66 [64, 68] 63 [60, 68] 73 [65, 75]
Turkey 74 [69, 76] 72 [68,77] 75 [64, 77]
Romania 69 [65, 73] 71 [68, 76] 61 [58, 64]
South Africa 7 [66, 75] 73 [69, 79] 58 [57,60]
Mexico 70 [66, 72] 70 [65,72] 70 [66, 73]
Rwanda 73 [69, 87] 51 [49, 59] 100 [100, 102]
Brazil 72 [71,75] 62 [59, 67] 86 [81, 86]
Albania 75 [71,79] 67 [63, 69] 85 [79,93]
Georgia 76 [71,76] 74 [72, 86] 64 [62, 67]
India 80 [75,80] 79 [73, 86] 77 [73,77]
Peru 79 [76, 80] 83 [78, 85] 66 [66, 75]
Mongolia 77 [71,81] 82 [76, 84] 62 [57, 80]
Namibia 78 [77,83] 68 [59, 74] 94 [87,94]
Tajikistan 81 [80, 84] 91 [83, 93] 71 [67,79]
Sri Lanka 82 [79, 84] 88 [79, 90] 79 [75, 84]
Bhutan 83 [80, 96] 69 [64, 73] 102 [97,110]
Guatemala 88 [85,93] 77 [73, 84] 96 [96, 97]
Tunisia 84 [78,87] 95 [91,97] 63 [61, 66]
Kenya 85 [83,90] 87 [78 94] 89 [84,89]
Dominican Republic 90 [86, 92] 85 [81,91] 90 [89,91]
Ecuador 87 [84, 90] 90 [79 91] 88 [86, 90]
Moldova, Rep. 89 [81,90] 93 [91, 95] 78 [71,80]
Viet Nam 92 [84, 94] 89 [84 89] 93 [86, 95]
Lao PDR 91 [88, 96] 80 [76, 95] 97 [94, 100]
Bosnia and Herzegovina 86 [85,92] 92 [86, 95] 81 [79, 86]
Ghana 94 [91, 96] 86 [76,91] 99 [98, 103]
Gambia 93 [86, 105] 78 [72,92] 104 [98, 120]
Kyrgyzstan 95 [90, 95] 101 [98,102] 76 [73,78]
Egypt 96 [92,97] 100 [97,104] 84 [77,87]
Iran, Islamic Rep. 97 [90, 97] 104 [101,110] 69 [64,71]
Honduras 98 [97,100] 99 [95,102] 98 [98,101]
Morocco 100 [97,101] 96 [96, 99] 105 [98, 105]
Paraguay 101 [98,102] 98 [96, 100] 103 [100, 106]
Zambia 104 [99, 104] 102 [97,104] 101 [101,104]
Senegal 102 [100, 104] 97 [94,100] 106 [106, 110]
Nigeria 99 [97,105] 108 [104,111] 87 [87,97]
Nicaragua 103 [ 08] 94 [91, 95] 117 [113,120]
Algeria 105 [ 05] 1M1 [106, 113] 91 [91,95]
El Salvador 106 [ 08] 106 [103,108] 112 [109, 114]
Cambodia 107 [ 12] 103 [102, 108] 120 [116,120]
Venezuela, Bolivarian Rep. 112 [ 13] 117 [112,123] 92 [88, 93]
Pakistan 108 [ 10] 114 [111,116] 95 [91 95]
Tanzania, United Rep. 111 [ 13] 107 [104,109] 119 [116,120]
Uganda 109 [ 12] 105 [102,109] 118 [115,119]
Lesotho 110 [ 20] 109 [105,110] 115 [113, 122]
Cameroon 113 [ 13] 113 [110,115] 107 [103,111]
Liberia 114 [ 21] 110 [108,115] 123 [12 24]
Mali 116 [ 16] 115 [113,116] 114 [113,115]
Malawi 115 [114,118] 112 [111,113] 121 [117,123]
Ethiopia 17 [ 21] 116 [115,120] 116 [11 17]
Bangladesh 118 [ 21] 118 [116,119] 113 [111, 120]
Nepal 120 [ 20] 121 [118,121] 108 [107,110]
Madagascar 119 [ 20] 120 [118,122] 110 [105,110]
Zimbabwe 121 [ 21] 122 [119,122] m [105,112]
Mozambique 122 [ 23] 119 [116,122] 125 [123,125]
Burundi 123 [ 24] 123 [122,123] 122 [121,125]
Congo, Dem. Rep. 124 [ 24] 124 [124,124] 109 [104,114]
Yemen 125 [ 25] 125 [125,125] 124 [121,124]

Source: European Commission, Joint Research Centre (2018).
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very high Cronbach’s alpha value of 0.97, well above the recom-
mended 0.70 threshold for a reliable aggregate).

Points that call for possible refinements of the GTCI frame-
work were also identified. These refinements mainly concern five
out of the 68 variables, namely 1.3.1 Ease of hiring, 1.3.2 Ease of
redundancy, 2.2.5 Gender earnings gap, 3.1.3 Tertiary education
expenditure, and 3.2.2 Prevalence of training in firms. Although
conceptually enriching the GTCI framework, and in most cases
the statistical impact of these variables reaches the second ag-
gregation level (the GTCI pillars), their impact on the GTCI rank-
ing is low and can explain only a small (negligible) amount of
variation in the GTCI scores. It is recommended that the GTCI
development team delve into the formulation of these five indi-
cators and to carefully monitor how they behave in the coming
releases of the index, and eventually to fine-tune the GTCI frame-
work in this respect.

On the whole, the analysis of the correlations at the sub-
pillar level reveals that the statistical structure of the GTCl is co-
herent with its conceptual framework, given that sub-pillars cor-
relate strongly with their respective pillars. Furthermore, all pillars
correlate strongly and fairly evenly with the GTCl itself, which in-
dicates that the framework is well balanced.

The GTCI and both sub-index country ranks are relatively
robust to methodological assumptions related to the estimation
of missing data, weighting, and aggregation formula. It is reassur-
ing that for a large majority of the countries included in the GTC|,
the overall rank and those in the Input and Output sub-indices
are the result of the underlying data and not of the modelling
choices. Consequently, inferences can be drawn for most coun-
tries in the GTCl, although some caution may be needed for a
few countries* Note that perfect robustness would have been
undesirable because this would have implied that the GTCI com-
ponents are perfectly correlated and hence redundant, which is
not the case for the GTCI 2019. In fact, one way in which the GTCI
helps to highlight other components of human capital and tal-
ent competitiveness is by pinpointing the differences in rankings
that emerge from a comparison between the GTCl and each of
the six pillars: the GTCI ranking differs from any of the six pillar
rankings by 10 positions or more for at least one-third (up to al-
most 60%) of the countries. This outcome both evidences the
added value of the GTCl ranking and points to the importance
of taking into account the individual pillars, sub-pillars, and vari-
ables on their own merit. By doing so, country-specific strengths
and bottlenecks in human capital and talent competitiveness
can be identified and serve as an input for evidence-based
policymaking.

The auditing conducted herein has shown the potential of
the Global Talent Competitiveness Index 2019, subject to some
minor hints for future releases, for reliably identifying weakness-
es and best practices and ultimately monitoring national per-
formance in human capital and competitiveness issues around
the world. Readers and policy analysts should hence go beyond
the overall GTCl scores and ranks and duly take into account the
individual indicators and pillars on their own merit. By doing so,
country-specific strengths and challenges in attracting, develop-
ing, and retaining talent can be identified and serve as an input
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for data-informed policy analysis. The Global Talent Competitive-
ness Index cannot possibly serve as the ultimate and definitive
yardstick of monitoring progress and performance on talent and
competitiveness. Instead, the GTCI best represents an ongoing
attempt by INSEAD to contribute to policy discussions on the
very many challenges that national systems face in a world that
is increasingly dependent on talent, continuously adapting the
GTCI framework to reflect improved and new data sources and
the theoretical advances on how to leverage talent as a tool for
competitiveness.

ENDNOTES

1 The JRC analysis was based on the recommendations of the OECD & EC
JRC (2008) Handbook on Constructing Composite Indicators and on more
recent research from the JRC. The JRC auditing studies of composite
indicators are available at http://composite-indicators.jrc.ec.europa.eu/ (all
audits were carried out upon request of the index developers).

2 OECD &EC JRC (2008).

3 Compared to last year, eight new countries were added in the GTCI
2019: Brunei Darussalam, Burundi, Cameroon, Democratic Republic of
Congo, Liberia, Nigeria, Tajikistan, and Zambia, while two countries are
not included this year: Bolivia and the Former Yugoslav Republic of
Macedonia.

4 Groeneveld & Meeden (1984) set the criteria for absolute skewness above
1 and kurtosis above 3.5. The skewness criterion was relaxed herein to
account for the small sample (125 countries).

5 Only in one of the 14 sub-pillars is there a second principal component
with an eigenvalue slightly above the 1.0 threshold: 2.2 Internal Openness
(eigenvalue of 1.07). However, this eigenvalue is not statistically higher
than 1.0 according to the bootstrapping hypothesis testing. This suggests
that relevant information is not lost when directly aggregating the
variables into the Internal Openness sub-pillar.

6 See Nunnally (1978).

7 See Becker et al. (2017) and Paruolo et al. (2013) for discussions on why the
weights assigned to the variables do not necessarily coincide with the
variables’ importance in an index.

8 If the five variables that were not found to be sufficiently influential at the
index level—1.3.1 Ease of hiring, 1.3.2 Ease of redundancy, 2.2.5 Gender
earnings gap, 3.1.3, Tertiary education expenditure, and 3.2.2 Prevalence of
training in firms—were deleted from the GTCl framework, the differences
with the current GTCl ranking would be three positions or less for about
85% of the countries.

9 Saisana et al. 2005), (2011); Saisana & Saltelli (2011); Saltelli et al. (2008);
Vértesy (2016); Vértesy & Deiss (2016).

10 The Expectation-Maximization (EM) algorithm (Little & Rubin, 2002) is an
iterative procedure that finds the maximum likelihood estimates of the
parameter vector by repeating two steps: (1) The expectation E-step:
Given a set of parameter estimates, such as a mean vector and covariance
matrix for a multivariate normal distribution, the E-step calculates the
conditional expectation of the complete-data log likelihood given the
observed data and the parameter estimates. (2) The maximization M-step:
Given a complete-data log likelihood, the M-step finds the parameter
estimates to maximize the complete-data log likelihood from the E-step.
The two steps are iterated until the iterations converge.

11 Munda (2008).
12 Saltelli & Funtowicz (2014).

13 As already mentioned in the uncertainty analysis, about 89% of the
simulated median ranks for the GTCl and 97% for the Input sub-index
are less than two positions away from the reported 2019 rank—this
percentage drops only to 84% in the Output sub-index.
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14 Caution is needed when drawing inference on the relative standing of
the following countries vis-a-vis other countries because of the very
wide range of the confidence intervals, of almost 20 positions or more:
Gambia's rank in the GTCl—with a rank confidence interval range of (86,
105], and in the Input and Output sub-indices with a confidence interval
range of [72, 92] and [98, 120], respectively—and Mongolia's rank in the
Output sub-index [57, 80].
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Special Section

Growing, Attracting, and
Retaining Talents at City Level:
Exploring the Local Dynamics
around Entrepreneurial Talent

Bruno Lanvin and Michael Bratt

INSEAD

This is the third year that the Global Talent Competitiveness (2) specific advantages related to geography, culture, or
Index (GTC) includes a special section on cities. The rationale for quality of life (environment, culture, cost of living, safety);
this specific focus has remained the same since 2016, and stems and (3) a higher degree of agility and branding abilities!

from recognising that
This special section, and the model that underpins it, must

innovative talent strategies are emerging from all parts still be regarded as a work in progress. The data available and
of the world, and cities are playing an increasingly the feedback received on previous editions continue to allow
significant role in these strategies. Such strategies improvements both in terms of methodology and in terms of
affect all aspects of talent competitiveness, including coverage. Those are described below and in relevant technical
education, skilling and re-skilling, attracting external appendices.

talents and fostering co-creation with local ones, as well The key signals emerging from this year’s analysis are the
as encouraging imported (or returning) talent to stay following:

and contribute to long-term local objectives. When - (Cities and regions continue to play an increasingly im-
competing for talents, cities benefit from three key portant (and sometimes leading) role in shaping talent
advantages over nation-states, namely (1) economic policies and strategies, as well as in trying and adapting
growth rates that can be significantly higher than the imaginative ways in which talent can be grown, attracted,
average national growth rate of their respective countries; and retained locally.
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Figure 1

The architecture of the Global Cities Talent Competitiveness Index

Global Cities Talent
Competitiveness Index (GCTCI)

|

Entrepreneurial talent is critical to such local talent strate-
gies, as smaller firms are generally more mobile. Municipal
strategies developed around the creation of incubators
and ‘innovation zones' are directly targeting young entre-
preneurs and start-ups.

In this year's ranking, European Nordic cities remain a
strong component of the top talent performers (Copen-
hagen 2nd, Oslo 3rd, Helsinki 7th, Stockholm 11th); how-
ever, compared with previous years, we see a growth in
(1) the proportion of large cities (New York 8th, Paris 9th,
Seoul 10th), (2) the proportion of US cities (Washington,
DG, 1st, Boston 6th, New York 8th, San Francisco 12th, Se-
attle 13th), and (3) the number of Chinese cities covered
(12 this year, out of the 114 ranked)

Although a significant part of these results can be attributed
to methodological improvements and better coverage, they can
also be read as early signals announcing potential larger trends.
The number of Chinese cities on the global talent radar screen
is bound to continue to increase in the coming years, both for
quantitative reasons (many are large entities, with a significant
power to become talent magnets) and more qualitative ones
(such as local efforts to develop smart cities all over China). Simi-
larly, the improved rankings of both large metropolises and US
cities is a result not only of a stabilisation of cities’ statistical defi-
nitions (which rely more on ‘metropolitan areas’ than on ‘cities’
in the strict sense), but also on the fact that cities are adopting
more visible profiles around a number of issues such as sustain-
ability and climate change.

BENCHMARKING CITIES’ TALENT
COMPETITIVENESS: RATIONALE

AND METHODOLOGY

This year's version of the GCTCI model has again undergone mi-
nor and major improvements in terms of its architecture, the vari-
ables/data used, and the city coverage.
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Architecture of the GCTCI Model
The five pillars of last year's GCTCI model have been retained this
year. The first four pillars therefore continue to follow the same
logic as the input-related pillars of the GTCl model by analysing
how cities (1) Enable, (2) Attract, (3) Grow, and (4) Retain talent. In
their separate ways, each of these four dimensions shows differ-
ent aspects of how talent is managed at the city level. In doing
so, they can provide valuable insights into what sets some cities
apart from others in the development and harnessing of talent.
The fifth pillar—Be Global—aims to measure the degree of in-
ternationalisation of cities. Because it encompasses the develop-
ment of global knowledge skills, global transport connectivity,
and the city’s role in international relations, this last pillar can give
a sense of the flows of talent to and from cities.

Final GCTCI scores have been calculated as the average of
the corresponding five pillar scores of each city. The resulting
GCTCl model is represented in Figure 1.

Data and Variables Used

Using the same holistic definition of talent as the GTCl model,
the GCTCl uses a significantly smaller number of variables (16) to
assess the talent competitiveness of cities. This smaller number is
the result of the ‘double threshold’ approach that is also used for
the GTCI, whereby (1) a variable is included if it is available for at
least half the number of cities included in the index, and (2) a city
is included if it can be described by a sufficient number (50%) of
variables in the model.

Of course, city-level data have been collected when pos-
sible. However, if city-level data have not been available, regional
or national data have been used instead whenever these made
sense as alternatives. Two general considerations have guided
the data gathering process in order to arrive at coherent deci-
sions about which data to use:

. Data availability. Some of the GCTCl's variables are
available only at national rather than sub-national levels.
In some instances, this lack of availability was mitigated
through the use of proxies.



Figure 2
GCTCI variables

CITIES AND REGIONS

Global Cities Talent
Competitiveness Index (GCTCI)

2. Attract

1.1 R&D
expenditure

1.2 ICT access
(households
with internet)

2.1 GDP per
capita

2.2 Quality of
life

1.3 Presence of
Forbes Global
2000 companies

2.3 Environmental
quality

3.1 Major
universities

3.2 Tertiary
enrolment

3.3 Individuals
in social
networks

5. Be Global

4.1 Personal
safety

4.2 Physician
density

5.1 Workforce
with tertiary
education

5.2 Population

with tertiary
education

Note: IGO = intergovernmental organisation.

- Data applicability. Some GCTCl variables directly reflect
trends and policies set by central governments (e.g., legal
frameworks, labour laws). As such, they are of limited use
when making direct comparisons of cities and regions on
a global scale.

The main change at the level of variables in this year's GCTCI
is the removal of variables 4.3 and 4.4 on monthly expenses and
monthly rental, respectively. These two variables have been re-
placed by a new one that tracks the average monthly salary in
comparison with the average monthly rental cost. The resulting
ratio is intended to capture the affordability of a city.

Additional improvements have been brought to the GCTCI
model through the identification of new sources, as described in
Annex 1 to this section.

The resulting structure of the GCTCI model at the variable
level is shown in Figure 2.

Typically, the following data sources have been used in
populating the GCTCI?

« European Union (EU)-wide statistical engines such as
Eurostat and Eurobarometer

- National-level statistical bureaus

- Local sources, including government agency websites,
reports, and related press releases

- Publicly available global rankings such as UN-Habitat

5.3 Airport
connectivity

4.3 Affordability

5.4 Presence of
I1GOs

Where applicable, recognised global data sets such as
Forbes Global 2000 and the QS World University Ranking
Survey- and self-report-based online data aggregators
such as Numbeo

In addition, several types of proxies have been used:

Regional-level data points taken to represent cities.
These are used particularly where up-to-date, detailed in-
formation on EU regions was available and where ‘Region
X"and ‘City of X" are often used interchangeably in a num-
ber of contexts.

Country-level GTCI data that are appropriate to rep-
resent cities. These apply to smaller-sized cities located
in small countries, where the city’s population (without
suburbs/adjacent metropolitan areas) amounts to at least
25% of the total country population.

Injecting data points from online tools into published
indices. Where existing branded indices such as UN-Habitat
did not include a particular city listed in the GCTCI, an ap-
proximate value was calculated by weighting the city’s cor-
responding score on numbeo.com. The value of the weight
was based on a benchmark that was set by a city ranked as
a leader in both sources (i.e, in UN-Habitat and Numbeo).
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Figure 4
A closer look at European cities
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Note: Highlighted cities are those in the top 10 of this year's GCTCI.

In sum, the computation of the GCTCl involved seven main
steps. First, data were collected at the city level. Second, data not
available at the city level, but available and relevant at the regional
or national level, were collected and applied as proxies. Third, the
data set was tested for missing data points through the use of the
double threshold approach—that is, cities and variables where
50% or more of data points were not available were eliminated.
Fourth, using the same methodology as the GTCl, the presence
of outliers in the data set was tested and, where needed, the outli-
ers were treated (see Appendix | for details on the detection and
treatment of outliers). Fifth, the resulting data set was normalised.
Sixth, pillar scores and ranks were computed by averaging their re-
spective variables. Seventh, the overall GCTCI score and rank was
calculated by averaging the scores of the five pillars.

City Coverage

This third edition of the GCTCl is the first one to include more
than 100 cities (Figure 3). More specifically, the number of cities
covered has increased from a total of 90 last year to 114 this year.
The greater coverage is due to a combination of factors, includ-
ing the proactivity of GCTCI's research team in identifying new

sources and indicators, as well as the contributions and feedback
received from a number of municipalities around the world,
which volunteered to share verifiable local data.

The GCTCI coverage remains largely European (51 cities out
of 114; Figure 4), primarily because of the large availability of data
that stem from the work produced by Eurostat in collecting data
at the city level. However, a concerted effort has been made this
year to expand the number of cities outside Europe. As a result,
for the first time in the GCTCI, non-European cities outnumber
European cities, with the following regional breakdown: 12 in
Africa and the Middle East, 29 in Asia Pacific (11 from mainland
China), 10 in Latin America, and 12 in Northern America (9 from
the United States).

Like last year, the cities included in the index represent a
mix of large and small urban centres, some of which are national
capitals or leading urban centres while others could be seen as
'secondary hubs’ or even remote locations’. The cities were iden-
tified on the basis of their reputation and growing footprint in
attracting global talent rather than as a function of their size or
national-capital status. The availability and comparability of data
obviously also played a key role in this selection?
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Table 1
Global City Talent Competitiveness Index rankings and overall scores

RANK CITY OVERALL SCORE RANK CITY OVERALL SCORE
1 Washington, DC (United States) 69.2 58 Beijing (China) 44.1
2 Copenhagen (Denmark) 68.0 59 Dubai (United Arab Emirates) 44.0

Oslo (Norway) 66.1 60 Bucharest (Romania) 431

2 Vienna (Austria) 65.7 61 Auckland (New Zealand) 42.7
Zurich (Switzerland) 65.5 62 Hanover (Germany) 423
63 St Petersburg (Russia) 423
7 Helsinki (Finland) 65.0 64 Rome (ltaly) 417
8 New York (United States) 65 Bangkok (Thailand) 414

9

Paris (France) 63.5 66 Vilnius (Lithuania) 409

10 Seoul (Korea, Rep.) 62.7 67 Istanbul (Turkey) 408

1 Stockholm (Sweden) 62.6 68 Birmingham (United Kingdom) 405
5 "

1 San Francisco (United States) 69 Riga (Latvia) 399
Seattle (United States) 70 Nantes (France) 398

London (United Kingdom) . 71 Bologna (ltaly) 39.8

72 Shanghai (China) 394

73 Milan (Italy) 388

74 Brno (Czech Republic) 387

Brussels (Belgium) b 75 Nagoya (Japan) 382

Tokyo (Japan) 4 76 Kuala Lumpur (Malaysia) 373

Munich (Germany) 8. 77 Buenos Aires (Argentina) 373
Amsterdam (Netherlands) b 78 Sofia (Bulgaria) 37.1

Los Angeles (United States) d 79 Turin (taly) 36.2

3 Madrid (Spain) 6. 80 Zagreb (Croatia) 352
Montreal (Canada) . 81 Valletta (Malta) 35.1

82 Hangzhou (China) 332

83 Krakow (Poland) 322

84 Kuwait City (Kuwait) 322

85 Bogota (Colombia) 321

86 Santiago (Chile) 313

30 Melbourne (Australia) 544 87 Guangzhou (China) 31.0
31 Chicago (United States) 542 88 Sao Paulo (Brazil) 309
32 Berlin (Germany) 54.1 89 Bangalore (India) 304
33 Toronto (Canada) 539 90 Montevideo (Uruguay) 299
34 Gothenburg (Sweden) 532 91 Mexico City (Mexico) 29.8
35 Dublin (Ireland) 527 92 Xi'‘an (China) 29.7
36 Dallas (United States) 525 93 Chengdu (China) 296
37 Bratislava (Slovakia) 523 94 Shenzhen (China) 286
38 Luxembourg (Luxembourg) 522 95 Delhi (India) 28.1
39 Frankfurt (Germany) 521 96 Mumbai (Indlia) 27.0
40 Eindhoven (Netherlands) 509 97 Lima (Peru) 26.8
41 Osaka (Japan) 504 98 Manila (Philippines) 264
42 Moscow (Russia) 502 99 Belgrade (Serbia) 262
43 Houston (United States) 496 100 Jakarta (Indonesia) 26.2
44 Bilbao (Spain) 49.5 101 Zhengzhou (China) 25.1
45 Lisbon (Portugal) 493 102 Brasilia (Brazil) 25.0
46 Kiel (Germany) 492 103 Wuhan (China) 246
47 Tallinn (Estonia) 480 104 Tianjin (China) 243
48 Athens (Greece) 47.7 105 Rio de Janeiro (Brazil) 227
49 Barcelona (Spain) 47.1 106 Quito (Ecuador) 224
50 Ljubljana (Slovenia) 47.0 107 Johannesburg (South Africa) 219
51 Doha (Qatar) 46.8 108 Chonggqing (China) 216
52 Tel Aviv (Israel) 46.7 109 Tunis (Tunisia) 209
53 Cardiff (United Kingdom) 46.0 110 Hanoi (Viet Nam) 19.0
54 Zaragoza (Spain) 459 1M1 Casablanca (Morocco) 179
55 Abu Dhabi (United Arab Emirates) 453 112 Cape Town (South Africa) 17.6
56 Warsaw (Poland) 449 113 Cairo (Egypt) 15.3
57 Budapest (Hungary) 444 114 Nairobi (Kenya) 126

Note: Non-European cities are italicised. Colours indicate quartile, and range from dark (the top quartile) to light (the bottom quartile).
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Table 2
Top 10 city rankings and scores, by GCTCI pillar

Pillar 1: Enable Pillar 2: Attract Pillar 3: Grow Pillar 4: Retain Pillar 5: Be Global

RANK CITY SCORE QM RANK CITY SCORE JRANK CITY SCORE RANK CITY SCORE RANK CITY SCORE

Seoul 93.9 Seattle 812 Boston 77.5 Taipei 89.2 Paris 86.5

2 San Francisco 88.2 2 Luxembourg 794 2 Singapore 763 2 Zurich 81.7 2 London 825
3 Hong Kong 835 3 Boston 748 3 New York 745 3 Kiel 787 3 Washington,DC 819
4 Boston 79.9 4 Ottawa 74.0 4 Los Angeles 736 4 Vienna 77.6 4 New York 739
5  Tokyo 79.6 5 New York 719 5  San Francisco 69.6 5  Geneva 729 5  Oslo 716
6  Copenhagen 79.0 6  Dublin 70.2 6  Seoul 69.6 6  Zaragoza 727 6 Brussels 706
7 Stockholm 789 7 Washington, DC  68.9 7 Oslo 69.6 7 Osaka 68.6 7 Moscow 69.6
8  Los Angeles 785 8  Zurich 68.9 8  Sydney 68.2 8  Prague 68.0 8  Helsinki 68.0
9  Seattle 757 9 San Francisco 683 9  Washington, DC  66.7 9  Bangalore 67.7 9  Copenhagen 66.7
10 Paris 74.5 10 Kiel 66.5 10 Melbourne 66.3 10 Munich 67.5 10 Stockholm 63.6
GCTCI FINDINGS and includes several cities from Eastern and Southern Europe

This section presents the findings of the GCTCI, looking first at
the overall rankings of the 114 cities covered by the index, and
then at the specific rankings in each of the five pillars of the
GCTClI model.

Overall GCTCI Rankings

Table 1 presents the overall GCTCI rankings for all cities based
on the average scores across the five pillars. The top-ranked city
this year is Washington, DG—up from its 6th position last year. It
is followed by four European cities: the Nordic cities of Copenha-
gen and Oslo in 2nd and 3rd place, respectively, and the central
European cities of Vienna (4th) and Zurich (5th). Of the remaining
five cities in the top 10, two are from Europe (Helsinki, 7th; Paris,
9th), two are from Northern America (Boston, 6th; New York,
8th), and one is from Eastern Asia (Seoul, 10th). Six of this year’s
top 10 cities were also in the top 10 last year. The four cities that
have broken into the top 10 are Vienna, Boston, New York, and
Seoul, while the four cities that have dropped out of the top 10
are Stockholm (11th this year), San Francisco (12th), Brussels (18th),
and Dublin (35th).

As for the other cities in the top quartile (i.e, those ranked
29th or better), nine are located in Europe, primarily in Northern
and Western Europe. Of the non-European cities, five are found
in Northern America (San Francisco, 12th; Seattle, 13th; Los An-
geles, 22nd; Montreal, 24th; Ottawa, 29th), four are in Eastern
and Southeastern Asia (Taipei, 15th; Singapore, 17th; Tokyo, 19th;
Hong Kong, 27th), and one is in Australia (Sydney, 26th). All in all,
the fourth quartile encompasses a great diversity of cities that
span the globe and range from fairly small cities such as Geneva
(16th) and Amsterdam (21st) to large metropolises such as Lon-
don (14th), Tokyo, Los Angeles, and Hong Kong.

The third quartile (cities ranked between 30th and 57th) is
also dominated by European cities—19 in total. The geographi-
cal distribution of the European cities is more diverse, however,

in addition to many from Northern and Western Europe. Out-
side Europe, this group also features four Northern American
cities (Chicago, 31st; Toronto, 33rd; Dallas, 36th; Houston, 43rd),
three in Western Asia (Doha, 51st; Tel Aviv, 52nd; Abu Dhabi,
55th), and one each in Australia (Melbourne, 30th) and Japan
(Osaka, 41st).

The highest-ranked cities from mainland China are found in
the second quartile (cities ranked between 58th and 86th), viz.
Beijing (57th), Shanghai (72nd), and Hangzhou (82nd). Similarly,
the second quartile features the highest-ranked cities located in
Latin America: Buenos Aires (77th), Bogota (85th), and Santiago
(86th). In addition to these, there are six non-European cities in
this group, including three from Western Asia (Dubai, 59th; Istan-
bul, 67th; Kuwait City, 84th), two from Southeastern Asia (Bang-
kok, 65th; Kuala Lumpur, 76th), and one each from New Zealand
(Auckland, 61st) and Japan (Nagoya, 75th). The remaining 16 cit-
ies are located in Europe, primarily in the continent’s eastern and
southern parts.

The bottom quartile (cities ranked 87th or worse) contrasts
significantly from the other three quartiles in that it features
overwhelmingly non-European cities. In fact, the only city from
Europe included in the group is Belgrade (99th). Eight cities are
located in China and three are found in India (Bangalore, 89th;
Delhi, 95th; Mumbai, 96th). Also included in this quartile are sev-
en Latin American cities (including three from Brazil), six African
cities, and three Southeastern Asian cities (Manila, 98th; Jakarta,
100th; Hanoi, 110th).

Details about GCTCI rankings overall and by variable are
presented in Annex 2.

Findings from the GCTCI Pillars

When brought to the pillar level of the GCTClI model, the data
available show a much more diverse picture of talent perfor-
mance across cities (Table 2).
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Analysis of the GCTCI at the pillar level hence suggests
several ways in which cities can spur talent competitiveness.
Three key messages that emerge from this year's results are the
following:

Complementarities of Pillars Boost Talent
Competitiveness

Both previous editions of the GCTCl underlined that the pillars of
talent competitiveness do not exist in isolation. Rather, analysis
of overall scores and performances by pillar suggest that posi-
tive feedback loops are in action because different dimensions
of talent competitiveness mutually reinforce one another. Thus,
for instance, higher income levels can eventually lead to higher
technology penetration rates and a better quality of education
and healthcare that, in turn, boost income levels, and so on in
a virtuous cycle. The positive high correlations among several
of the five pillars—the two highest correlations are between
Enable and Grow, and between Attract and Be Global—is one
indication of the complementary developments that can take
place. Another manifestation of the complementarities across
different dimensions is that cities ranked high in one pillar are
often ranked high in other pillars (Table 2). For instance, the top-
ranked city this year—Washington, DC—is in the top 10 in three
of the five pillars (it ranks 11th in one of the other two). Similarly,
eight of the cities that rank in the overall top 10 of the GCTCl also
feature in the top 10 in at least two of the five pillars.

Within-Country Complementarities Show Scope for
National- as well as City-Level Action on Talent

In addition to complementarities across pillars, there seems to
be a degree of complementary development among cities with-
in the same countries. That is, cities from the same country tend
to perform well (or not so well) in the same pillars. To take a con-
crete example, all nine US cities included in the GCTCI perform
worst with respect to the Retain pillar, whereas seven of them
exhibit strong performances in the Attract pillar. Such within-
country complementarity is to be expected inasmuch as cities in
the same country share the same broad political, social, and eco-
nomic environment. It is nonetheless interesting to note that an
analysis of within-country variation across pillars suggests that
the greatest complementarities are with respect to the Enable,
Attract, and Grow pillars.

Each City Has Strengths to Build On for Greater
Talent Competitiveness

In the race for talents, each of the cities included in the GCTCl has
very valuable cards to play. Indeed, a particularly relevant take-
away for cities that are low in the overall ranking is that they have
strengths as well as weaknesses, as clearly borne out by the pillar-
level analysis. For instance, several lower-ranked cities perform
relatively well in the Retain pillar (Bangalore being the most con-
spicuous example) and can therefore draw on specific advantag-
es, such as high affordability, to boost other talent dimensions.
By building on their strengths, cities can formulate local policies
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and strategies that, combined with the energy of local leaders
and local communities, can improve performances across all pil-
lars, and, ultimately, result in greater talent competitiveness.

ENDNOTES

1 Lanvin & Evans (2018), p. 89.

2 A complete list of sources is provided as an annex to the present special
section.

3 Asunderlined in the GCTCI 2017, the definition of what constitutes a city
is obviously a critical element here. To an extent, this is guided by data
availability, with some data available only at the metropolitan or regional
level. The general approach in the GCTCI this year has been to define
cities as metropolitan areas. This can, for instance, be seen in the case
of Rotterdam and The Hague, which have been combined into one unit
in this year's ranking (as opposed to being treated as separate units in
previous GCTCI versions).
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Annex 1

Definition and sources of GCTCI variables

PILLAR

Enable

Attract

Grow

Retain

Be Global

VARIABLE

1.1 Gross expenditure on R&D (% of GDP)

1.2 ICT access (% of households with internet access at home)
1.3 Presence of Forbes Global 2000 companies (HQ presence)
2.1 GDP per capita

2.2 Quality of life

2.3 Environmental quality

3.1 Major universities (average score of top universities—up to three

universities)

3.2 Tertiary enrolment (% of population aged 20-24)
3.3 Individuals in social networks (% of population)
4.1 Personal safety score

4.2 Physician density (physicians per 1,000 people)

4.3 Affordability: Ratio of average monthly net salary (after tax) to rent

per month: Apartment (1 bedroom) in city centre
5.1 Workforce with tertiary education (% of working population)

5.2 Population with tertiary education (% of population aged 25 and
higher)

5.3 Airport connectivity (total number of passengers through

international airports servicing the city)

54 Intergovernmental organisations (number of IGOs adjusted by

population)

CITIES AND REGIONS

SOURCE

Eurostat, OECD, national statistics

Eurostat, OECD, national statistics

Forbes

Global Metro Monitor, OECD, national statistics, World Bank
UN Habitat, Numbeo

WHO Air Pollution database June 2018

QS World University Ranking 2019

Eurostat, national statistics, GTCl values used as a proxy
Eurostat with 'We are social' national data used as a proxy
Numbeo

Eurostat, OECD, national statistics

Numbeo

Eurostat, national statistics, GTCl and OECD used as a proxy

Eurostat, OECD, national statistics, UNESCO UIS with GTCI values used

as a proxy

anna.aero, Airports Council International, national statistics

Yearbook of International Organizations*

Note: IGO = intergovernmental organisation; ICT = information and communication technologies; OECD = Organisation for Economic Co-operation and Development; UNESCO
UIS = United Nations Educational, Scientific, and Cultural Organization Institute for Statistics; WHO = World Health Organization.
* Selected intergovernmental organisations were those of type 1 (A, B, C, D, E, F and G) as defined by the Yearbook of International Organizations.
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Annex 2

GCTCI cities and rankings: Overall and by variable

1. ENABLE 2. ATTRACT
1.2 1.3
GCTCI ICT access Presence 2.3
1.1 (households with  of Forbes Global 21 2.2 Environmental

City OVERALL | R&D expenditure internet) 2000 companies GDP per capita Quality of life quality

1 Washington, DC 69.2 69.1 86.7 61.3 70.3 61.5 75.1

2 Copenhagen 68.0 94.2 96.6 46.3 60.0 78.8 54.2

3 Oslo 66.1 58.1 96.6 41.8 49.7 75.9 65.1

4 Vienna 65.7 749 78.7 39.1 57.7 75.1 62.8

5 Zurich 65.5 61.2 88.6 64.8 53.6 81.9 71.1

6 Boston 65.4 100.0 81.6 58.2 735 70.7 80.2

7 Helsinki 65.0 739 96.6 46.3 443 74.9 58.8

8 New York 64.6 30.1 76.8 91.1 67.1 68.3 80.2

9 Paris 63.5 59.2 82.7 81.8 54.2 77.0 49.5

10 Seoul 62.7 100.0 100.0 81.8 30.8 52.2 35.7
11 Stockholm 62.6 78.0 94.6 64.0 53.2 80.5 60.7
12 San Francisco 62.5 100.0 85.0 79.6 69.6 64.3 71.1
13 Seattle 62.1 91.3 87.6 48.3 70.3 73.2 100.0
14 London 62.1 214 92,6 86.4 54.1 78.1 55.6
15 Taipei 60.5 n/a n/a 70.4 42.8 58.1 n/a
16 Geneva 59.1 n/a 70.7 41.8 56.9 754 65.1
17 Singapore 58.7 47.5 76.7 58.2 64.0 544 47.5
18 Brussels 58.5 36.2 70.7 41.8 43.0 713 51.7
19 Tokyo 584 n/a 59.2 100.0 40.3 81.7 42.6
20 Munich 583 89.2 78.7 46.3 53.2 75.7 60.7
21 Amsterdam 58.1 347 98.6 50.0 62.0 70.5 58.8
22 Los Angeles 57.8 100.0 79.7 55.8 62.2 50.9 529
23 Madrid 56.9 34.7 78.7 55.8 359 774 62.8
24 Montreal 56.7 449 64.4 54.5 354 76.3 75.1
25 Prague 55.7 60.6 78.7 13.9 43.7 77.5 55.6
26 Sydney 55.6 413 70.7 62.2 43.1 81.0 67.9
27 Hong Kong 55.2 n/a n/a 835 54.2 71.7 441
28 Rotterdam-The Hague 55.0 444 98.6 44.2 47.6 71.5 60.7
29 Ottawa 544 384 77.1 0.0 40.8 81.1 100.0
30 Melbourne 54.4 45.9 72.7 51.6 36.8 81.3 62.8
31 Chicago 54.2 43.2 76.1 71.6 55.8 67.7 57.1
32 Berlin 54.1 722 90.6 221 328 80.9 55.6
33 Toronto 539 384 77.1 62.2 42.5 77.8 71.1
34 Gothenburg 53.2 77.8 92.6 27.9 36.9 75.8 65.1
35 Dublin 52.7 30.1 80.7 61.3 48.1 75.1 874
36 Dallas 525 279 80.2 62.2 56.5 74.8 67.9
37 Bratislava 523 37.2 70.7 0.0 70.2 523 55.6
38 Luxembourg 52.2 254 94.6 36.0 100.0 77.5 60.7
39 Frankfurt 52.1 63.5 82.7 39.1 48.5 67.5 60.7
40 Eindhoven 50.9 56.7 96.6 279 49.6 87.0 62.8
41 Osaka 50.4 n/a 43.7 64.8 324 81.6 42.0
42 Moscow 50.2 n/a 51.0 58.2 425 19.4 49.5
43 Houston 49.6 279 793 64.8 72.2 67.0 529
44 Bilbao 49.5 38.6 74.7 13.9 353 68.4 75.1
45 Lisbon 493 303 70.7 279 289 74.5 51.7
46 Kiel 49.2 29.9 82.7 0.0 36.6 100.0 62.8
47 Tallinn 48.0 299 76.7 0.0 28.2 64.5 100.0
48 Athens 47.7 229 56.8 41.8 289 70.7 394
49 Barcelona 471 30.6 68.7 36.0 327 76.8 54.2
50 Ljubljana 47.0 54.2 68.7 0.0 35.7 63.4 51.7
51 Doha 46.8 9.4 92.2 44.2 100.0 60.9 10.3
52 Tel Aviv 46.7 n/a 58.5 46.3 393 50.2 294
53 Cardiff 46.0 243 78.7 0.0 26.1 713 80.2
54 Zaragoza 45.9 17.7 70.7 0.0 359 80.3 60.7
55 Abu Dhabi 453 171 89.2 41.8 58.0 65.8 12.4
56 Warsaw 449 35.1 56.8 36.0 45.5 745 449
57 Budapest 444 38.0 78.7 221 31.0 70.3 49.5
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3. GROW 4. RETAIN 5. BE GLOBAL
3.3 5.1 5.2
3.1 3.2 Individuals 4.1 4.2 Workforce Population 5.3 5.4
Major Tertiary in social Personal Physician 4.3 with tertiary  with tertiary Airport Presence
universities enrolment networks safety density Affordability education education connectivity of IGOs

66.8 75.0 58.2 32.1 100.0 359 783 84.1 65.3 100.0
66.9 60.4 70.1 81.8 59.3 50.7 63.5 83.0 25.8 94.6
57.6 66.0 85.1 55.4 73.6 51.7 80.0 90.1 243 92.0
50.1 88.8 40.3 81.0 97.8 54.0 62.7 69.0 21.5 933
88.1 65.2 26.9 87.5 72.2 85.5 704 85.5 26.0 0.0
100.0 74.1 58.2 67.9 57.6 16.0 73.6 78.5 394 0.0
60.3 54.0 61.2 824 59.4 59.6 71.7 85.1 16.6 98.5
99.8 65.5 58.2 50.3 448 15.1 62.8 64.7 100.0 68.1
76.8 484 254 394 519 46.3 73.0 79.1 94.0 100.0
75.0 56.1 776 60.9 27.2 789 65.4 574 778 18.8
58.8 385 65.7 46.1 66.1 421 70.6 84.4 27.8 716
71.2 794 58.2 425 304 11.2 78.6 81.5 726 0.0
75.2 60.2 58.2 50.7 320 50.6 61.4 68.7 4.7 6.7
99.3 36.8 61.2 434 384 16.6 88.3 943 100.0 47.2
51.2 n/a 71.6 86.0 n/a 92.5 n/a n/a 45.2 16.2
64.8 339 29.9 75.5 67.2 759 553 59.9 152 100.0
76.5 n/a 76.1 92.2 25.8 17.4 76.1 70.4 554 21.1
46.6 86.3 64.2 39.8 49.9 64.2 76.9 76.8 28.7 100.0
74.1 37.2 358 91.5 384 614 70.1 47.9 36.1 24.1
77.3 39.2 20.9 89.5 57.6 555 52.0 64.5 39.6 18.9
61.6 484 58.2 66.3 63.6 28.6 60.4 73.0 61.1 314
87.0 75.6 58.2 443 304 264 48.2 554 87.2 0.0
47.9 74.6 373 544 62.9 411 71.3 77.5 47.5 56.7
57.8 n/a 53.7 67.8 27.2 72.0 100.0 78.7 159 26.1
30.8 100.0 358 76.0 100.0 279 64.9 75.1 134 274
753 74.1 55.2 60.3 48.0 348 52.1 64.2 385 6.0
88.9 279 68.7 829 n/a 13.8 n/a 11.4 65.0 0.0
64.5 454 493 67.8 433 48.7 49.7 61.2 12 73.1
29.3 n/a 53.7 779 24.0 784 100.0 78.7 39 493
69.7 74.1 55.2 51.2 48.0 55.5 52.1 64.2 315 0.0
80.1 60.2 58.2 20.2 320 34.1 56.0 61.4 914 0.0
58.6 51.6 284 559 735 64.8 58.0 66.3 29.5 13.1
43.7 n/a 53.7 64.2 24.0 36.8 100.0 78.7 419 4.2
49.9 337 58.2 50.6 553 58.1 523 66.4 5.7 29.9
484 53.9 41.8 41.8 26.7 21.8 67.0 76.8 26.2 61.4
248 57.7 58.2 49.2 224 73.1 46.9 56.1 739 0.0
16.4 100.0 40.3 70.1 93.8 285 60.6 70.1 13 68.2
0.0 9.9 53.7 753 35.0 54.0 46.9 65.2 2.8 100.0
40.8 39.2 20.9 49.2 52.8 80.6 45.2 55.7 57.5 237
515 449 47.8 78.2 283 55.2 43.0 55.7 47 0.0
40.4 372 35.8 94.8 304 80.7 70.1 47.9 38.7 0.0
48.2 48.9 224 50.8 944 39 75.9 100.0 718 30.6
44.6 59.2 58.2 29.1 224 57.9 43.2 52.2 48.1 0.0
216 59.1 254 64.2 69.2 434 80.1 82.2 4.1 39.6
27.1 57.5 49.3 67.3 87.9 10.3 442 52.6 235 88.6
284 219 284 81.0 55.0 100.0 259 38.1 0.0 47.2
16.7 42.8 41.8 85.9 441 433 54.5 64.9 20 74.1
20.1 84.9 284 441 100.0 53.7 58.6 62.6 19.1 237
47.5 58.0 41.8 49.0 41.0 231 59.1 64.2 420 30.6
19.9 64.1 20.9 79.5 45.6 49.2 54.6 61.1 1.1 85.6
355 7.2 100.0 95.8 28.8 26.9 16.4 313 313 43.2
33.1 37.8 71.6 58.9 65.6 36.6 65.9 77.5 183 0.0
55.8 335 50.7 62.0 304 76.0 61.9 723 0.9 0.0
30.5 50.3 38.8 100.0 67.4 50.7 54.0 59.5 0.0 0.0
243 20.6 100.0 97.7 319 37.9 13.6 n/a 174 52.1
26.6 68.1 194 68.5 33.8 26.8 62.2 66.3 14.8 39.2
13.9 53.7 53.7 62.0 50.2 214 49.5 57.8 114 433

(continued on next page)
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Annex 2 (continued)
GCTCI cities and rankings: Overall and by variable

1. ENABLE 2. ATTRACT
1.2 1.3
GCTCI ICT access Presence 2.3
1.1 (households with  of Forbes Global 21 2.2 Environmental

City OVERALL | R&D expenditure internet) 2000 companies GDP per capita Quality of life quality
58 Beijing 441 100.0 8.4 83.8 19.6 62.7 21.9
59 Dubai 44.0 17.1 89.2 41.8 21.1 69.7 124
60 Bucharest 43.1 18.1 76.7 0.0 352 325 46.6
61 Auckland 42.7 254 60.8 0.0 28.2 65.7 80.2
62 Hanover 423 48.6 84.7 27.9 42.0 843 62.8
63 St. Petersburg 423 n/a 727 279 19.6 264 n/a
64 Rome 41.7 322 64.8 41.8 346 258 50.5
65 Bangkok 414 n/a 56.8 54.5 15.9 534 394
66 Vilnius 40.9 20.6 50.8 0.0 384 56.0 50.5
67 Istanbul 40.8 n/a 82.7 48.3 212 279 413
68 Birmingham 40.5 37.6 78.7 139 28.0 57.7 711
69 Riga 39.9 121 58.8 0.0 37.6 449 51.7
70 Nantes 39.8 24.5 74.7 0.0 325 72.5 65.1
71 Bologna 39.8 36.2 68.7 13.9 40.7 50.4 54.2
72 Shanghai 394 72.8 0.0 68.5 20.3 62.1 31.1
73 Milan 388 254 68.7 46.3 37.8 788 426
74 Brno 38.7 57.7 70.7 0.0 28.5 58.5 55.6
75 Nagoya 382 n/a 357 54.5 36.7 86.1 441
76 Kuala Lumpur 37.3 n/a n/a 54.5 244 26.6 36.2
77 Buenos Aires 373 12.2 41.7 279 19.9 57.7 50.5
78 Sofia 371 30.6 42.9 0.0 296 355 441
79 Turin 36.2 43.8 64.8 221 30.8 39.8 441
80 Zagreb 35.2 21.6 56.8 0.0 20.5 56.2 426
81 Valletta 35.1 15.0 70.7 0.0 3238 48.6 383
82 Hangzhou 33.2 43.8 56.6 41.8 209 339 19.3
83 Krakow 322 29.9 54.8 0.0 24.0 39.9 389
84 Kuwait City 322 0.9 50.8 27.9 52.1 n/a 15.9
85 Bogota 32.1 n/a n/a 324 13.6 522 449
86 Santiago 31.3 1.7 24.1 324 20.2 28.2 284
87 Guangzhou 31.0 46.9 235 44.2 254 20.5 323
88 Sao Paulo 30.9 27.7 28.9 54.5 16.8 50.3 49.5
89 Bangalore 30.4 n/a n/a 324 0.9 37.4 21.1
20 Montevideo 299 n/a n/a 0.0 271 35.7 51.7
91 Mexico City 29.8 n/a 358 483 15.4 515 40.6
92 Xi'an 29.7 43.0 n/a 139 10.5 n/a 14.1
93 Chengdu 29.6 30.6 n/a 13.9 12.5 41.7 193
94 Shenzhen 28.6 46.9 235 59.3 30.2 17.0 389
95 Delhi 28.1 n/a n/a 55.8 8.8 13.7 0.0
96 Mumbai 27.0 n/a n/a 65.6 29 10.7 19.5
97 Lima 26.8 0.0 229 22.1 12.6 60.7 31.5
928 Manila 264 n/a n/a 44.2 10.3 0.0 17.0
99 Belgrade 26.2 15.2 55.8 0.0 17.7 29.4 44.9
100 Jakarta 26.2 n/a n/a 324 6.0 55.1 24.2
101 Zhengzhou 25.1 219 n/a 13.9 11.0 n/a 133
102 Brasilia 25.0 n/a 13.0 13.9 322 446 17.0
103 Wuhan 246 36.4 n/a 27.9 19.0 25.1 21.9
104 Tianjin 243 60.4 0.0 27.9 20.5 20.6 19.7
105 Rio de Janeiro 227 n/a 289 324 10.2 0.0 389
106 Quito 224 n/a 0.0 0.0 14.3 59.1 41.3
107 Johannesburg 21.9 29.1 0.0 36.0 12,5 252 235
108 Chonggqging 21.6 27.7 n/a 279 6.5 n/a 255
109 Tunis 20.9 n/a 0.0 0.0 17.0 322 224
110 Hanoi 19.0 n/a n/a 0.0 7.1 69.2 19.9
111 Casablanca 17.9 n/a n/a 279 52 39.8 383
112 Cape Town 17.6 n/a n/a 279 10.1 21.3 n/a
113 Cairo 153 n/a n/a 13.9 3.8 4.5 0.5
114 Nairobi 12.6 n/a n/a 0.0 0.0 38.0 449
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3. GROW 4. RETAIN 5. BE GLOBAL
3.3 5.1 5.2
3.1 3.2 Individuals 4.1 4.2 Workforce Population 5.3 5.4
Major Tertiary in social Personal Physician 4.3 with tertiary  with tertiary Airport Presence
universities enrolment networks safety density Affordability education education connectivity of IGOs

75.6 279 493 33.2 48.0 15.6 n/a 114 90.9 12.5
214 20.6 100.0 88.4 41.6 348 13.6 n/a 788 10.0
11.9 100.0 35.8 735 77.3 26.6 58.2 58.7 1.1 21.0
48.8 48.9 62.7 46.8 36.8 43.8 40.7 48.3 17.2 16.2
24.0 39.2 20.9 n/a 48.0 n/a 30.1 40.7 49 0.0
333 48.9 224 55.4 100.0 12.6 759 100.0 14.1 0.0
27.9 58.4 20.9 35.7 62.1 236 333 393 419 814
314 263 62.7 46.7 n/a 9.6 12.6 289 88.6 57.8
248 40.4 328 723 75.2 20.9 59.9 65.9 3.0 453
259 39.7 50.7 42.5 19.2 203 36.0 36.7 85.0 11.3
513 335 50.7 34.1 19.2 51.1 439 526 1.3 0.0
13.4 40.9 41.8 59.6 88.0 259 471 54.8 5.1 57.6
11.9 36.0 11.9 524 344 100.0 48.9 54.0 45 0.0
50.9 48.1 239 49.5 55.9 56.2 239 329 7.0 0.0
67.6 279 49.3 37.0 27.2 12.6 n/a 11.4 100.0 35
389 371 16.4 49.8 47.5 21.7 241 315 39.1 0.0
215 51.4 239 753 48.5 357 29.9 40.3 0.0 0.0
40.0 37.2 358 n/a 20.8 n/a 70.1 47.9 9.9 0.0
56.2 252 64.2 17.7 n/a 33.8 259 246 122 523
46.5 51.4 65.7 24.7 41.1 38.6 18.7 n/a 20.2 42.2
11.9 62.1 373 49.8 58.7 327 573 64.0 54 35.8
27.5 353 19.4 30.7 46.3 63.6 18.9 27.5 33 49.7
11.9 39.9 254 779 422 42.8 325 37.0 24 48.9

0.0 246 56.7 70.9 50.1 29.7 34.1 375 104 36.0
74.9 279 49.3 n/a 28.8 n/a n/a 11.4 315 0.0
18.1 52.5 19.4 64.9 27.8 30.8 50.7 543 48 0.0
11.9 18.0 98.5 61.2 20.8 54.3 18.1 19.7 1.9 0.0
36.9 34.4 46.3 25.8 49.6 7.2 344 29.9 189 14.0
43.8 543 67.2 41.7 20.8 246 14.4 27.7 188 359
314 279 49.3 25.1 20.8 46.9 n/a 11.4 58.7 0.0
45.8 293 448 10.7 28.8 6.5 18.4 18.9 53.2 23
522 144 0.0 458 n/a 89.7 1.7 13.3 22.1 32
18.3 324 68.7 35.1 100.0 8.8 7.0 17.6 1.5 68.3
35.2 20.6 47.8 16.9 0.0 20.1 14.6 24.2 39.7 19.2
37.0 279 49.3 88.8 20.8 50.9 n/a 114 37.2 0.0
19.0 279 49.3 74.1 24.0 53.6 n/a 11.4 443 0.0

0.0 279 49.3 28.7 20.8 346 n/a 11.4 40.5 0.0
316 14.4 0.0 295 216 70.9 1.7 13.3 56.5 13.9
327 14.4 0.0 51.1 13.1 19.4 1.7 13.3 420 13
15.9 n/a 53.7 15.2 49.9 0.2 384 322 187 20.3
21.2 19.7 46.3 29.7 n/a 9.9 29.5 42.2 373 9.5
11.9 36.6 134 60.3 n/a 13.5 28.6 30.8 44 13.5
283 15.0 254 36.6 n/a 22 5.7 123 61.2 326

0.0 279 49.3 76.2 19.2 80.4 n/a 11.4 214 0.0
16.4 293 448 23.1 46.6 232 18.4 18.9 14.8 25.0
36.0 279 49.3 n/a 20.8 n/a n/a 11.4 204 0.0
320 279 49.3 n/a 25.6 n/a n/a 11.4 185 0.0
223 293 448 2.0 45.1 4.8 18.4 18.9 225 7.8
14.9 26.1 50.7 36.8 247 10.2 11.3 19.7 40 411
28.1 9.9 0.0 0.0 n/a 85.3 12.5 9.5 18.6 6.6
11.9 279 493 n/a 19.2 n/a n/a 11.4 343 0.0

0.0 18.0 448 59.9 16.0 10.6 18.5 17.5 47 82.0
11.9 15.2 373 48.5 n/a 14.7 54 7.8 20.2 5.1

0.0 17.6 17.9 36.8 8.4 0.0 0.0 n/a 29 18.6
303 9.9 0.0 13.3 n/a 333 12.5 9.5 9.2 0.0
244 19.1 11.9 354 n/a 5.0 17.6 19.0 12 453
11.9 0.0 0.0 20.8 n/a 0.5 n/a 0.0 59 56.3

Note: IGO = intergovernmental organisation; n/a = not available.
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COUNTRY PROFILES

How to Read the Country Profiles

SIS @ The first section introduces the country’s key indi-
cators. It comprises its rank within the GTCI (out of 125
countries), its income group (based on the World Bank's

Income Group Classification as of July 2018), and its re-
Rank (out of 125)... . . . 75  covpercpiameouss . +...12,020.69 gional group (based on the United Nations' Sub-l’egioﬂal
Income group........................... Upper-middle income GDP (US$ billions) ................c.cccooooiiiiiii. ..., 13.08
Y S S 49 groups). Additionally, basic country statistics are present-
® - ed. These include population (in millions), GDP per capita
(PPP USS), and GDP (current USS in billions) from the World
oot sl ” Bank's World Development Indicators. Finally, it presents
the country’s GTCl score and income group average GTCI
score.
Delgatonofauthory B
e ® The second section presents a radar chart that outlines
© wa the respective country’s performance along the six pillars
. an of the GTCI and its position with respect to its income
. n group peers. The dark blue line plots the country’s score
5645 2 o
Fenisi. s on each of the six pillars, while the shaded area represents
we T ) the average scores for its corresponding income group.
) - 5 VOCATIONAL AND TECHNICAL SKILLS............ 38.98 61
[ : o . ‘ , _
S5 B sl e sode priesons (- © The third section lays out the country's normalised
S scores and ranks across all pillars, sub-pillars, and variables.
2 e ez s s c The pillars are identified by a bold single digit notation

211 FDland technology transfer 023 3 6 GLOBALKNOWLEDGESKILLS ......ovorseneense 12.43

212 Prevalence of foreign ownership sias 8 Hig i
Peopl

213 Migrant stack. s &7

(e.g., 1 ENABLE) and sub-pillars by a two-digit notation
(e.g., 1.1 Regulatory Landscape). Under selected sub-pillars,
components are provided in grey. There are no values at-
tached to the components, as they only contextualise the
theoretical framework. The 68 variables are indicated by a
THE GLOBAL TALENT COMPETITIVENESS INDEX 2019 91 three-digit notation (e.g., 1.1.1 Government effectiveness).

d nsity
225 Gender earings gap VAt 625 Scientific journal artcles.
226 Leadership opportunities for women. 8466 8

For more information about variable definitions and
the method of calculation, please refer to the Sources and
The country profiles provide more granular information on how each Definitions and Technical Notes sections in the Appendices.
of the 125 countries performs in the various dimensions of the Global
Talent Competitiveness Index (GTCI).

Each country profile consists of three parts:
@ Key indicators,

® Radar chart, and

© Scores and Ranks.
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COUNTRY PROFILES

Index of Countries

COUNTRY PAGE COUNTRY PAGE COUNTRY PAGE

Albania 91 Guatemala 133 Norway 175
Algeria 92 Honduras 134 Oman 176
Argentina 93 Hungary 135 Pakistan 177
Armenia 94 Iceland 136 Panama 178
Australia 95 India 137 Paraguay 179
Austria 96 Indonesia 138 Peru 180
Azerbaijan 97 Iran, Islamic Rep. 139 Philippines 181
Bahrain 98 Ireland 140 Poland 182
Bangladesh 99 Israel 141 Portugal 183
Belgium 100 Italy 142 Qatar 184
Bhutan 101 Japan 143 Romania 185
Bosnia and Herzegovina 102 Jordan 144 Russian Federation 186
Botswana 103 Kazakhstan 145 Rwanda 187
Brazil 104 Kenya 146 Saudi Arabia 188
Brunei Darussalam 105 Korea, Rep. 147 Senegal 189
Bulgaria 106 Kuwait 148 Serbia 190
Burundi 107 Kyrgyzstan 149 Singapore 191
Cambodia 108 Lao PDR 150 Slovakia 192
Cameroon 109 Latvia 151 Slovenia 193
Canada 110 Lebanon 152 South Africa 194
Chile 111 Lesotho 153 Spain 195
China 112 Liberia 154 Sri Lanka 196
Colombia 113 Lithuania 155 Sweden 197
Congo, Dem. Rep. 114 Luxembourg 156 Switzerland 198
Costa Rica 115 Madagascar 157 Tajikistan 199
Croatia 116 Malawi 158 Tanzania, United Rep. 200
Cyprus 117 Malaysia 159 Thailand 201
Czech Republic 118 Mali 160 Trinidad and Tobago 202
Denmark 119 Malta 161 Tunisia 203
Dominican Republic 120 Mauritius 162 Turkey 204
Ecuador 121 Mexico 163 Uganda 205
Egypt 122 Moldova, Rep. 164 Ukraine 206
El Salvador 123 Mongolia 165 United Arab Emirates 207
Estonia 124 Montenegro 166 United Kingdom 208
Ethiopia 125 Morocco 167 United States of America 209
Finland 126 Mozambique 168 Uruguay 210
France 127 Namibia 169 Venezuela, Bolivarian Rep. 211
Gambia 128 Nepal 170 Viet Nam 212
Georgia 129 Netherlands 171 Yemen 213
Germany 130 New Zealand 172 Zambia 214
Ghana 131 Nicaragua 173 Zimbabwe 215
Greece 132 Nigeria 174
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COUNTRY PROFILES

ALBANIA

Key Indicators

Rank (out of 125). ..ot 75 GDP per capita (PPPUSS) ..., 12,020.69
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....ouviuiiiii i 13.04
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 37.35
Population (millions) ... 2.87 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiiiiiitiienineennsesnssenasenassnnnenns 33.45 75
Enable .
31 Formal Education. ... 24.03 72
;go Enrolment
80 AR Vocational enrolment ... 1797 73
Global ZS Attract 312 Tertiéry enrolment. . ... 4991 39
knowledge skills 0 Quality
30 313 Tertiary education expenditure. . .. 77
ig 314 Reading, maths, and science ... : 56
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 33.63 84
321 Quality of management schools.................coooiiin. 38.24 71
. 322 Prevalence of training infirms......................L. 2691 63
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 3573 66
33 Access to Growth Opportunities .....................o...... 42.69 57
Empowerment
331 Delegation of authority. ..o 3845 79
Retain 332 Personal rights. ... ... 54.81 71
) Collaboration
® Albania Income group average 333 Use of virtual social networks. ..., X 55
334  Use of virtual professional networks. 64
Score  Rank 33.5  Collaboration within organisations......................... . 46
336  Collaboration across organisations ......................... X 61
1 ENABLE............... ....48.41 67
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 4942 61
111 Government effectiveness ..................cooiiiiii... 4516 70
112 Business-government relations. ... . 1879 g 4 RETAIN. ..o B 44.82 70
113 Political Stability ... oo 70.60 51 4.1 Sust§|nab\\|ty ............................................... 27.81 95
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 5239 59 411 Pengon system ............................................. 36.73 56
105 COMUPLION oo oo 3014 70 41,2 Social protection ... ....ooi 24.35 94
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 3860 92 413 Brain retention ... 2234106
121 COMPELION INEENSIEY .+ v ee e 5645 9 4.2 Lifestyle . 61.83 57
122 Ease of doing business ... B B 6794 59 4.21 Environmental performance. ... 63.39 36
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 16.60 108 422 Personal safety ... v ) 57
124 R&D XPEnditure ... ...oooo oo 328 90 423 Physician density 78
125 ICTinfrastructure. ... 39.69 85 424 SANIALION ..o : 37
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 4762 66
13 Business and Labour Landscape.............ooovveeieaii.. 57.21 44
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 38.98 61
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 32.50 73
132 Easeof redundancy ............coocoiiiiiiiiii 87.50 34 511  Workforce with secondary education ...................... 4890 56
13.3  Active labour market policies. ... 2477 102 512 Population with secondary education...................... 46.08 39
134 Labour-employer cooperation ................ccooieiiii... 5993 29 5.13  Technicians and associate professionals.................... 17.86 88
Management Practice 514 Labour productivity peremployee.................ooooii. 1718 67
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 50.58 58 5.2 Employability. . ... 4545 57
13.6  Relationship of pay to productivity......................... 64.79 34 521  Ease of finding skilled employees ... T 39.31 79
5.2.2  Relevance of education system to the economy ........... 51.87 40
5.2.3  Skills matching with secondary education.................. 47.82 48
2 ATTRACT e, 53 524  Skills matching with tertiary education..................... 42.82 72
2.1 External Openness 86
Attract Business
PAR FDI and technology transfer.............ccoooieiiieaon. 70.23 33 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 12.43 98
212 Prevalence of foreign ownership ........................... 5146 85 6.1 High-Level Skills.................... 17.87 92
Attract People 6.1.1 Workforce with tertiary education......................... 28.04 70
213 MIgrant stock. ... 3.56 87 6.1.2  Population with tertiary education ........................ 20.03 74
214 International students. ... 8.85 69 6.1.3  Professionals........ ..o 28.09 60
205 Brain Qain. .o . m 6.04  Researchers............ ..o 1.81 80
22 Internal Openness 32 6.1.5  Senior officials and managers ... 9.52 90
Social Inclusion 6.1.6  Availability of scientists and engineers 109
221 Tolerance of MiNOIties ............ovviiiiiiia i, 60.00 35 6.2 Talent Impact......... L . . 109
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 48.65 77 6.2.1 Innovation output 92
223 Social mobility. ... 3856 95 622 High-value exports.............ooooii 117 10
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224  Female graduates ...........c..oiiiiiiiiii 90.05 14 6.24  New business density ...........ooviiiiiieiiiis 6.46 61
225  Genderearnings gap ... ..ottt 4361 84 6.2.5  Scientific journal articles..............oooooi 2.63 79
226  Leadership opportunities forwomen....................... 84.66 8
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COUNTRY PROFILES

ALGERIA

Key Indicators

Rank (out of 125). ..ot 10 5

GDP per capita (PPPUSS) ..., 15,275.37
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .....o.vvuiiniiiiii i 170.37
Regional group.............. Northern Africa and Western Asia GTCI SCOTE. vttt ettt ettt e e 28.13
Population (millions) ... 41.32 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 19.22 121
Enable .
31 Formal Education. ... 17.96 88
;go Enrolment
80 AR Vocational enrolment ... 1733 74
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 34.59 64
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 39
io 314 Reading, maths, and science ... 66
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 1899 121
321 Quality of management schools.................coooiiin. 2395 106
. 322 Prevalence of training infirms..................o n/a n/a
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 1404 121
33 Access to Growth Opportunities .....................o...... 20.71 120
Empowerment
331 Delegation of authority. ..o 1005 123
Retain 332 Personal rights. ... ... 2540 103
. Collaboration
® Algeria Income group average 333 Use of virtual social networks. ..., 90
334  Use of virtual professional networks. 85
Score  Rank 33.5  Collaboration within organisations ......................... 121
336  Collaboration across organisations ......................... 121 1
1 ENABLE............... .. ... 3237 14
11 Regulatory Landscape. .........oooueeiiiiiiiiia i 31.71 111
111 Government effectiveness ..................cooiiiiii... 31.76 94
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 4547 93 4 RETAIN....coviiiiiiiiinnnnnnnns Cereeriieeieeeeaae 41.62 83
103 Political Stability ..+ vvoooe o 3819 11 4.1 Sustainability ... 31.04 87
114 Regulatory quality.......oooo 19.86 120 A1 Pen§ion system """"""""""""""""""""""""""""""" 3571 58
105 COMUBLION v oo 2329 87 412 Social proteft\on ........................................... 38.31 66
12 Market LandSCape. .. ...oooooo oo 3139 112 413 Brainretention ... 1908 13
121 COMPELION INEENSIEY .+ v eee e 3777 122 4.2 Lifestyle . 52.20 80
122 Ease of doing business ... N N 9845 120 4.21 Environmental performance. ... 49.59 75
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 18.83 100 422 Personalsafety ... 78
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a n/a 423 Physician density 80
125 ICTinfrastructure. ... ..o 44.02 78 424 SANIALION ..o /5
1.26  Technology utilisation..............ooviiiiiiiainiii. 2787 115
13 Business and Labour Landscape.............ooovveeieaii.. 34.02 113
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 30.78 87
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 30.15 77
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 4797 58
13.3  Active labour market policies. ... 30.63 86 512 Population with secondary education...................... 24.54 74
134 Labour-employer cooperation ................ccooieiiii... 2745 99 5.13  Technicians and associate professionals.................... 16.96 90
Management Practice 514  Labour productivity peremployee......................... 3112 49
1.3.5  Professional management. .............ooiiiiiiiaiii.. 11.85 124 5.2 Employability. . ... 3141 92
13.6  Relationship of pay to productivity......................... 2854 110 521  Ease of finding skilled employees ... T 4290 72
5.2.2  Relevance of education system to the economy ........... 24.67 91
523  Skills matching with secondary education.................. 2590 110
2 ATTRACT weneeennen, 17 524  Skills matching with tertiary education..................... 3217 91
2.1 External Openness 122
Attract Business
211 FDI'and technology transfer..................ocoiio.. 3825 107 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 15.09 89
21.2  Prevalence of foreign ownership .................ooeoin.. 2893 116 6.1 High-Level Skills ... 24.23 75
Attract People 6.1.1 Workforce with tertiary education......................... 34.31 57
213 MIgrant StOCK. ... 110 107 6.1.2  Population with tertiary education ........................ 1.71 89
214 International students. ... 238 83 6.1.3  Professionals........ ..o 27.25 62
215 Braingain.....ooo 116 614 Researchers....................... n/a  n/a
22 Internal Openness 99 6.1.5  Senior officials and managers ... 14.88 72
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 3297 81
221 Tolerance of MiNOrties ............oooiiiiiiiiiiis 2235 96 6.2 Talent Impact......... 13
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 43.24 84 6.2.1 Innovation output 112
223 Social mobility. ... 38.21 97 6.2.2  High-value exports...........ccoiiiiiiiiii 0.62 16
Gender Equality 6.23  New product entrepreneurial activity ...................... 11.75 79
224  Femalegraduates .............oooiiiiiiiiiii 90.93 12 6.24  New business density ...........ooviiiiiieiiiis 2.75 79
225  Gender earnings gap ... ..ottt 239 119 6.2.5  Scientific journal articles..............oooooi 4.28 73
226  Leadership opportunities forwomen....................... 5440 41
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ARGENTINA

Key Indicators

Rank (out of 125). ..ot 6 0 GDP per capita (PPPUSS) ..., 20,786.68
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 637.59
Regional group............... Latin America and the Caribbean GTCLSCOTE. . ottt et et e e e e ettt 40.65
Population (millions) ... 44.27 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 45.14 37
Enable .
31 Formal Education. ... 4492 34
;go Enrolment
80 AR Vocational enrolment ... n/a  n/a
Global Zg Attract 312 Tertiéry enrolment. . ... 7015 8
knowledge skills >0 Quality
30 313 Tertiary education expenditure. . .. 37
ig 314 Reading, maths, and science ... X 50
315 University ranking ... . 28
32 Lifelong Learning. .......oooi i . 52
321 Quality of management schools.................coooiiin. . 36
. 322 Prevalence of training infirms......................L. . 32
Y:;g:i:fi;;llli Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. X 75
33 Access to Growth Opportunities .....................o...... . 48
Empowerment
331 Delegation of authority. ..o 46.76 61
Retain 332 Personal rights. ... ... 63.26 55
) Collaboration
® Argentina Income group average 333 Use of virtual social networks. ..., . 63
334  Use of virtual professional networks. 29
Score  Rank 33.5  Collaboration within organisations......................... . 98
336  Collaboration across organisations ......................... . 65
1 ENABLE............... .. ... 42.08 88
1.1 Regulatory Landscape. .........oooveeiiiiiiiiaa i 40.04 93
111 Government effectiveness ..................cooiiiiii... 49.63 58
112 Business-government relations. ... 1280 123 4 RETAIN. oot N 5415 55
113 Political Stability ... oooo e 69.68 52 4.1 Sust§|nab\\|ty ............................................... . 61
114 Regulatory quality.......oooo 36.60 96 A1 Pension syStem. ... ’ o4
105 COMUPLION oo oo 3151 63 41,2 Social protection ... ....ooi . 63
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 3941 90 413 Brain retention ... : 46
121 COMPELLION INEENSILY - vveeee e 4467 15 4.2 Lifestyle . . 47
122 Ease of doing business ... B B ) % 4.21 Environmental performance 64
1.23  Clusterdevelopment.......coooviiiiiiiiiiiiii e i 96 422 Personal safety ... T v . 89
124 R&D Xpenditure .......oovo oo 1450 49 423 Physician density 15
125 ICTinfrastructure. ... ..o 66.03 56 424 SANIALION ..o : 53
1.26  Technology utilisation..............ooviiiiiiiainiii. 39.36 95
13 Business and Labour Landscape.............ooovveiieiiit 46.78 84
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..39.02 59
131 Ease of NiMNg......ooo 4433 99 5.1 Mid-Level Skills ... 3533 69
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 4890 56
13.3  Active labour market policies..................ooo 3113 85 512 Population with secondary education........................ n/a n/a
134 Labour-employer cooperation ................c.ooeeiiii... 2296 105 5.13  Technicians and associate professionals.................... 32.59 65
Management Practice 514  Labour productivity peremployee......................... 24.51 55
1.3.5  Professional management. .............ooiiiiiiiaiii.. 53.28 52 5.2 Employability. . ... 4272 63
13.6  Relationship of pay to productivity......................... 2895 108 521  Ease of finding skilled employees ... T 54.87 52
5.2.2  Relevance of education system to the economy ........... 23.68 95
523  Skills matching with secondary education.................. 3557 80
2 ATTRACT oo, . ... 43, 60 524  Skills matching with tertiary education..................... 56.74 38
2.1 External Openness 80
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 35.24 112 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 19.94 77
212 Prevalence of foreign ownership ... 55.08 74 6.1 High-Level Skills ... 2707 68
Attract People 6.1.1 Workforce with tertiary education......................... 29.23 65
213 MIGrant StOCK. ... ... 997 55 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International StUdeNnts. ...t n/a n/a 6.1.3  Professionals........ ..o 25.00 66
205 Brain QaiN. . . 86 6.04  Researchers............ ..o 1471 44
22 Internal Openness 47 6.1.5  Senior officials and managers ... 2738 47
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 39.05 64
221 Tolerance of minorities ..., 60.00 35 6.2 Talent Impact......... L . : 83
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 77.03 22 6.2.1 Innovation output 79
223 Social mobility. ... 3175 113 6.2.2  High-value exports...........cooiiiiiiiiii . 49
Gender Equality 6.2.3  New product entrepreneurial activity 70
224 Femalegraduates ... 93.10 8 6.24  New businessdensity ..................cocoi 2.02 85
225  Genderearnings gap ... ..ottt 3847 97 6.2.5  Scientific journal articles..............oooooi 779 57
226  Leadership opportunities forwomen....................... 2171 101
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ARMENIA

Key Indicators

Rank (out of 125). ..ot 61

GDP per capita (PPPUSS) ..., 9,647.49
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .. ..oovieeet e 11.54
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. . ottt et et e e e e ettt 39.95
Population (millions) ... 2.93 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
Enable 3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 25.50 101
31 Formal Education. ... 1772 89
100
90 Enrolment
80 AR Vocational enrolment ... 2191 64
Global ZS Attract 312 Tertiary enrolment. ..o 41.55 50
knowledge skills 0 Quality
30 313 Tertiary education expenditure. . .. 101
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2416 115
321 Quality of management schools.................coooiiin. 2679 100
Vocational and 322 Prevalence of training infirms......................L. 16.89 81
technical skills Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 28.81 90
33 Access to Growth Opportunities .....................o...... 34.63 89
Empowerment
331 Delegation of authority. ..o 33.58 96
Retain 332 Personal rights. ... ... 33.68 94
) Collaboration
® Armenia Income group average 333 Use of virtual social networks. ..., 75
334  Use of virtual professional networks. 81
Score  Rank 33.5  Collaboration within organisations......................... 56
336  Collaboration across organisations ......................... 78
1 ENABLE............... .. ... 48.86 65
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 44.55 81
111 Government effectiveness ..................cooiiiiii... 4144 75
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 50.77 78 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneeeeeaaean 47.40 65
113 Political Stability ... oo 5069 9 4.1 Sustainability ... 30.12 92
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 53.83 55 411 PENSION SYSTEM . ... 30.61 64
105 COMUPLION oo oo 26.03 83 41,2 Social protection ... ....ooi 2713 90
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 74 66 413 Brain retention ... 3262 90
121 COMPELLION INEENSILY v 62 4.2 Lifestyle .o 64.68 48
122 Ease of doing business ... ) ) 4.21 Environmental performance. ... 57.74 56
1.23  Cluster development..........ovueieiiiiii s 89 422 Personalsafety ... 59
124 R&D XPEnditure ... ...oooo oo 513 84 423 Physician density 42
125 ICTinfrastructure. ... 61.58 62 424 SANIALION ..o 66
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 46.05 71
13 Business and Labour Landscape.............ooovveeieaii.. 54.61 55
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 43.86 50
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 50.82 37
132 Easeof redundancy ............coocoiiiiiiiiii 87.50 34 511  Workforce with secondary education ...................... 88.66 6
13.3  Active labour market policies. ... 33.76 77 512 Population with secondary education...................... 58.77 25
134 Labour-employer cooperation ................ccooieiiii... 52.86 38 5.13  Technicians and associate professionals.................... 4196 52
Management Practice 514  Labour productivity peremployee......................... 13.87 74
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 45.69 67 5.2 Employability. . ... 36.90 75
13.6  Relationship of pay to productivity......................... 5218 58 521  Ease of finding skilled employees ... T 37.31 83
5.2.2  Relevance of education system to the economy ........... 40.74 53
5.2.3  Skills matching with secondary education.................. 4017 66
2 ATTRACT e, 72 524  Skills matching with tertiary education..................... 2937 100
2.1 External Openness 83
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 4893 84 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 32.26 44
212 Prevalence of foreign ownership ... 43.55 97 6.1 High-Level Skills . ... 4897 25
Attract People 6.1.1 Workforce with tertiary education......................... 43.80 38
213 MiIgrant StOCK. ... 13.32 49 6.1.2 Population with tertiary education......................... 78.61 3
214 International students..............i 20.56 48 6.1.3  Professionals........ ..o 3848 45
215 Brain gain. ... 88 6.4 Researchers............ ..o n/a n/a
22 Internal Openness 54 6.1.5  Senior officials and managers ... 3452 37
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 4945 46
221 Tolerance of minorities .............. ... ... ............ 4941 51 6.2 Talent Impact......... 74
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 48.65 77 6.2.1 Innovation output 49
223 Social mobility. ... 4043 87 6.2.2  High-value exports...........cooiiiiiiiiii 65
Gender Equality 6.2.3  New product entrepreneurial activity n/a
224 Female graduates ...........coveviiiiiiiiaiii i 73.18 55 6.24  New businessdensity ... 8.34 53
225  Genderearnings gap ... ..ottt 4576 83 6.2.5  Scientific journal articles..............oooooi 7.09 59
226  Leadership opportunities forwomen....................... 53.65 44
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COUNTRY PROFILES

AUSTRALIA

Key Indicators

Rank (out of 125). ..ot 1 2

GDP per capita (PPPUSS) ..., 47,046.67
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovvveeeeeee i 1,323.42
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 71.08
Population (millions) ... 24.60 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiiiiiitiienineennsesnscenasenascnnncnns 74.00 10
Enable .
31 Formal Education. ... 73.75 1
;go Enrolment
80 AR Vocational enrolment ... 7796 9
Global 60 Attract 312 Tertiéry enrolment. ... 100.00 1
knowledge skills ig Quality
30 313 Tertiary education expenditure. . .. 25
ig 314 Reading, maths, and science ... 18
315 University ranking ... 5
32 Lifelong Learning. .......oooi i 17
321 Quality of management schools.................coooiiin. 16
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 20
technical skills o
33 Access to Growth Opportunities .....................o...... 17
Empowerment
331 Delegation of authority. ..o 85.44 9
Retain 332 Personal rights. ... ... 94.58 9
) Collaboration
® Australia Income group average 333 Use of virtual social networks. ..., 28
334  Use of virtual professional networks. 9
Score  Rank 33.5  Collaboration within organisations ......................... 23
336  Collaboration across organisations ......................... 42
1 ENABLE............... .. ....76.10 19
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 82.54 14
111 Government effectiveness ..................cooiiiiii... 84.37 14
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 64.68 39 4 RETAIN....coviviiiiiinnnnnnns Cereeeienereeeenaeas 81.54 12
113 Political Stability ... 19 4.1 Sustainability ... 15
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 5 411 Pen§ion system ............................................. 15
105 COMUPLION oo oo 13 41,2 Social protection ... ....ooi 14
1.2 Market Landscape.............oooiiiii 20 413 B.rain TELENTION .o 22
121 COMPELLION INEENSILY - vveeee e 6 4.2 Lifestyle . 13
122 Ease of doing business ... ) ) 4.21 Environmental performance 21
1.23  Clusterdevelopment.......coooviiiiiiiiiiiiii e 48 422 Personal safety ... 13
124 R&Dexpenditure....... ..ot 19 423 Physician density 21
125 ICTinfrastructure. ... ..o 23 424 SANIALION ..o 1
1.26  Technology utilisation..............ooviiiiiiiainiii. 24
13 Business and Labour Landscape.............ooovveiieiiit 74.62 20
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..61.40 21
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 51.83 33
132 Easeof redundancy ............cooooiiiiiiiiii 87.50 34 511  Workforce with secondary education ...................... 5292 44
13.3  Active labour market policies..................ooo 7132 22 512 Population with secondary education...................... 41,65 48
1.34  Labour-employer cooperation ...............c.covviiiii. 3943 67 513  Technicians and associate professionals.................... 5714 29
Management Practice 514  Labour productivity peremployee......................... 55.58 14
1.3.5  Professional management. .............ooiiiiiiiaiii.. 93.66 6 5.2 Employability. . ... 7097 20
13.6  Relationship of pay to productivity......................... 66.83 29 521  Ease of finding skilled employees ... T 78.35 16
5.2.2  Relevance of education system to the economy ........... 71.63 16
523  Skills matching with secondary education.................. 63.81 23
2 ATTRACT oo, 8 524  Skills matching with tertiary education..................... 70.09 24
2.1 External Openness 9
Attract Business
AN FDI'and technology transfer..................ocoiio.. 73.04 26 6 GLOBAL KNOWLEDGE SKILLS .........covuiennnnn 58.95 8
212 Prevalence of foreign ownership ... 84.04 14 6.1 High-Level Skills ... 61.76 "
Attract People 6.1.1 Workforce with tertiary education......................... 58.31 21
213 MIgrant StoCK. ... 59.37 12 6.1.2  Population with tertiary education ........................ 64.86 7
214 International students..............i 88.13 9 6.1.3  Professionals........ ..o 5899 16
205 Brain QaiN. . 16 6.04  Researchers............ ..o 5498 17
22 Internal Openness 10 6.1.5  Senior officials and managers ... 66.67 8
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 66.76 16
221 Tolerance of MiNOIties ............ovviiiiiiia i, 67.06 23 6.2 Talent Impact......... 8
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 90.54 8 6.2.1 Innovation output 30
223 Social mobility. ... 9236 6 622 High-value exports. ... 2682 30
Gender Equality 6.23  New product entrepreneurial activity ...................... 44.67 29
224 Femalegraduates ... 7499 52 6.24  New business density ............coooiiiiiiiiiiii... 7470 6
225  Genderearnings gap ... ..ottt 55.08 53 6.2.5  Scientific journal articles................cooi 83.18 3
226  Leadership opportunities forwomen....................... 63.84 24
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COUNTRY PROFILES

AUSTRIA

Key Indicators

Rank (out of 125). ..ot 1 8

GDP per capita (PPPUSS) ..., 52,557.48
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 416.60
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 68.31
Population (millions) ... 8.81 GTCI score (income group average) ...................o..... 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiiiiiiiiiinenineeneresnssennsenascnnncnans 65.71 17
31 Formal Education. ... 59.61 "
Enrolment
AR Vocational enrolment ... 7334 1
Global Attract 312 Tertiéry enrolment. . ... 68.28 10
knowledge skills Quality
313 Tertiary education expenditure. . .. 12
314 Reading, maths, and science ... 24
315 University ranking ... 27
32 Lifelong Learning. .......oooi i 20
321 Quality of management schools.................coooiiin. 27
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 16
technical skills o
33 Access to Growth Opportunities .....................o...... 19
Empowerment
331 Delegation of authority. ..o 76.35 19
Retain 332 Personal rights. ... ... 95.21 6
) Collaboration
® Austria [ncome group average 333 Useof virtual social networks. ... 61
334  Use of virtual professional networks. 51
Score  Rank 33.5  Collaboration within organisations ......................... 13
336  Collaboration across organisations ......................... 23
1 ENABLE............... ... 78.62 15
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 79.73 17
111 Government effectiveness ..................cooiiiiii... 82.63 15
112 Business-government relations. ... . 03 B 4 RETAIN. ..o B 88.20 3
113 Political Stability ... oooo e 25 4.1 Sust§|nab\\|ty ............................................... 84.36 8
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 17 411 Pengon system ............................................. 93.88 6
105 COMUPLION oo oo 15 4.1.2  Social Protection ... ..oooii 97.17 2
1.2 Market Landscape.............oooiiiii 1 413 B.rain TELENTION .o 6202 34
121 COMPELLION INEENSILY v 16 4.2 Lifestyle . 92.05 1
122 Ease of doing business ... ) 19 4.21 Environmental performance. ... 8591 8
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 16 422 Personal safety ... 7
124 R&Dexpenditure....... ..ot 6 423 Physician density 2
125 ICTinfrastructure. ... 14 424 SANIALION ..o 1
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 19
13 Business and Labour Landscape.............ooovveeieaii.. 7598 19
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..69.96 9
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 70.25 6
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 70.45 22
13.3  Active labour market policies. ... 93.15 3 512 Population with secondary education...................... 71.04 12
1.34  Labour-employer cooperation ..............cooviiiiiiin. 79.85 12 5.13  Technicians and associate professionals.................... 85.27 6
Management Practice 514  Labour productivity peremployee......................... 54.24 16
1.3.5  Professional management. .............ooiiiiiiiaiii.. 77.00 24 5.2 Employability. . ... 69.67 22
13.6  Relationship of pay to productivity......................... 66.86 28 521  Ease of finding skilled employees ... T 76.32 18
5.2.2  Relevance of education system to the economy ........... 5040 42
523  Skills matching with secondary education.................. 72.37 13
2 ATTRACT e, 21 524  Skills matching with tertiary education..................... 79.56 18
21 External Openness 15
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 64.22 44 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 43.80 25
21.2  Prevalence of foreign ownership .................cooooen.. 71.02 38 6.1 High-Level Skills.................... 4795 27
Attract People 6.1.1 Workforce with tertiary education......................... 5047 29
213 MiIgrant StOCK. ... 39.17 18 6.1.2 Population with tertiary education......................... 43.80 30
214 International students..............i 8238 10 6.1.3  Professionals........ ..o 4747 32
205 Brain QaiN. . 38 6.04  Researchers............ ..o 62.48 12
22 Internal Openness 22 6.1.5  Senior officials and managers ... 2738 47
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 56.07 34
221 Tolerance of minorities ..., 68.24 21 6.2 Talent Impact......... 28
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 77.03 22 6.2.1 Innovation output 27
223 Social mobility. ... 83.99 14 6.2.2  High-value exports...........cooiiiiiiiiii 28
Gender Equality 6.2.3  New product entrepreneurial activity 13
224 Femalegraduates ...........cooiiiiiiiiiiii 67.55 71 6.24  New business density ..o 2.84 77
225  Genderearnings gap ... ..ottt 4313 86 6.2.5  Scientific journal articles................cooi 56.23 17
226  Leadership opportunities forwomen....................... 50.20 48
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COUNTRY PROFILES

AZERBAIJAN

Key Indicators

Rank (out of 125). ..ot 43 GDP per capita (PPPUSS) ..., 17,398.16
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .....ouviuiiiii i 40.75
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. « vttt et et e et e e 45.94
Population (millions) ... 9.86 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 31.41 81
Enable .
31 Formal Education. ... 13.59 99
;go Enrolment
80 AR Vocational enrolment ... n/a  n/a
Global Zg Attract 312 Tertiary enrolment..........ooiiiiii i 21.85 82
knowledge skills ™ Quality
30 313 Tertiary education expenditure. . .. 99
ig 314 Reading, maths, and science ... n/a
315 University ranking ... . 72
32 Lifelong Learning. .......oooi i . 73
321 Quality of management schools.................coooiiin. . 67
. 322 Prevalence of training infirms......................L. . 73
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR E 46
33 Access to Growth Opportunities .....................o...... . 49
Empowerment
331 Delegation of authority. ..o 4997 50
Retain 332 Personal rights. ... ..o 386 122
. Collaboration
® Azerbaijan Income group average 333 Useof virtual social networks. ... . 24
334  Use of virtual professional networks. 96
Score  Rank 335  Collaboration within organisations ......................... . 26
336  Collaboration across organisations ......................... : 19
1 ENABLE............... .. ... 54.21 48
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 41.39 89
111 Government effectiveness ..................cooiiiiii... 4119 76
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 5960 62 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 60.25 M
103 Political Stability ..+ vvoooe o , 102 4.1 Sustainability ... 5299 37
114 REGUIATONY QUAIILY oo ) 35 411 PENSION SYSTEM . ... 33.67 59
105 COMUBLION v oo . » 41,2 Social protection ... ....ooi 58.27 33
1.2 Market Landscape. .. ....oovoii . 52 413 Brainretention ... 67.04 2
121 COMPELION INEENSIEY .+ v ee e : 99 4.2 Lifestyle . 67.51 43
122 Ease of doing business ... N N _ 5> 4.21 Environmental performance. ... 58.18 52
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 33 422 Personalsafety ... T a ) 52
124 R&D XPEnditure .......oooo oo 452 86 423 Physician density 26
125 ICTINfrastruCture. ..ot 62.85 60 424 SANIAtION ... : /1
1.26  Technology utilisation..............ooviiiiiiiainiii. 63.33 42
13 Business and Labour Landscape.............ooovveiieiiit 69.08 29
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 60.05 25
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 58.00 27
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511  Workforce with secondary education ...................... 89.30 5
13.3  Active labour market policies. ... 62.65 32 512 Population with secondary education...................... 8345 4
134 Labour-employer cooperation ................ccooieiiii... 58.77 30 5.13  Technicians and associate professionals.................... 41.07 56
Management Practice 514  Labour productivity peremployee......................... 18.16 65
1.3.5  Professional management. .............ooiiiiiiiaiii.. 55.01 43 5.2 Employability. . ... 62.09 26
13.6  Relationship of pay to productivity......................... 75.56 14 521  Ease of finding skilled employees ... T 67.76 30
5.2.2  Relevance of education system to the economy ........... 54.73 33
523  Skills matching with secondary education.................. 65.81 20
2 ATTRACT weneeennen, . .47 44 524  Skills matching with tertiary education..................... 60.08 36
2.1 External Openness 42
Attract Business
211 FDI'and technology transfer..................ocoiio.. 7199 28 6 GLOBAL KNOWLEDGE SKILLS ......ccovvvvinnnnn. 22.37 68
212 Prevalence of foreign ownership .......................... 66.84 45 6.1 High-Level Skills.................... 36.98 43
Attract People 6.1.1 Workforce with tertiary education......................... 40.57 43
213 MIgrant stock. ... 531 72 6.1.2  Population with tertiary education ........................ 41.26 33
214 International StUAENTS ..ot 10.00 65 6.1.3  Professionals............ooooiiiii 33.99 50
215 Braingain.....ooo . 17 614 Researchers....................... n/a  n/a
22 Internal Openness 61 6.1.5  Senior officials and managers ... 6.55 99
Social Inclusion 6.1.6  Availability of scientists and engineers 23
221 Tolerance of MiNOrties ............oooiiiiiiiiiiis 3647 70 6.2 Talent Impact......... L . . 105
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 48.65 77 6.2.1 Innovation output 85
223 Social mobility. ... 5166 56 622 High-value exports.............oooiiii 378 95
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ... 68.79 69 6.24  New businessdensity ..................cocoi 492 68
225  Genderearnings gap ... ..ottt 3728 101 6.2.5  Scientific journal articles..............oooooi 191 82
226  Leadership opportunities forwomen....................... 57.36 34
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COUNTRY PROFILES

BAHRAIN

Key Indicators

Rank (out of 125). ..ot 40

GDP per capita (PPPUSS) ..., 47,526.90
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 35.31
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. . ottt et et e e e e ettt 48.45
Population (millions) ... 1.49 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 43.37 39
Enable .
31 Formal Education. ... 19.68 80
;go Enrolment
80 AR Vocational enrolment ... 13.82 82
Global :Z Attract 312 Tertiéry enrolment. . ... 37.82 58
knowledge skills s Quality
30 313 Tertiary education expenditure. . .. 86
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 67
32 Lifelong Learning. .......oooi i 25
321 Quality of management schools.................coooiiin. 32
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 25
technical skills o
33 Access to Growth Opportunities .....................o...... 45
Empowerment
331 Delegation of authority. ..o 56.02 35
Retain 332 Personal rights. ... ... 14.55 112
. Collaboration
® Bahrain [ncome group average 333 Useof virtual social networks. ... 16
334  Use of virtual professional networks. 30
Score  Rank 33.5  Collaboration within organisations ......................... 28
336  Collaboration across organisations ......................... 37
1 ENABLE............... .. ....62.13 33
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 55.01 49
111 Government effectiveness ..................cooiiiiii... 53.10 50
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 8747 10 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 52.99 57
113 Political Stability . .........eovs e 4468 101 41 Sustainability. 45
114 REGUIALOTY QUAIILY . .+ v veeeeee oo ) 411 Pen§ion system ............................................. 78
105 COMUPLION oo oo 30 41,2 Social protection ... ....ooi 26
1.2 Market Landscape.............oooiiiii 35 413 B.rain TELENTION .o 30
121 COMPELLION INEENSILY - vveeee e 58 4.2 Lifestyle . 68
122 Ease of doing business ... ) 60 4.21 Environmental performance 78
1.23  Clusterdevelopment.......coooviiiiiiiiiiiiii e 23 422 Personal safety ... 63
124 R&D XPEnditure .......oooo oo 203 102 423 Physician density 86
125 ICTinfrastructure. ... ..o 8219 20 424 SANIALION ..o 1
1.26  Technology utilisation..............ooviiiiiiiainiii. 69.79 32
13 Business and Labour Landscape.............ooovveiieiiit 71.85 23
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..42.75 52
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 21.51 92
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511  Workforce with secondary education ...................... 10.50 104
13.3  Active labour market policies..................ooo 67.27 26 512 Population with secondary education....................... 2.71 102
1.34  Labour-employer cooperation ...............c.covviiiii. 68.26 21 513  Technicians and associate professionals.................... 26.79 76
Management Practice 514  Labour productivity peremployee......................... 46.03 26
1.3.5  Professional management. .............ooiiiiiiiaiii.. 60.47 33 5.2 Employability. . ... 63.99 24
13.6  Relationship of pay to productivity......................... 72.61 22 521  Ease of finding skilled employees ... T 66.95 32
5.2.2  Relevance of education system to the economy ........... 60.78 23
5.2.3  Skills matching with secondary education.................. 5592 34
2 ATTRACT oo, 12 524  Skills matching with tertiary education..................... 7231 22
2.1 External Openness 8
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 69.11 34 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 19.34 78
212 Prevalence of foreign ownership ... 82.65 17 6.1 High-Level Skills ... 28.01 63
Attract People 6.1.1 Workforce with tertiary education......................... 14.29 92
213 MIgrant StoCK. ... 100.00 1 6.1.2  Population with tertiary education ........................ 3090 52
214 International students..............i 63.50 12 6.1.3  Professionals........ ..o 19.66 78
205 Brain gain. ... 21 6.04  Researchers............ ..o 4.39 69
22 Internal Openness 26 6.1.5  Senior officials and managers ... 21
Social Inclusion 6.1.6  Availability of scientists and engineers 43
221 Tolerance of minorities ..., 2235 96 6.2 Talent Impact......... 89
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 78.38 21 6.2.1 Innovation output 73
223 Social mobility. ... 74.30 24 6.2.2  High-value exports...........ccoiiiiiiiiii 1.90 107
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224  Female graduates ...........c..oiiiiiiiiii 85.46 21 6.24  New business density .........c.c.ooiiiiiiiiiii s n/a n/a
225  Genderearnings gap ... ..ottt 50.90 71 6.2.5  Scientific journal articles..............oooooi 5.62 65
226  Leadership opportunities forwomen....................... 7147 19
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COUNTRY PROFILES

BANGLADESH

Key Indicators

Rank (out of 125). ..ot 1 1 8 GDP per capita (PPPUSS) ..., 3,868.82
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. .ovveeeeeee i 249.72
Regional group..................... Central and Southern Asia GTCLSCOTE. « vttt et e et e e et e e 22.73
Population (millions) ... 164.67 GTCI score (income group average) .................c.oo.... 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiiiiiiiiinenineennsesnscenasenascnnnenns 18.45 122
Enable .
31 Formal Education. ... 10.71 108
;go Enrolment
80 301 Vocational enrolment ....... ... 8.21 92
Global Zg Attract 312 Tertiary enrolment..........ooiiiiii i 13.67 91
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 93
ig 314 Reading, maths, and science ... n/a
315 University ranking ... . 70
32 Lifelong Learning. .......oooi i 2359 118
321 Quality of management schools.................coooiiin. 2776 98
. 322 Prevalence of training infirms......................L. 24.41 71
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 18.60 12
33 Access to Growth Opportunities .....................o...... 21.06 119
Empowerment
331 Delegation of authority. ..o 2930 106
Retain 332 Personal rights. ... ... 2700 100
Collaboration
® Bangladesh Income group average 333 Useof virtual social networks. ... . m
334  Use of virtual professional networks. 114
Score  Rank 33.5  Collaboration within organisations ......................... . 17
33.6  Collaboration across organisations .......................... 908 116
1 ENABLE............... .. ....38.81 102
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3166 112
111 Government effectiveness ..................cooiiiiii... 28.04 104
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 4973 33 4 RETAIN....coviiiiiiiiinnnnnnnns eeeeeeeeeiaeeaaes 22.00 116
113 Political SEAbIlIty . .~ veooeee o 3588 1 4.1 Sustainability ... 15.22 119
114 REGUIATONY QUAIILY oo 2871 m 411 PENSION SYStEM. ... 1.02 107
105 COMUBLION v oo 1644 109 4.1.2  Social Protection ... ... 823 121
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 3592 101 413 Brain retention ... 3641 81
121 COMPELION INEENSIEY .+ v ee e . 7 4.2 Lifestyle . 2878 108
122 Ease of doing business ... N N _ 122 4.21 Environmental performance. ... 355 123
1.23  Cluster development..........ovueieiiiiii s . 62 422 Personal safety e v 66
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a 423 Physician density ... 728 97
125 ICTinfrastructure. ... ] n 424 SANITATION .. 43.01 105
1.26  Technology utilisation..............ooviiiiiiiainiii. . 90
13 Business and Labour Landscape.............ooovveiieaiit. 48.86 74
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 19.26 116
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 1010 110
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 18.00 98
13.3  Active labour market policies. ... 2429 103 512 Population with secondary education........................ n/a n/a
134 Labour-employer cooperation ................ccooieiiii... 38.55 70 513  Technicians and associate professionals..................... 759 106
Management Practice 514 Labour productivity peremployee.................ooooii. 4.72 90
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3793 83 5.2 Employability. . ... 2841 102
13.6  Relationship of pay to productivity......................... 4236 75 521  Ease of finding skilled employees ... T 31.56 99
5.2.2  Relevance of education system to the economy ........... 2933 78
523  Skills matching with secondary education.................. 2364 113
2 ATTRACT weeeeeneen, . 27 122 524  Skills matching with tertiary education..................... 2912 101
2.1 External Openness 116
Attract Business
211 FDI'and technology transfer..................ocoiio.. 4006 102 6 GLOBAL KNOWLEDGE SKILLS .....covvvinviinnnnnns 9.88 103
21.2  Prevalence of foreign ownership .................cooooen.. 42,51 99 6.1 High-Level Skills ... 16.18 93
Attract People 6.1.1 Workforce with tertiary education...................ooo 767 102
213 MIGrant StOCK. ... ... 1.74 100 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International StUDENTS . .......ooiioii 037 101 6.1.3  Professionals............ooooiiiii 12.36 96
215 Braingain.....ooo . 93 614 Researchers....................... n/a  n/a
22 Internal Openness 120 6.1.5  Senior officials and managers ... 9.52 90
Social Inclusion 6.1.6  Availability of scientists and engineers 74
221 Tolerance of minorities .............. ... ... ............ 10.59 m 6.2 Talent Impact......... L . . 1n7
222 Tolerance of IMMIGrants. .........ooovuiiiieiiiaiii o, 74.32 29 6.2.1 Innovation output 102
223 Social mobility. ... 46.71 73 6.2.2  High-value exports...........ccoiiiiiiiiii 0.54 nz
Gender Equality 6.2.3  New product entrepreneurial activity ....................... 2.67 85
224 Female graduates ...............ooiii 000 105 6.24  New businessdensity ..................cocoi 0.39 95
225  Genderearnings gap ... ..ottt 39.67 94 6.2.5  Scientific journal articles..............oooooi 0.58 101
226  Leadership opportunities forwomen....................... 2798 91
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COUNTRY PROFILES

BELGIUM

Key Indicators

Rank (out of 125). ..ot 17

GDP per capita (PPPUSS) ..., 47,561.03
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 492.68
Regionalgroup........ ... ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 68.48
Population (millions) ... 11.37 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .t iiiiiiiiiinenineenneesnscenasenassnnncnns 74.75 8
Enable .
31 Formal Education. ... 64.19 5
;go Enrolment
80 AR Vocational enrolment ... 94.26 2
Global a0 Attract 312 Tertiéry enrolment. . ... 60.94 20
knowledge skills ig Quality
30 313 Tertiary education expenditure. . .. 21
ig 314 Reading, maths, and science ... 17
315 University ranking ... 15
32 Lifelong Learning. .......oooi i 5
321 Quality of management schools.................coooiiin. 5
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 15
technical skills o
33 Access to Growth Opportunities .....................o...... 15
Empowerment
331 Delegation of authority. ..o 8141 12
Retain 332 Personal rights. ... ... 89.78 19
. Collaboration
® Belgium Income group average 333 Use of virtual social networks. ..., 19
334  Use of virtual professional networks. 14
Score  Rank 33.5  Collaboration within organisations ......................... 15
336  Collaboration across organisations ......................... 21
1 ENABLE............... .. ....75.14 21
11 Regulatory Landscape. .........oooueeiiiiiiiiia i 72.50 24
111 Government effectiveness ..................cooiiiiii... 78.16 22
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 4790 36 4 RETAIN....coviviiiiiinnnnnnns Cereeesiarttnssenaned 80.81 14
113 Political Stability ... M 4.1 Sustainability ... 83.18 n
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 20 411 Pen§ion system ............................................. 90.82 15
105 COMUPLION oo oo 15 41,2 Social protection ... ....ooi 96.34 5
1.2 Market Landscape.............oooiiiii 16 413 B.rain TELENTION .o 6239 32
121 COMPELLION INEENSILY v 9 4.2 Lifestyle . 7844 22
122 Ease of doing business ... ) 47 4.21 Environmental performance. ... 83.26 15
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 17 422 Personal safety ... 28
124 R&Dexpenditure ....... ..ot 1 423 Physician density 36
125 CTinfrastructure. .o 19 424 SANITATION .. 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 25
13 Business and Labour Landscape.............ooovveeieaii.. 77.85 17
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 64.54 15
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 55.12 29
132 Easeofredundancy ..............oooiiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 52.61 47
133 Active labour market policies............................... 7298 20 512  Population with secondary education...................... 46.79 38
1.34  Labour-employer cooperation ..............cooviiiiiiin. 51.89 4 513  Technicians and associate professionals.................... 59.82 24
Management Practice 514  Labour productivity peremployee......................... 61.27 10
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 86.74 14 5.2 Employability. . ... 7395 17
13.6  Relationship of pay to productivity......................... 66.51 30 521  Ease of finding skilled employees ... T 71.79 25
5.2.2  Relevance of education system to the economy ........... 7214 15
523  Skills matching with secondary education.................. 70.33 17
2 ATTRACT e, 19 524  Skills matching with tertiary education..................... 81.53 14
2.1 External Openness 16
Attract Business
PAR FDI and technology transfer.............ccoooieiiieaon. 78.29 17 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuvinnnnnnn 50.71 18
21.2  Prevalence of foreign ownership .................oooenn. 91.94 6 6.1 High-Level Skills.................... 5715 14
Attract People 6.1.1 Workforce with tertiary education......................... 64.57 13
213 MIgrant StoCK. . ..ot 22.81 37 6.1.2 Population with tertiary education......................... 52.80 18
214 International students..............i 56.31 13 6.1.3  Professionals........ ..o 65.45 11
205 Brain QaiN. . 28 6.1.4  Researchers..................ccociiiiiiii 5734 15
22 Internal Openness 19 6.1.5  Senior officials and managers ... 48.81 18
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 5391 40
221 Tolerance of MiNOIties ............ooiiiiiiii i, 63.53 27 6.2 Talent Impact......... 19
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 7297 30 6.2.1 Innovation output 22
223 Social mobility. ... 78.89 19 6.2.2  High-value exports...........cooiiiiiiiiii 22.75 36
Gender Equality 6.23  New product entrepreneurial activity ...................... 66.34 10
224 Femalegraduates ... 79.19 37 6.24  New business density ............coooiiiiiiiiiiii... 17.88 32
225  Genderearnings gap ... ..ottt 5795 46 6.2.5  Scientific journal articles................cooi 5775 15
226  Leadership opportunities forwomen....................... 56.54 37
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COUNTRY PROFILES

BHUTAN

Key Indicators

Rank (out of 125). ..ot 8 3 GDP per capita (PPPUSS) ..., 9,560.77
Income group . .......ooiiiiiiiiiiia Lower-middle income GDP (US$ billions) .« .o oeeee ettt 2.51
Regional group..................... Central and Southern Asia GTCI SCOTE. vttt ettt ettt e e 34.62
Population (millions) ... 0.81 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . .iiitiiiiiiiienineennsesnseenssenascnnsennn 29.29 86
Enable .
31 Formal Education. ....... ..o 6.40 17
;go Enrolment
80 AR Vocational enrolment ... 409 101
Global ZS Attract 312 Tertiéry eNrolMent. . ...oo 8.04 99
knowledge skills " Quality
30 313 Tertiary education expenditure. . .. 85
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 40.29 67
321 Quality of management schools.................coooiiin. 45.79 51
. 322 Prevalence of training infirms......................L. 29.82 58
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 45.27 49
33 Access to Growth Opportunities .....................o...... 4118 62
Empowerment
331 Delegation of authority. ..o 50.72 47
Retain 332 Personal rights. ... ... 55.94 69
Collaboration
® Bhutan Income group average 333 Use of virtual social networks. ..., . 99
334  Use of virtual professional networks. 72
Score  Rank 33.5  Collaboration within organisations......................... . 57
336  Collaboration across organisations ......................... . 49
1 ENABLE............... .. ... 58.23 4
11 Regulatory Landscape. .........oooueeiiiiiiiiia i 61.31 44
111 Government effectiveness ..................cooiiiiii... 57.32 44
112 Business-government relations. ... . 6004 58 4 RETAIN. ..o B Y 43.42 75
113 Political Stability ... oo 8750 15 4.1 Sust§|nab\\|ty ............................................... 39.02 68
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 318 105 411 Pengon system ............................................. 12.24 84
105 COMUPLION oo oo 69.86 24 41,2 Social protection ... ....ooi 48.20 44
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 4478 72 413 Brain retention ... 266236
121 COMPELLION INEENSILY v 5487 100 4.2 Lifestyle . 47.81 88
122 Ease of doing business ... B B ) 67 4.21 Environmental performance. ... 3299 101
1.23  Clusterdevelopment........oooviiiiiiiiiiii e X 72 422 Personal safety T v 19
124 R&Dexpenditure.........oooiiiiiiiii i n/a 423 Physician density ... 582101
125 CTinfrastructure. .o . %8 424 SANITATION .. 60.22 96
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. . 93
13 Business and Labour Landscape.............ooovveeieaii.. 68.59 31
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..30.02 92
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 1151 108
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 19.36 97
13.3  Active labour market policies. ... 61.51 35 512 Population with secondary education....................... 0.00 106
1.34  Labour-employer cooperation ..............cooviiiiiiin. 63.48 27 5.13  Technicians and associate professionals.................... 15.18 93
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 52.02 55 5.2 Employability. . ... 48.53 50
13.6  Relationship of pay to productivity......................... 59.52 45 521  Ease of finding skilled employees ... T 36.77 86
5.2.2  Relevance of education system to the economy ........... 57.26 29
5.2.3  Skills matching with secondary education.................. 4733 53
2 ATTRACT e, 82 524  Skills matching with tertiary education..................... 5273 47
2.1 External Openness 89
Attract Business
PAR FDI and technology transfer.............ccoooieiiieaon. 3914 106 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnns 6.90 119
212 Prevalence of foreign ownership ... 21.21 121 6.1 High-Level Skills . ... 13.00 103
Attract People 6.1.1 Workforce with tertiary education...................ooo 708 105
213 MiIgrant StOCK. ...t 13.25 50 6.1.2 Population with tertiary education....................oo.. 594 94
214 International StUdeNnts.... ...t n/a n/a 6.1.3  Professionals........ ..o . 72
205 Brain QaiN. . X 46 6.14  Researchers...................oociiiiiii n/a
22 Internal Openness 65 6.1.5  Senior officials and managers ... . 87
Social Inclusion 6.1.6  Availability of scientists and engineers 111
221 Tolerance of minorities .............. ... ... ............ 25.88 89 6.2 Talent Impact......... L . X 122
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 5811 59 6.2.1 Innovation output n/a
223 Social mobility. ... 6706 30 622 High-value exports.............oooiiii 004 120
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ... 1492 100 6.24  New business density ..o 0.39 95
225  Genderearnings gap ... ..ottt 4839 79 6.2.5  Scientific journal articles..............oooooi 1.96 81
226  Leadership opportunities forwomen....................... 80.47 10
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COUNTRY PROFILES

BOSNIA AND HERZEGOVINA

Key Indicators

Rank (out of 125). ..ot 8 6

GDP per capita (PPPUSS) ..., 12,875.97
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .. ..oovieeet e 18.17
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 33.97
Population (millions) ... 3.51 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiitiiiiiiienineennsesnssenasenassnnnennn 36.79 63
Enable .
31 Formal Education. ... 50.21 25
100
90 Enrolment
80 AR Vocational enrolment ... 79.31 7
Global ZS Attract 312 Tertiéry eNnrolMent. . ... n/a n/a
knowledge skills sg Quality
313 Tertiary education expenditure. . .. n/a
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 52
32 Lifelong Learning. .......oooi i 98
321 Quality of management schools.................coooiiin. 116
. 322 Prevalence of training infirms......................L. 18
Y:;g:i:fi;;llli Grow 323  Employee development.... R R REIEREEEE R LR R ERLERPRERRRE 9.81 123
33 Access to Growth Opportunities .....................o...... 3010 106
Empowerment
331 Delegation of authority. ..o 2829 109
Retain 332 Personal rights. ... ... 45.62 80
. . Collaboration
® Bosnia and Herzegovina [ncome group average 333 Useof virtual social networks. ... 73
334  Use of virtual professional networks. 70
Score  Rank 33.5  Collaboration within organisations ......................... 108
33.6  Collaboration across organisations .......................... 9.86 113
1 ENABLE............... .. ....40.19 94
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 45.20 78
111 Government effectiveness ..................cooiiiiii... 3449 90
112 Business-government relations. ... . o8l 50 4 RETAIN. ..o e 41.97 82
113 Political Stability ... oooo e 5579 8] 4.1 Sust§|nab\\|ty ............................................... 28.90 93
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 4378 78 411 Pengon system ............................................. 7041 33
105 COMUPLION oo oo 3014 70 41,2 Social protection ... ....ooi 1236 117
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 3977 88 413 Brain retention ... 393 124
121 COMPELLION INEENSILY v 4945 110 4.2 Lifestyle . 72
122 Ease of doing business ... ) 78 4.21 Environmental performance 114
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 86 422 Personal safety ... 4
124 R&D XPEnditure .......oooo oo 474 85 423 Physician density 62
125 ICTinfrastructure. ... 5293 71 424 SANIALION ..o 53
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 4272 86
13 Business and Labour Landscape............oooovveiiiiiit. 3561 m
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 38.46 66
131 Ease of NiMNg......ooo 7233 50 5.1 Mid-Level Skills ... 58.31 26
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511  Workforce with secondary education ...................... 91.68 4
13.3  Active labour market policies. ... 2335 105 512 Population with secondary education...................... 7033 13
134 Labour-employer cooperation ................ccooieiiii... 2196 108 5.13  Technicians and associate professionals.................... 4196 52
Management Practice 514  Labour productivity peremployee......................... 29.25 53
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 13.80 123 5.2 Employability. . ... 18.61 18
13.6  Relationship of pay to productivity......................... 1970 120 521  Ease of finding skilled employees ... T 2402 M3
5.2.2  Relevance of education system to the economy ............ 347 2
523  Skills matching with secondary education.................. 30.83 95
2 ATTRACT e, m 524  Skills matching with tertiary education..................... 16.12 119
2.1 External Openness 108
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 40.83 100 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 14.40 95
212 Prevalence of foreign ownership .......................... 4332 98 6.1 High-Level Skills.................... 1919 87
Attract People 6.1.1 Workforce with tertiary education......................... 2413 77
213 MIgrant stock. ... 2.04 97 6.1.2  Population with tertiary education ........................ 15.96 78
214 International students..............i 36.71 29 6.1.3  Professionals........ ..o 28.65 58
205 Brain Qain. .o 766 124 6.04  Researchers............ ..o 4.82 66
22 108 6.1.5  Senior officials and managers ...................oooc 68
Social Inclusion 6.1.6  Availability of scientists and engineers 104
221 Tolerance of minorities ..., 3294 76 6.2 Talent Impact......... 98
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 41.89 87 6.2.1 Innovation output 80
223 Social mobility. ... 23.57 121 6.2.2  High-value exports...........ccoiiiiiiiiii 473 88
Gender Equality 6.23  New product entrepreneurial activity ...................... 10.69 80
224 Femalegraduates ... 7701 45 6.24  New business density ..o 540 65
225  Genderearnings gap ... ..ottt 3297 105 6.2.5  Scientific journal articles..............oooooi 577 64
226  Leadership opportunities forwomen....................... 18.88 109
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COUNTRY PROFILES

BOTSWANA

Key Indicators

Rank (out of 125). ..ot 62 GDP per capita (PPPUSS) ..., 17,354.20
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .« .o oeeee ettt 17.41
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 39.86
Population (millions) ... 2.29 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . tiiiiiiiiiiinenineennresnsssnasenascnnncnns 41.35 49
Enable .
31 Formal Education. ... 38.37 4
;go Enrolment
80 AR Vocational enrolment ... n/a n/a
Global ZS Attract 312 Tertiéry enrolment. . ... 18.67 84
knowledge skills e Quality
30 313 Tertiary education expenditure. . .. 2
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 4449 56
321 Quality of management schools.................coooiiin. 2591 103
. 322 Prevalence of training infirms......................L. 63.98 19
Y:;g:i:fi;;llli Grow 323  Employee development.... P RIERRIERRIERTEEE 43.59 56
33 Access to Growth Opportunities .....................o...... 41.20 61
Empowerment
331 Delegation of authority. ..o 49.77 53
Retain 332 Personal rights. ... ... 65.13 52
Collaboration
® Botswana Income group average 333 Use of virtual social networks. ..., . 94
334  Use of virtual professional networks. 58
Score  Rank 33.5  Collaboration within organisations......................... . 70
336  Collaboration across organisations ......................... . 81
1 ENABLE............... .. ....53.67 49
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 68.00 29
111 Government effectiveness ..................cooiiiiii... 57.82 42
112 Business-government relations. ... . 2020 29 4 RETAIN. ..o BN 37.51 94
113 Political Stability ... oooo e 10 4.1 Sust§|nab\\|ty ............................................... 31.73 85
114 REGUIALOTY QUAIILY . .+ v veeeeee oo ) 47 411 Pengon system ............................................... 714 92
105 COMUPLION oo oo | 30 41,2 Social protection ... ....ooi . 58
1.2 Market Landscape.............oooiiiii X 85 413 B.rain TELENTION .o ' >3
121 COMPELLION INEENSILY v . 71 4.2 Lifestyle . . 94
122 Ease of doing business ... B B ) 73 4.21 Environmental performance 89
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 95 422 Personal safety T v 50
124 R&D Xpenditure .......oovo oo ) 56 423 Physician density . ... 5.87 100
125 CTinfrastructure. .o . 8] 424 SANITATION .. 56.99 98
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. . 92
13 Business and Labour Landscape.............ooovveeieaii.. 52.38 63
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..31.07 85
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 27.69 83
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 2146 93
13.3  Active labour market policies. ... 34.07 76 512 Population with secondary education........................ n/a n/a
134 Labour-employer cooperation ................ccooieiiii... 4230 60 5.13  Technicians and associate professionals.................... 3393 62
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. .............ooiiiiiiiaiii.. 55.22 42 5.2 Employability. . ... 3445 83
13.6  Relationship of pay to productivity......................... 3270 101 521  Ease of finding skilled employees ... T 40.60 76
5.2.2  Relevance of education system to the economy ........... 34.24 69
523  Skills matching with secondary education.................. 2865 101
2 ATTRACT oo, 35 524  Skills matching with tertiary education..................... 3433 88
2.1 External Openness 55
Attract Business
PAR FDI and technology transfer.............ccooooiiieaans 48.04 85 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 22.47 67
212 Prevalence of foreign ownership ... 74.51 31 6.1 High-Level Skills . ... 17.89 91
Attract People 6.1.1 Workforce with tertiary education......................... 23.67 80
213 MIgrant stoCK. . ..o 14.88 47 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International students..............i 1347 62 6.1.3  Professionals........ ..o 17.42 84
205 Brain QaiN. . . 36 6.04  Researchers............ ..o 2.09 79
22 Internal Openness 21 6.1.5  Senior officials and managers ... . 66
Social Inclusion 6.1.6  Availability of scientists and engineers 96
221 Tolerance of minorities ..., 55.29 42 6.2 Talent Impact......... L . . 48
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 66.22 44 6.2.1 Innovation output 104
223 Social mobility. ... 54.39 48 6.2.2  High-value exports...........ccoiiiiiiiiii 0.72 115
Gender Equality 6.23  New product entrepreneurial activity ...................... 2875 56
224  Female graduates ..........c.c.oiiiiiiiiiii 77.28 44 6.24  New business density ..........c.ooieiiiiiiiiiiiis 8848 2
225  Genderearnings gap ... ..ottt 84.11 4 6.2.5  Scientific journal articles..............oooooi 392 74
226  Leadership opportunities forwomen....................... 53.00 45
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COUNTRY PROFILES

BRAZIL

Key Indicators

Rank (out of 125). ..ot 72

GDP per capita (PPPUSS) ..., 15,483.54
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....ouvvuiiniiiiii i 2,055.51
Regional group............... Latin America and the Caribbean GTCI SCOTE. vttt ettt ettt e e 37.57
Population (millions) ... 209.29 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiiiiiiiiienineennsesnseenasenascnnncnns 39.75 54
Enable .
31 Formal Education. ... 29.08 62
;go Enrolment
80 AR Vocational enrolment ... 7.86 93
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 4115 51
knowledge skills 2 Quality
30 313 Tertiary education expenditure. . .. 42
ig 314 Reading, maths, and science ... 62
315 University ranking ... 24
32 Lifelong Learning. .......oooi i 63
321 Quality of management schools.................coooiiin. 89
. 322 Prevalence of training infirms......................L. 27
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 57
33 Access to Growth Opportunities .....................o...... 43
Empowerment
331 Delegation of authority. ..o 5096 45
Retain 332 Personal rights. ... ... 68.25 48
. Collaboration
® Brazil Income group average 333 Use of virtual social networks. ..., 34
334  Use of virtual professional networks. 34
Score  Rank 335  Collaboration within organisations ......................... 68
336  Collaboration across organisations ......................... 68
1 ENABLE............... .. ... 46.30 79
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 42.30 85
111 Government effectiveness ..................cooiiiiii... 40.69 79
112 Business-government relations ... 4503 oa 4 RETAIN. ..o B 47.91 63
103 Political Stability ..+ vvoooe o 85 4.1 Sust§|nab\\|ty ............................................... 46.80 52
114 REGUIATONY QUAIILY oo 30 411 Pengon system ............................................. 54.08 47
105 COMUBLION v oo 73 41,2 Social protection ... ....ooi 36.66 69
1.2 Market Landscape..........ooooviiiiiii 54 413 B.rain TRTENLON .o 4967 4
121 COMPELION INEENSIEY .+ v eee e 49 4.2 Lifestyle . 49.01 85
122 Ease of doing business ... _ 102 4.21 Environmental performance. ... 5546 61
1.23  Clusterdevelopment.......coooviiiiiiiiiiiiii e 39 422 Personalsafety ... 115
124 R&Dexpenditure....... ..ot 27 423 Physician density 64
125 ICTinfrastructure. ... 66 424 SANITATION .. 76
1.26  Technology utilisation..............ooviiiiiiiainiii. 56
13 Business and Labour Landscape.............ooovveiieiiit 45.00 86
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..30.73 88
131 Ease of NiMNg......ooo 2233 112 5.1 Mid-Level Skills ... 3736 65
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 56.23 40
13.3  Active labour market policies..................ooo 2545 100 512 Population with secondary education...................... 41.80 47
134 Labour-employer cooperation ................c.ooeeiiii... 28.09 98 5.13  Technicians and associate professionals.................... 35.27 60
Management Practice 514  Labour productivity peremployee......................... 16.13 70
1.3.5  Professional management. .............ooiiiiiiiaiii.. 54.70 46 5.2 Employability. . ... 2410 110
13.6  Relationship of pay to productivity......................... 3940 84 521  Ease of finding skilled employees ... T 34.00 95
5.2.2  Relevance of education system to the economy ............ 8.83 17
523  Skills matching with secondary education.................. 2719 104
2 ATTRACT weneeennen, 80 524  Skills matching with tertiary education..................... 2638 109
2.1 External Openness 97
Attract Business
211 FDI'and technology transfer..................ocoiio.. 62.00 50 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 19.99 76
212 Prevalence of foreign ownership .......................... 5100 88 6.1 High-Level Skills.................... 24.38 73
Attract People 6.1.1 Workforce with tertiary education......................... 2899 67
213 MiIgrant StOCK. ...t 0.58 115 6.1.2 Population with tertiary education......................... 20.37 72
214 International students. ... 1.07 96 6.1.3  Professionals........ ..o 27.81 61
205 Brain Qain. ..o 90 614 Researchers...................... 10.83 51
22 Internal Openness 52 6.1.5  Senior officials and managers ... 2857 45
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 29.67 87
221 Tolerance of MiNOIties ............ovviiiiiiia i, 48.24 53 6.2 Talent Impact......... 73
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 7162 34 6.2.1 Innovation output 69
223 Social mobility. ... 46.02 75 6.2.2  High-value exports...........cooiiiiiiiiii 34
Gender Equality 6.2.3  New product entrepreneurial activity 72
224 Femalegraduates ... 83.20 26 6.24  New business density ..o 0.58 93
225  Genderearnings gap ... ..ottt 49,58 76 6.2.5  Scientific journal articles................cooi 10.23 52
226  Leadership opportunities forwomen....................... 15.20 13
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COUNTRY PROFILES

BRUNEI DARUSSALAM

Key Indicators

Rank (out of 125). ..ot 3 6 GDP per capita (PPPUSS) ..., 78,836.12
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 12.13
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 49.91
Population (millions) ........ ..o 0.43 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiienineensesnssenasenascnnsennn 36.51 65
Enable .
31 Formal Education. ... 2393 73
100
90 Enrolment
80 AR Vocational enrolment ... 22.19 63
Global S Attract 312 Tertiéry enrolment. . ... 24.85 78
knowledge skills Zo Quality
30 313 Tertiary education expenditure. . .. 67
ig 314 Reading, maths, and science ... n/a
315 University ranking ... X 39
32 Lifelong Learning. .......oooi i . 59
321 Quality of management schools.................coooiiin. . 60
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. . 50
technical skills o
33 Access to Growth Opportunities .....................o...... . 59
Empowerment
331 Delegation of authority. ..o 5093 46
Retain 332 Personalrights.... ... n/a  n/a
. Collaboration
@ Brunei Darussalam Income group average 333 Use of virtual social networks. ..., . 32
334  Use of virtual professional networks. 42
Score  Rank 33.5  Collaboration within organisations ......................... X 97
336  Collaboration across organisations ......................... . 80
1 ENABLE............... .. ....65.27 28
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 7411 23
111 Government effectiveness ..................cooiiiiii... 7171 28
112 Business-government relations ... o131 4 RETAIN. ..ot e 56.81 48
103 Political Stability ..+ vvoooe o 93.75 6 4.1 Sust§|nab\\|ty ............................................... 5239 39
114 Regulatory quality.......oooo 61.96 45 A1 Pengon system """"""""""""""""""""""""""""""" 65.31 39
105 COMUBLION v oo 63.01 8 41,2 Social protection ... ....ooi 44.89 51
12 Market LandSCape. .. ...oooooo oo 5636 41 413 Brainretention ... 4699 52
121 COMPELION INEENSIEY .+ v ee e 5500 97 4.2 Lifestyle . 61.22 58
122 Ease of doing business ... N N 7135 5 4.21 Environmental performance. ... 60.24 48
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 3594 70 422 Personal safety ... T v n/a
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a n/a 423 Physician density 69
125 ICTinfrastructure. ... 73.66 37 424 SANIALION ..o : 48
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 45.76 72
13 Business and Labour Landscape............oooovveiiiiiit. 65.33 32
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 60.13 24
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 71.81 4
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 7218 19
13.3  Active labour market policies. ... 50.64 49 512 Population with secondary education........................ n/a n/a
1.34  Labour-employer cooperation ..............cooviiiiiiin. 53.86 37 513  Technicians and associate professionals.................... 7143 16
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 39.25 81 5.2 Employability. . ... 48.46 51
13.6  Relationship of pay to productivity......................... 48.20 63 521  Ease of finding skilled employees ... T 35.35 89
5.2.2  Relevance of education system to the economy ........... 5549 32
523  Skills matching with secondary education.................. 5191 39
2 ATTRACT weeeeeneen, . ... 52, 37 524  Skills matching with tertiary education..................... 51.08 54
2.1 External Openness 49
Attract Business
211 FDI'and technology transfer. ..., 44.60 97 6 GLOBAL KNOWLEDGE SKILLS ......ccovvvvinnnnn. 28.68 51
21.2  Prevalence of foreign ownership .................cooooen.. 4457 95 6.1 High-Level Skills ... 3793 41
Attract People 6.1.1 Workforce with tertiary education......................... 31.75 60
213 MIgrant stoCK. . ..o 52.26 13 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International students..............i 16.12 55 6.1.3  Professionals........ ..o 46.07 34
215 Braingain.....ooo . 39 614 Researchers....................... n/a  n/a
22 Internal Openness 31 6.1.5  Senior officials and managers ... 44.05 23
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 29.85 86
221 Tolerance of MiNOIties ............ovviiiiiiia i, 45.88 54 6.2 Talent Impact......... L . . 61
222 Tolerance of IMMIGrants. ..........oovviiiiaiiiii ., n/a n/a 6.2.1 Innovation output 108
223 Social mobility. ... 59.39 34 6.2.2  High-value exports...........cooiiiiiiiiii 32.54 21
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Female graduates ..............c.oiiiii 88.87 15 6.24  New business density ............coooiiiiiiiiiiii... 11.90 42
225  Genderearnings gap ... ..ottt 5496 54 6.2.5  Scientific journal articles................cooi 20.24 4
226  Leadership opportunities forwomen....................... 60.22 29
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COUNTRY PROFILES

BULGARIA

Key Indicators

Rank (out of 125). ..ot 5 4

GDP per capita (PPPUSS) ..., 20,329.34
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....ouviuiiiii i 56.83
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 42.72
Population (millions) ... 7.08 GTCI score (income group average) ...................o..... 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiiiiiiiiienineennsesnssenasenassnnsennn 36.93 62
Enable .
31 Formal Education. ... 391 40
;go Enrolment
80 AR Vocational enrolment ... 61.45 18
Global ZS Attract 312 Tertiéry enrolment. . ... 58.19 22
knowledge skills S Quality
30 313 Tertiary education expenditure. . .. 82
ig 314 Reading, maths, and science ... 43
315 University ranking ... 62
32 Lifelong Learning. .......oooi i 92
321 Quality of management schools.................coooiiin. 20.72 m
. 322 Prevalence of training infirms......................L. 51.85 26
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 1914 111
33 Access to Growth Opportunities .....................o...... 41.12 63
Empowerment
331 Delegation of authority. ..o 3422 93
Retain 332 Personal rights. ... ... 64.05 53
) Collaboration
® Bulgaria Income group average 333 Use of virtual social networks. ..., 67
334  Use of virtual professional networks. 56
Score  Rank 33.5  Collaboration within organisations......................... 84
336  Collaboration across organisations ......................... 64
1 ENABLE............... .. ... 50.82 56
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 50.27 60
111 Government effectiveness ..................cooiiiiii... 52.36 51
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 3311 14 4 RETAIN....coviviiiiiinnnnnnns Cereeeieneeeeeenaean 57.43 47
113 Political Stability ... 63 4.1 Sustainability ... 4316 59
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 40 411 PENSION SYSTEM . ... 78.57 30
105 COMUPLION oo oo 57 41,2 Social protection ... ....ooi 3043 82
1.2 Market Landscape. .. ....oovoii 58 413 Brainretention ... 2049109
121 COMPELLION INEENSILY v 85 4.2 Lifestyle . 71.70 38
122 Ease of doing business ... ) 45 4.21 Environmental performance. ... 67.38 29
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 65 422 Personal safety ... 48
124 R&Dexpenditure ....... ..ot 45 423 Physician density 1
125 CTinfrastructure. .o 57 424 SANITATION .. 76
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 61
13 Business and Labour Landscape.............ooovveeieaii.. 5148 65
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 38.82 63
131 Ease of NiMNg......ooo 7233 50 5.1 Mid-Level Skills ... 5340 32
132 Easeofredundancy ..............oooiiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 76.79 15
13.3  Active labour market policies. ... 41.88 63 512 Population with secondary education...................... 7175 1
134 Labour-employer cooperation ................ccooieiiii... 2577 103 5.13  Technicians and associate professionals.................... 41.52 54
Management Practice 514  Labour productivity peremployee......................... 2353 58
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 2892 107 5.2 Employability. . ... 2423 109
13.6  Relationship of pay to productivity......................... 40.01 83 521  Ease of finding skilled employees ... T 1495 123
5.2.2  Relevance of education system to the economy ........... 29.12 81
5.2.3  Skills matching with secondary education.................. 3347 87
2 ATTRACT e, 89 524  Skills matching with tertiary education..................... 1939 116
2.1 External Openness 79
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 64.14 45 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 32.90 41
212 Prevalence of foreign ownership .......................... 56.22 69 6.1 High-Level Skills.................... 3640 44
Attract People 6.1.1 Workforce with tertiary education......................... 46.23 36
213 MiIgrant StOCK. ... 434 80 6.1.2 Population with tertiary education......................... 39.73 35
214 International students ..o 22.95 41 6.1.3  Professionals............ooooiiiii 43.54 38
205 Brain QaiN. . 108 6.04  Researchers............ ..o 2713 35
22 Internal Openness 84 6.1.5  Senior officials and managers ... 33.33 39
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 2842 90
221 Tolerance of minorities .............. ... ... ............ 5294 47 6.2 Talent Impact......... 4]
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 12.16 116 6.2.1 Innovation output 33
223 Social mobility. ... 26.28 19 6.2.2  High-value exports...........cooiiiiiiiiii 14.44 54
Gender Equality 6.23  New product entrepreneurial activity ...................... 15.45 76
224 Femalegraduates ... 83.49 25 6.24  New businessdensity ... 5243 10
225  Genderearnings gap ... ..ottt 58.18 45 6.2.5  Scientific journal articles................cooi 14.46 49
226  Leadership opportunities forwomen....................... 35.89 75
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BURUNDI

Key Indicators

COUNTRY PROFILES

Rank (out of 125). ..ot 1 2 3

GDP per capita (PPPUSS) ...t 770.94
INCome group . ...oouviit i Low income GDP (US$ billions) .« .o oeeee ettt 3.48
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vt ettt ettt ettt e e 19.18
Population (millions) ... 10.86 GTCI score (income group average) ...................o..... 24.81
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiiiiiiiiinenineenesesnscenasenascnnnenns 20.41 17
Enable .
31 Formal Education. ... 1226 100
Enrolment
AR Vocational enrolment ... 14.62 80
Global Attract 312 Tertiéry eNrolMent. . ...oo 374 M
knowledge skills Quality
313 Tertiary education expenditure. . .. 29
314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 3043 93
321 Quality of management schools.................coooiiin. 3590 81
. 322 Prevalence of training infirms......................L. 3773 44
Y:;g:i:fi;;llli Grow 323  Employee development.... P RIERRIERRIERTEEE 17.66 16
33 Access to Growth Opportunities .....................o...... 1854 122
Empowerment
331 Delegation of authority. ..o 3292 97
Retain 332 Personal rights. ... ... 1606 108
. Collaboration
® Burundi Income group average 333 Use of virtual social networks. ..., 124
334  Use of virtual professional networks. 118
Score  Rank 33.5  Collaboration within organisations ......................... 76
336  Collaboration across organisations ......................... 99
1 ENABLE............... .. ....25.18 122
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 1826 122
111 Government effectiveness ..................cooiiiiii... 1042 123
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 98.26 19 4 RETAIN....coviviiiiiinnnnnnns Cereeeieneeeeeenaean 17.42 123
113 Political Stability ... oooo e 1644 122 4.1 Sustainability ... 11.89 124
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 2799 12 411 PENSION SYStEM. ... 204 103
105 COMUPHION oo 822 119 41,2 Social protection ... ....ooi 1356 116
1.2 Market Landscape. .. ....oovoii 123 413 B.rain FLENioN ... 2005 1o
121 COMPELLION INEENSILY - vveeee e 123 4.2 Lifestyle .o 2296 120
122 Ease of doing business ... ) 119 4.21 Environmental performance. ... 0.00 124
1.23  Cluster development.........oovueuiiiiii s 103 422 Personalsafety ... 98
124 R&D XPEnditure .......oooo oo 251 9% 423 Physician density 121
125 ICTinfrastructure. . ..o 585 121 424 SANIALION ..o 102
126 Technology Utilisation..............coiiiiiiiiiiiiiiiiii. 000 125
13 Business and Labour Landscape.............ooovveiieiiit 42.76 91
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..19.15 117
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 582 115
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511 Workforce with secondary education ........................ n/a n/a
13.3  Active labour market policies..................ooo 16.93 M4 512 Population with secondary education....................... 2.71 102
1.34  Labour-employer cooperation ...............c.covviiiii. 31.55 87 513 Technicians and associate professionals..................... 893 102
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. .............ooiiiiiiiaiii.. 26.22 110 5.2 Employability. . ... 3248 87
13.6  Relationship of pay to productivity......................... 1938 121 521  Ease of finding skilled employees ... T 30.85 100
5.2.2  Relevance of education system to the economy ........... 20.80 98
523  Skills matching with secondary education.................. 3296 88
2 ATTRACT oo, 18 524  Skills matching with tertiary education..................... 45.30 69
21 External Openness 119
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 2892 118 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnnn 3.25 125
212 Prevalence of foreign ownership ... 2815 117 6.1 High-Level Skills ... 334 125
Attract People 6.1.1 Workforce with tertiary education...................oooo. n/a n/a
213 MiIgrant StOCK. ... 5.56 70 6.1.2 Population with tertiary education....................oo.. 034 105
214 International students ... 16.10 56 6.3 Professionals......... ..o 000 121
215 Brain gain. ... 113 6.4 Researchers............ ..o n/a n/a
22 Internal Openness 106 6.1.5  Senior officials and managers ... 000 122
Social Inclusion 6.1.6  Availability of scientists and engineers 118
221 Tolerance of MiNOIties ............ooiiiiiiii i, 2000 100 6.2 Talent Impact......... 118
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 5541 62 6.2.1 Innovation output n/a
223 Social mobility. ... 28.18 17 6.2.2  High-value exports...........ccoiiiiiiiiii 6.33 84
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ................ccoiiiiiiii 463 104 6.24  New business density ............coooiiiiiiiiiiiiiiia. n/a n/a
225  Genderearnings gap ... ..ottt 100.00 1 6.2.5  Scientific journal articles..............oooooi 0.00 125
226  Leadership opportunities forwomen....................... 2843 90
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COUNTRY PROFILES

CAMBODIA

Key Indicators

Rank (out of 125). ..ot 10 7

GDP per capita (PPPUSS) ..., 4,001.76
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. ..oovieeet e 22.16
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 26.57
Population (millions) ... 16.01 GTCI score (income group average) ...................o..... 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 20.36 119
Enable .
31 Formal Education. ... 411 120
Enrolment
AR Vocational enrolment ... 4.67 99
Global Attract 312 Tertiéry enrolment. . ... 10.21 95
knowledge skills Quality
313 Tertiary education expenditure. . .. m
314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2399 117
321 Quality of management schools.................coooiiin. 1537 17
. 322 Prevalence of training infirms......................L. 24.80 68
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 31.80 78
33 Access to Growth Opportunities .....................o...... 3299 94
Empowerment
331 Delegation of authority. ..o 3005 104
Retain 332 Personal rights. ... ... 27.09 99
) Collaboration
® Cambodia Income group average 333 Use of virtual social networks. ..., 65
334  Use of virtual professional networks. 104
Score  Rank 33.5  Collaboration within organisations ......................... 55
336  Collaboration across organisations ......................... 71
1 ENABLE............... ....41.34 920
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3789 100
111 Government effectiveness ..................cooiiiiii... 28.04 104
112 Business-government relations. ... . 1003 83 4 RETAIN. ..ot B 32.05 99
113 Political Stability ... oo 68.75 54 4.1 Sust§|nab\\|ty ............................................... 34.33 73
114 Regulatory quality.......oooo 36.60 96 A1 Pengon system """"""""""""""""""""""""""""""" n/a  n/a
105 COMUPHION oo 685 121 41,2 Social protection ... ....ooi 2109 104
1.2 Market Landscape. ... 98 413 Brain retention ... 47.56 48
121 COMPELItION INEENSILY .+ vvvereeeee e oeeeeeeee e, 87 4.2 Lifestyle .o 29.78 106
122 Ease of doing business ... ) 106 4.21 Environmental performance. ... 26.34 111
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 46 422 Personal safety T v 96
124 R&D XPEnditure .......oooo oo 244 98 423 Physician density ... 200 107
125 ICTinfrastructure. ... 31.55 97 424 SANIALION ..o 4516 103
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 43.07 84
13 Business and Labour Landscape............oooovveeieaiit. 48.68 75
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 18.51 119
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 771 113
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511 Workforce with secondary education ....................... 673 107
13.3  Active labour market policies. ... 32.80 81 512 Population with secondary education....................... 5.85 96
134 Labour-employer cooperation ................ccooieiiii... 4123 63 5.13  Technicians and associate professionals.................... 15.63 92
Management Practice 514 Labour productivity peremployee.................ooooii. 2.62 96
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3757 86 5.2 Employability. . ... 29.31 97
13.6  Relationship of pay to productivity......................... 51.32 60 521  Ease of finding skilled employees ... T 2442 12
5.2.2  Relevance of education system to the economy ........... 3193 73
5.2.3  Skills matching with secondary education.................. 1699 117
2 ATTRACT e, 83 524  Skills matching with tertiary education..................... 4390 71
2.1 External Openness 46
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 61.98 51 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnnn 7.32 117
212 Prevalence of foreign ownership ... 58.50 62 6.1 High-Level SKills .. ... 7.31 17
Attract People 6.1.1 Workforce with tertiary education...................ooo 327 1M1
213 MIgrant stock. ... 084 112 6.1.2  Population with tertiary education ...................oooiil 068 103
214 International StUdENTS ... ..o n/a  n/a 6.1.3  Professionals.................... 1067 102
205 Brain QaiN. . 43 6.04  Researchers............ ..o 0.28 95
22 Internal Openness 13 6.1.5  Senior officials and managers ... 84
Social Inclusion 6.1.6  Availability of scientists and engineers 112
221 Tolerance of MiNOIties ............ovviiiiiiia i, 31.76 81 6.2 Talent Impact......... 106
222 Tolerance of IMMIGrants. ..........ooiiiiiieiiiiiians 0.00 122 6.2.1 Innovation output 82
223 Social mobility. ... 3516 104 6.2.2  High-value exports...........ccoiiiiiiiiii 0.78 14
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Female graduates ...............c.oiiiii 36.70 93 6.24  New businessdensity ...................oco n/a n/a
225  Genderearnings gap ... ..ottt 67.74 18 6.2.5  Scientific journal articles..............oooooi 0.25 112
226  Leadership opportunities forwomen....................... 48.30 50
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COUNTRY PROFILES

CAMEROON

Key Indicators

Rank (out of 125). ..ot 1 1 3 GDP per capita (PPPUSS) ..., 3,694.20
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. ..oovieeet e 34.80
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 25.02
Population (millions) ... 24.05 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
Enabl 3 GROW. .iiiitiiitiienineennsesnseenasenassnnscnns 29.02 88
nable
31 Formal Education. ... 16.08 93
100
90 Enrolment
6733 AR Vocational enrolment ... 45.11 30
Global 60 Attract 312 Tertiary enrolment. ..o 13.74 90
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 107
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 4274 61
321 Quality of management schools.................coooiiin. 5047 4
Vocational and 322 Prevalence of training infirms......................L. 45.12 35
technical skills Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 32.64 76
33 Access to Growth Opportunities .....................o...... 2823 109
Empowerment
331 Delegation of authority. ..o 2594 111
Retain 332 Personal rights. ... ... 27.87 98
Collaboration
® Cameroon [ncome group average 333 Useof virtual social networks. ... 5359 102
334  Use of virtual professional networks. 97
Score  Rank 33.5  Collaboration within organisations ......................... . 45
336  Collaboration across organisations ......................... . 101
1 ENABLE............... .. ....31.76 117
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3219 109
111 Government effectiveness ..................cooiiiiii... 2630 109
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 50.77 78 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 2098 119
113 Political Stability ... 459 105 4.1 Sustainability ... 1842 16
114 REGUIALOTY QUAIILY . .+ v veeeeee oo L 10 411 PENSION SYSTEM . ... 14.29 83
105 COMUPLION oo oo . 16 41,2 Social protection ... ....ooi 1845 109
1.2 Market Landscape. .. ....oovoii . 110 413 Brainretention ... 2252105
121 COMPELLION INEENSILY v . 79 4.2 Lifestyle . 2354 17
122 Ease of doing business ... B B ) 18 4.21 Environmental performance. ... 2230 116
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 99 422 Personal safety T v 108
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a 423 Physician density ... 104115
125 CTinfrastructure. .o . 13 424 SANITATION .. 3441 11
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. . 106
13 Business and Labour Landscape.............ooovveeieaii.. 31.54 115
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... .23.34 112
131 Ease of NiMNg......ooo 7233 50 5.1 Mid-Level Skills ... 507 117
132 Easeof redundancy ............cooooiiiiiiiiii 1250 117 511 Workforce with secondary education ....................... 534 109
13.3  Active labour market policies. ... 2522 101 512 Population with secondary education....................... 6.56 94
134  Labour-employer COOperation ................cocuviain. 29.00 95 513  Technicians and associate professionals...................... n/a  n/a
Management Practice 514 Labour productivity peremployee.................ooooii. 3.29 94
1.3.5  Professional management. .............ooiiiiiiiaiii.. 23.87 18 5.2 Employability. . ... 4161 68
13.6  Relationship of pay to productivity......................... 2634 114 521  Ease of finding skilled employees ... T 60.15 43
5.2.2  Relevance of education system to the economy ........... 31.10 76
5.2.3  Skills matching with secondary education.................. 34.87 82
2 ATTRACT e, . ....34. 106 524  Skills matching with tertiary education..................... 40.31 79
21 External Openness 107
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 3578 110 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 10.89 101
212 Prevalence of foreign ownership .......................... 58.63 60 6.1 High-Level Skills.................... 1066 1M
Attract People 6.1.1 Workforce with tertiary education...................ooo 372 109
213 MiIgrant StOCK. ... 4.50 79 6.1.2 Population with tertiary education....................oo.. 0.51 104
214 International StUJENTS . .......ooiiii 557 75 6.1.3  Professionals...........coooiiiii n/a
205 Brain Qain. ... . 101 6.14  Researchers...................oociiiiiii n/a
22 Internal Openness 98 6.1.5  Senior officials and managers ... n/a
Social Inclusion 6.1.6  Availability of scientists and engineers 94
221 Tolerance of MiNOIties ............ovviiiiiiia i, 1529 105 6.2 Talent Impact......... L . . 88
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 62.16 52 6.2.1 Innovation output 95
223 Social Mobility. ... ... 43.80 81 622 High-value exports.............oooiiii 6.73 81
Gender Equality 6.23  New product entrepreneurial activity ...................... 20.30 66
224 Femalegraduates ................cooiiiiiiii n/a n/a 6.24  New businessdensity ...................oco n/a n/a
225  Genderearnings gap ... ..ottt 59.86 38 6.2.5  Scientific journal articles..............oooooi 1.08 92
226  Leadership opportunities forwomen....................... 29.52 87
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COUNTRY PROFILES

CANADA

Key Indicators

Rank (out of 125). ..ot 1 5

GDP per capita (PPPUSS) ..., 46,377.65
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovvveeeeeee i 1,653.04
Regional group............ ... ... oL Northern America GTCI SCOTE. vttt ettt ettt e e 70.43
Population (millions) ... 36.71 GTCI score (income group average) ...................o..... 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiitiiitiinenineennsesnseenasenascnnncnns 70.03 12
Enable .
31 Formal Education. ... 5398 17
;go Enrolment
AR Vocational enrolment ... 9.81 87
Global Attract 312 Tertiéry eNnrolMent. . ... n/a n/a
knowledge skills Quality
313 Tertiary education expenditure. . .. 14
314 Reading, maths, and science ... 4
315 University ranking ... 6
32 Lifelong Learning. .......oooi i 14
321 Quality of management schools.................coooiiin. 8
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 21
technical skills o
33 Access to Growth Opportunities .....................o...... 13
Empowerment
331 Delegation of authority. ..o 84.08 10
Retain 332 Personal rights. ... ... 95.68 4
Collaboration
® Canada Income group average 333 Use of virtual social networks. ..., 1
334  Use of virtual professional networks. 7
Score  Rank 33.5  Collaboration within organisations ......................... 22
336  Collaboration across organisations ......................... 26
1 ENABLE............... ....81.66 1
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 88.45 7
111 Government effectiveness ..................cooiiiiii... 89.83 9
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 79.25 17 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneeeeeanaeas 76.99 18
113 Political Stability ... oo 7 4.1 Sustainability ... 76.01 18
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 10 411 Pen§ion system ............................................. 66.33 37
105 COMUPLION oo oo 8 41,2 Social protection ... ....ooi 83.93 13
1.2 Market Landscape. .. ....oovoii 21 413 B.rain FLENioN ... 7775 14
121 COMPELLION INEENSILY v 31 4.2 Lifestyle .o 7797 24
122 Ease of doing business ... ) 15 4.21 Environmental performance. ... 74.60 24
1.23  Cluster development..........ovueieiiiiii s 22 422 Personalsafety ... n
124 R&Dexpenditure ....... ..ot 22 423 Physician density 47
125 ICTinfrastructure. ... 26 424 SANIALION ..o 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 26
13 Business and Labour Landscape.............ooovveeieaii.. 85.90 8
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 62.97 19
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 47.80 46
132 Easeofredundancy ..............oooiiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 33.12 76
13.3  Active labour market policies. ... 76.30 17 512 Population with secondary education...................... 32.81 61
1.34  Labour-employer cooperation ..............cooviiiiiiin. 75.56 14 513  Technicians and associate professionals.................... 741 14
Management Practice 514  Labour productivity peremployee......................... 51.16 20
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 90.37 12 5.2 Employability. . ... 7814 12
13.6  Relationship of pay to productivity......................... 84.18 8 521  Ease of finding skilled employees ... T 87.25 10
5.2.2  Relevance of education system to the economy ........... 79.83 8
523  Skills matching with secondary education.................. 68.61 18
2 ATTRACT e, 7 524  Skills matching with tertiary education..................... 76.86 19
2.1 External Openness 10
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 7740 19 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 56.03 12
21.2  Prevalence of foreign ownership .................cooooen.. 82.75 16 6.1 High-Level Skills ... 69.25 4
Attract People 6.1.1 Workforce with tertiary education......................... 100.00 1
213 MiIgrant StOCK. ... 4425 16 6.1.2 Population with tertiary education......................... 79.12 2
214 International StUdeNts...........coooiiii n/a  n/a 6.1.3  Professionals.................... 50.84 23
205 Brain QaiN. . 9 6.1.4  Researchers..................ccociiiiiiii 55.14 16
22 Internal Openness 5 6.1.5  Senior officials and managers ... 47.62 20
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 82.80 4
221 Tolerance of minorities .............. ... ... ............ 7294 12 6.2 Talent Impact......... 22
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 95.95 3 6.2.1 Innovation output 25
223 Social mobility. ... 91.70 7 6.2.2  High-value exports...........cooiiiiiiiiii 35
Gender Equality 6.2.3  New product entrepreneurial activity 6
224 Femalegraduates ................cooiiiiiiii n/a n/a 6.24  New businessdensity ..................cocoi 0.24 99
225  Genderearnings gap ... ..ottt 60.57 34 6.2.5  Scientific journal articles................cooi 62.60 "
226  Leadership opportunities forwomen....................... 73.82 16
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COUNTRY PROFILES

CHILE

Key Indicators

Rank (out of 125). ..ot 32 GDP per capita (PPPUSS) ..., 24,084.97
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 277.08
Regional group............... Latin America and the Caribbean GTCLSCOTE. . ottt et et e e e e ettt 52.20
Population (millions) ... 18.05 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 55.04 27
Enable .
31 Formal Education. ... 46.59 32
;go Enrolment
80 AR Vocational enrolment ... 4093 36
Global 78 Attract 312 Tertiéry enrolment. . ... 73.96 6
knowledge skills s Quality
30 313 Tertiary education expenditure. . .. 34
ig 314 Reading, maths, and science ... X 41
315 University ranking ... . 31
32 Lifelong Learning. .......oooi i . 26
321 Quality of management schools.................coooiiin. . 26
. 322 Prevalence of training infirms......................L. . 9
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR . 48
33 Access to Growth Opportunities .....................o...... . 31
Empowerment
331 Delegation of authority. ..o 53.68 38
Retain 332 Personal rights. ... ... 90.05 17
. Collaboration
® Chile Income group average 333 Use of virtual social networks. ..., . 29
334  Use of virtual professional networks. 18
Score  Rank 33.5  Collaboration within organisations......................... . 90
336  Collaboration across organisations ......................... | 48
1 ENABLE............... .. ....61.30 35
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 74.22 22
111 Government effectiveness ..................cooiiiiii... 7047 31
112 Business-government relations. ... . n7 4 RETAIN. ..o B 60.64 40
113 Political Stability ... oooo e 76.39 37 4.1 Sust§|nab\\|ty ............................................... 61.29 31
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 80.62 19 411 Pengon system ............................................. 59.18 43
105 COMUPLION oo oo 69.86 24 41,2 Social protection ... ....ooi 46.45 50
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 5223 50 413 Brain retention ... /82413
121 COMPELION INEENSIEY .+ v eee e 711 57 4.2 Lifestyle . 59.99 61
122 Ease of doing business ... B B 7947 50 4.21 Environmental performance. ... 50.11 71
1.23  Clusterdevelopment.......coooviiiiiiiiiiiiii e 27.65 90 422 Personal safety ... T v . 44
124 R&D XPEnditure .......oooo oo 831 69 423 Physician density 84
125 ICTinfrastructure. ... ..o 65.01 58 424 SANIALION ..o : 1
1.26  Technology utilisation..............ooviiiiiiiainiii. 68.83 35
13 Business and Labour Landscape.............ooovveiieiiit 5744 43
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 52.64 32
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 5042 39
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 69.58 23
13.3  Active labour market policies..................ooo 35.00 75 512 Population with secondary education...................... 50.50 33
134 Labour-employer cooperation ................c.ooeeiiii... 4246 59 5.13  Technicians and associate professionals.................... 5223 35
Management Practice 514  Labour productivity peremployee......................... 29.38 52
1.3.5  Professional management. .............ooiiiiiiiaiii.. 61.32 30 5.2 Employability. . ... 54.86 37
13.6  Relationship of pay to productivity......................... 64.22 36 521  Ease of finding skilled employees ... T 74.86 21
5.2.2  Relevance of education system to the economy ........... 29.23 80
5.2.3  Skills matching with secondary education.................. 43.30 58
2 ATTRACT oo, 40 524  Skills matching with tertiary education..................... 72.06 23
2.1 External Openness 37
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 76.22 20 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 33.88 38
21.2  Prevalence of foreign ownership .................cooooen.. 84.22 13 6.1 High-Level Skills ... 2790 64
Attract People 6.1.1 Workforce with tertiary education......................... 2552 74
213 MIgrant stock. ... 545 71 6.1.2  Population with tertiary education ........................ 29.03 56
214 International StUJENTS . .......ooiiii 1.72 90 6.1.3  Professionals............ooooiiiii 3118 53
205 Brain QaiN. . X 26 6.04  Researchers............ ..o 6.00 64
22 Internal Openness 48 6.1.5  Senior officials and managers ... . 81
Social Inclusion 6.1.6  Availability of scientists and engineers 22
221 Tolerance of minorities .............. ... ... ............ 70.59 14 6.2 Talent Impact......... L . . 27
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 7162 34 6.2.1 Innovation output 52
223 Social mobility. ... 52.29 55 6.2.2  High-value exports...........cooiiiiiiiiii . 61
Gender Equality 6.2.3  New product entrepreneurial activity 2
224 Femalegraduates ... 70.34 66 6.24  New business density ............coooiiiiiiiiiiii... . 14
225  Genderearnings gap ... ..ottt 4277 88 6.2.5  Scientific journal articles................cooi ! 48
226  Leadership opportunities forwomen....................... 14.25 116
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COUNTRY PROFILES

CHINA

Key Indicators

Rank (out of 125). ..ot 4 5

GDP per capita (PPPUSS) ..., 16,806.74
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....c.ovvuiiuiiiiiii i 12,237.70
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 45.44
Population (millions) .......... ..o 1,386.40 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiinenineennsesnssenasenassnnsenns 55.37 24
Enable .
31 Formal Education. ... 61.57 8
100
90 Enrolment
80 AR Vocational enrolment ... 4117 35
Global Zg Attract 312 Tertiéry enrolment. . ... 39.37 54
knowledge skills 3 Quality
30 313 Tertiary education expenditure. . .. n/a
ig 314 Reading, maths, and science ... 7
315 University ranking ... 3
32 Lifelong Learning. .......oooi i 22
321 Quality of management schools.................coooiiin. 47
. 322 Prevalence of training infirms.................... 1
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 33
33 Access to Growth Opportunities .....................o...... 84
Empowerment
331 Delegation of authority. ..o 51.22 43
Retain 332 Personal rights. ... ..o 0.00 124
. Collaboration
® China Income group average 333 Use of virtual social networks. ..., 115
334  Use of virtual professional networks. 115
Score  Rank 33.5  Collaboration within organisations ......................... 30
336  Collaboration across organisations ......................... 18
1 ENABLE............... .. ....57.07 43
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 50.32 59
111 Government effectiveness ..................cooiiiiii... 54.09 47
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 69.09 33 4 RETAIN....coviiiiiiiiinnnnnnnns eeeeeeeeeiaeeaaes 48.30 62
113 Political Stability ... 87 4.1 Sustainability ... 48.54 47
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 84 411 Pen§ion system ............................................. 25.51 67
105 COMUPLION oo oo 61 41,2 Social protection ... ....ooi 57.75 35
1.2 Market Landscape. ... 36 413 Brain retention ... 6237 33
121 COMPELLION INEENSILY - vveeee e 30 4.2 Lifestyle . 48.06 87
122 Ease of doing business ... ) 70 4.21 Environmental performance. ... 38.86 94
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 25 422 Personal safety ... 88
124 R&Dexpenditure....... ..ot 14 423 Physician density 67
125 ICTinfrastructure. ... ..o 72 424 SANIALION ..o 90
1.26  Technology utilisation..............ooviiiiiiiainiii. 55
13 Business and Labour Landscape.............ooovveeieaii.. 61.50 36
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 38.41 67
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 17.57 98
132 Easeof redundancy ............cooooiiiiiiiiii 3750 104 511 Workforce with secondary education ........................ n/a n/a
13.3  Active labour market policies. ... 70.26 23 512 Population with secondary education...................... 19.12 86
1.34  Labour-employer cooperation ..............cooviiiiiiin. 48.24 47 513  Technicians and associate professionals...................... n/a  n/a
Management Practice 514  Labour productivity peremployee......................... 16.02 71
1.3.5  Professional management. .............ooiiiiiiiaiii.. 54,06 50 5.2 Employability. . ... 59.26 31
13.6  Relationship of pay to productivity......................... 69.97 24 521  Ease of finding skilled employees ... T 63.13 37
5.2.2  Relevance of education system to the economy ........... 57.69 28
5.2.3  Skills matching with secondary education.................. 63.33 24
2 ATTRACT oo, 76 524  Skills matching with tertiary education..................... 52.89 45
2.1 External Openness 68
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 63.69 47 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 32.35 43
212 Prevalence of foreign ownership .......................... 58.02 65 6.1 High-Level Skills.................... 22.28 80
Attract People 6.1.1 Workforce with tertiary education...................oooo. n/a n/a
213 MiIgrant StOCK. ...t 0.00 125 6.1.2 Population with tertiary education......................... 13.07 86
214 International students. ... 144 93 6.1.3  Professionals........ ..o 14.33 91
215 Braingain.. ... 22 6.1.4  Researchers..................ccociiiiiiii 14.54 46
22 Internal Openness 86 6.1.5  Senior officials and managers ... 893 92
Social Inclusion 6.1.6  Availability of scientists and engineers 28
221 Tolerance of MiNOrties ............oooiiiiiiiiiiis 2000 100 6.2 Talent Impact......... 23
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 31.08 100 6.2.1 Innovation output 10
223 Social mobility. ... 55.56 44 6.2.2  High-value exports...........cooiiiiiiiiii 1
Gender Equality 6.2.3  New product entrepreneurial activity 42
224 Female graduates ................oiiiii 59.38 79 6.24  New businessdensity ...................oco n/a
225  Genderearnings gap ... ..ottt 5472 56 6.2.5  Scientific journal articles................cooi 50
226  Leadership opportunities forwomen....................... 4710 52
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COUNTRY PROFILES

COLOMBIA

Key Indicators

Rank (out of 125). ..ot 6 5

GDP per capita (PPPUSS) ..., 14,552.01
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .....o.vvuiiniiiiii i 309.19
Regional group............... Latin America and the Caribbean GTCLSCOTE. « vttt et et e et e e 38.93
Population (millions) ... 49.07 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiiiiiiiiiinenineennsesnsssnnsenascnnnenns 41.21 50
Enable .
3.1 Formal Education. ... 30.82 57
;go Enrolment
80 301 Vocational enrolment ... 15.50 77
Global ZS Attract 312 Tertiary enrolment..........ooiiiiii i 47.86 41
knowledge skills 0 Quality
30 313 Tertiary education expenditure. . .. 55
ig 314 Reading, maths, and science ... 57
315 University ranking ... 33
32 Lifelong Learning. .......oooi i 40
321 Quality of management schools.................coooiiin. 59
. 322 Prevalence of training infirms......................L. 5
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 86
33 Access to Growth Opportunities .....................o...... 58
Empowerment
331 Delegation of authority. ..o 44.04 68
Retain 332 Personal rights. ... ... 60.97 58
. Collaboration
® Colombia Income group average 333 Useof virtual social networks. ... 81
334  Use of virtual professional networks. 43
Score  Rank 335  Collaboration within organisations ......................... 88
336  Collaboration across organisations ......................... 59
1 ENABLE............... .. ... 50.50 59
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 46.89 73
111 Government effectiveness ..................cooiiiiii... 45.66 67
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 60.26 56 4 RETAIN....coviviiiiiinnnnnnns Cereeereaerinreeaaed 42.92 77
103 Political Stability ..+ vvoooe o 107 4.1 Sustainability ... 34.27 74
114 REGUIATONY QUAIILY oo 51 411 PENSION SYSTEM . ... 29.59 65
105 COMUBLION v oo 73 41,2 Social protection ... ....ooi 30.71 81
1.2 Market Landscape..........ooooviiiiiii 64 413 Brainretention ... 4250 62
121 COMPELION INEENSIEY .+ v ee e 19 4.2 Lifestyle .o 51.56 82
122 Ease of doing business ... _ 54 4.21 Environmental performance. ... 62.99 38
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 73 422 Personalsafety ... m
124 R&D XPEnditure ... ...oooo oo 604 79 423 Physician density 65
125 ICTINfrastruCture. ..o 5344 70 424 SANIALION ..o 80
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 44.03 77
13 Business and Labour Landscape.............ooovveeieaii.. 56.57 47
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..39.51 57
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 32.62 72
132 Easeofredundancy ..............oooiiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 38.89 70
13.3  Active labour market policies. ... 32.88 80 512 Population with secondary education...................... 36.66 54
1.34  Labour-employer cooperation ..............cooviiiiiiin. 4178 62 513  Technicians and associate professionals.................... 38.39 58
Management Practice 514  Labour productivity peremployee......................... 16.56 69
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 39.02 82 5.2 Employability. . ... 46.40 55
13.6  Relationship of pay to productivity......................... 36.73 89 521  Ease of finding skilled employees ... T 52.03 59
5.2.2  Relevance of education system to the economy ........... 3031 77
5.2.3  Skills matching with secondary education.................. 4890 45
2 ATTRACT weeeeeneen, 90 524  Skills matching with tertiary education..................... 54.35 43
2.1 External Openness 94
Attract Business
211 FDI'and technology transfer..................ocoiio.. 53.59 71 6 GLOBAL KNOWLEDGE SKILLS ......ccvvivvinnnnnnn 20.21 75
21.2  Prevalence of foreign ownership .................cooooen.. 54.52 78 6.1 High-Level Skills ... 25.08 72
Attract People 6.1.1 Workforce with tertiary education......................... 4293 4
213 MiIgrant StOCK. ... 045 118 6.1.2 Population with tertiary education......................... 31.24 49
214 International StUDENTS . .......ooiioii 0.69 97 6.3 Professionals......... ..o 449 112
215 Braingain.......... 74 614 Researchers..................... 1.51 82
22 Internal Openness 68 6.1.5  Senior officials and managers ... 39
Social Inclusion 6.1.6  Availability of scientists and engineers 70
221 Tolerance of MiNOIties ............ooiiiiiiii i, 3294 76 6.2 Talent Impact......... 76
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 66.22 44 6.2.1 Innovation output 71
223 Social mobility. ... 3519 103 6.2.2  High-value exports...........cooiiiiiiiiii 47
Gender Equality 6.2.3  New product entrepreneurial activity 68
224 Femalegraduates ... 7098 61 6.24  New business density ............coooiiiiiiiiiiii... 43
225  Gender earnings gap .. ........ooiiiii i 61.53 31 6.2.5  Scientific journal articles..............oooooi 496 68
226  Leadership opportunities forwomen....................... 26.07 95
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COUNTRY PROFILES

CONGO, DEM. REP.

Key Indicators

Rank (out of 125). .. ..ot 1 24

GDP per capita (PPPUSS) ...t 887.21
INCome group . ...oouviit i Low income GDP (US$ billions) .. ..oovieeet e 37.24
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 18.44
Population (millions) ... 81.34 GTCI score (income group average) ...................o..... 24.81
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiitiiiitiienineennsesnnsenasenascnnnenns 18.30 123
Enable .
31 Formal Education. ... 14.08 98
;go Enrolment
80 AR Vocational enrolment ... 3933 38
Global Zg Attract 312 Tertiéry ENIOIMeNt. ... o 509 109
knowledge skills ig Quality
30 313 Tertiary education expenditure. . .. 89
20 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 1967 120
321 Quality of management schools.................coooiiin. 2610 101
. 322 Prevalence of training infirms......................L. 17.94 80
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 1498 120
33 Access to Growth Opportunities .....................o...... 2116 18
Empowerment
331 Delegation of authority. ..o 2362 114
Retain 332 Personal rights. ... ... 1784 107
Collaboration
® Congo, Dem. Rep. Income group average 333 Use of virtual social networks. ..., 3394 118
334  Use of virtual professional networks. 119
Score  Rank 335  Collaboration within organisations ......................... 66
336  Collaboration across organisations ......................... 1644 103
1 ENABLE............... .. ....1419 124
11 Regulatory Landscape. . ........ooouiiiiiiiiia i 1112 124
111 Government effectiveness ..., 769 124
112 Businessgovernment relations ... V2 n/a 4 RETAIN. ..o B 12.67 125
103 Political Stability ..+ vvoooe o 1366 123 4.1 Sust§|nab\\|ty ............................................... 16.85 117
114 REGUIATONY QUAIILY oo 1627 122 411 Pengon system ............................................. 12.24 84
115 COMUBHION o vv oo 685 121 41,2 Social protection ... ....ooi 11.82 120
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 1696 122 413 Brain retention ... 2650 101
121 COMPELION INEENSIEY .+ v ee e 55.00 %8 4.2 Lifestyle .o 849 125
122 Ease of doing business ... 1218 123 4.21 Environmental performance. ... 497 122
1.23  Cluster development..........ovueieiiiiii s 1743 104 422 Personal safety v a 19
124 R&D XPEnditure .......oooo oo 004 109 423 Physician density ..o L7 n2
125 ICTinfrastructure. ... ..o 000 122 424 SANIALION ..o 1398 120
126 Technology Utilisation..............ooiiiiiiiiiiiiiiiii. 1712 18
13 Business and Labour Landscape............oooovveiiiiiit. 1449 124
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 28.21 97
131 Ease of NiMNg......ooo 16.67 119 5.1 Mid-Level Skills ... 2497 88
132 Easeof redundancy ............cooooiiiiiiiiii 1250 117 511  Workforce with secondary education ...................... 50.08 53
13.3  Active labour market policies. ... 13.75 18 512 Population with secondary education...................... 25.68 72
134 Labour-employer cooperation ................ccooieiiii... 16.11 18 5.13  Technicians and associate professionals.................... 2411 83
Management Practice 514 Labour productivity peremployee.................ooooii. 000 105
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 2725 109 5.2 Employability. . ... 3145 91
13.6  Relationship of pay to productivity.......................... 067 124 521  Ease of finding skilled employees ... T 5291 57
5.2.2  Relevance of education system to the economy ........... 15.74 106
523  Skills matching with secondary education.................. 2725 103
2 ATTRACT weeeeeneen, 112 524  Skills matching with tertiary education..................... 2991 98
2.1 External Openness 105
Attract Business
211 FDI'and technology transfer. ..., 30.58 17 6 GLOBAL KNOWLEDGE SKILLS .....covvvinviinnnnnns 5.68 120
212 Prevalence of foreign ownership ........................... 63.24 53 6.1 High-Level Skills.................... 1129 107
Attract People 6.1.1 Workforce with tertiary education...................ooo 8.85 100
213 MiIgrant StOCK. ... 2.09 96 6.1.2 Population with tertiary education......................... 1341 85
214 International students. ... 5.80 73 6.1.3  Professionals...........coii 506 110
205 Brain gain. ..o 89 614 Researchers..................... 000 103
22 Internal Openness 114 6.1.5  Senior officials and managers ... 6.55 99
Social Inclusion 6.1.6  Availability of scientists and engineers 80
221 Tolerance of minorities .............. ... . ..o i 118 123 6.2 Talent Impact......... 124
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 7297 30 6.2.1 Innovation output n/a
223 Social mobility. ... 39.75 92 6.2.2  High-value exports....... ..o n/a
Gender Equality 6.2.3  New product entrepreneurial activity n/a
224 Femalegraduates ................cooiiiiiiii n/a n/a 6.24  New businessdensity ..................cocoi 101
225  Genderearnings gap ... ..ottt n/a n/a 6.2.5  Scientific journal articles..............oooooi 0.02 124
226  Leadership opportunities forwomen....................... 32.24 83
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COUNTRY PROFILES

COSTA RICA

Key Indicators

Rank (out of 125). ..ot 34 GDP per capita (PPPUSS) ..., 17,044.19
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .....ouviuiiiii i 57.06
Regional group............... Latin America and the Caribbean GTCLSCOTE. . ottt et et e e e e ettt 51.47
Population (millions) ... 4.91 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 52.98 30
Enable .
31 Formal Education. ... 37.26 46
;go Enrolment
80 AR Vocational enrolment ... 50.76 26
Global 78 Attract 312 Tertiary enrolment. ..o 4395 46
knowledge skills bo Quality
30 313 Tertiary education expenditure. . .. 16
ig 314 Reading, maths, and science ... . 53
315 University ranking ... . 57
32 Lifelong Learning. .......oooi i ! 23
321 Quality of management schools.................coooiiin. . 20
. 322 Prevalence of training infirms......................L. . 15
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR ; 34
33 Access to Growth Opportunities .....................o...... . 29
Empowerment
331 Delegation of authority. ..o 5793 33
Retain 332 Personal rights. ... ... 82.06 29
. Collaboration
® CostaRica Income group average 333 Use of virtual social networks. ..., . 20
334  Use of virtual professional networks. 31
Score  Rank 33.5  Collaboration within organisations ......................... . 47
336  Collaboration across organisations ......................... . 39
1 ENABLE............... .. ... 58.87 39
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 63.37 40
111 Government effectiveness ..................cooiiiiii... 54.09 47
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 64.04 40 4 RETAIN....coviviiiiiinnnnnnns Cereeeieneeeeeanaeas 61.39 38
113 Political Stability ... 8194 30 4.1 Sustainability ... 5972 33
114 REGUIALOTY QUAIILY . .+ v veeeeee oo : 50 411 PENSION SYSTEM . ... 55.10 46
105 COMUPLION oo oo : 33 41,2 Social protection ... ....ooi 56.66 37
1.2 Market Landscape. .. ....oovoii ! 44 413 Brainretention ... 6/7.38 24
121 COMPELION INEENSIEY .+ v ee e : 45 4.2 Lifestyle . 63.06 55
122 Ease of doing business ... B B ) 56 4.21 Environmental performance. ... 67.38 29
1.23  Clusterdevelopment........oooviiiiiiiiiiii e X 43 422 Personal safety ... T v ’ 49
124 R&Dexpenditure....... ..ot 55 423 Physician density 81
125 ICTinfrastructure. ... X 63 424 SANIALION ..o ' 44
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. X 38
13 Business and Labour Landscape.............ooovveeieaii.. 58.24 40
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 50.88 36
131 Ease of NiMNg......ooo 2233 112 5.1 Mid-Level Skills ... 29.78 79
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 25.03 87
13.3  Active labour market policies. ... 3831 70 512 Population with secondary education...................... 22.68 81
134 Labour-employer cooperation ................ccooieiiii... 65.13 26 5.13  Technicians and associate professionals.................... 49.11 43
Management Practice 514  Labour productivity peremployee......................... 22.29 61
1.3.5  Professional management. .............ooiiiiiiiaiii.. 60.39 34 5.2 Employability. . ... 71.99 19
13.6  Relationship of pay to productivity......................... 63.27 38 521  Ease of finding skilled employees ... T 82.00 14
5.2.2  Relevance of education system to the economy ........... 5797 26
5.2.3  Skills matching with secondary education.................. A4 15
2 ATTRACT oo, . ....59. 25 524  Skills matching with tertiary education..................... 76.57 20
2.1 External Openness 23
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 7811 18 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 25.49 60
21.2  Prevalence of foreign ownership .................cooooen.. 76.74 26 6.1 High-Level Skills ... 27.75 65
Attract People 6.1.1 Workforce with tertiary education......................... 3044 61
213 MiIgrant StOCK. ... 17.32 45 6.1.2 Population with tertiary education......................... 3514 40
214 International StUdeNnts. ...t n/a n/a 6.1.3  Professionals........ ..o 21.63 74
205 Brain Qain. .o . 37 6.04  Researchers............ ..o 6.86 62
22 Internal Openness 30 6.1.5  Senior officials and managers ... . 84
Social Inclusion 6.1.6  Availability of scientists and engineers 26
221 Tolerance of minorities ..., 63.53 27 6.2 Talent Impact......... L . . 55
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 67.57 41 6.2.1 Innovation output 50
223 Social mobility. ... 67.30 29 6.2.2  High-value exports...........cooiiiiiiiiii X 20
Gender Equality 6.2.3  New product entrepreneurial activity 50
224 Femalegraduates ... 8793 16 6.24  New business density ............coooiiiiiiiiiiii... . 47
225  Genderearnings gap ... ..ottt 4648 82 6.2.5  Scientific journal articles..............oooooi 3.04 78
226  Leadership opportunities forwomen....................... 3841 69
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COUNTRY PROFILES

CROATIA

Key Indicators

Rank (out of 125). ..ot 5 5

GDP per capita (PPPUS$) ........ ... ... ... 25,264.44
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 54.85
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 42.27
Population (millions) ... 4.13 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiinenineennsesnssenasenassnnsennn 39.30 55
Enable .
31 Formal Education. ... 4795 29
;go Enrolment
80 AR Vocational enrolment ... 83.17 4
Global Zg Attract 312 Tertiéry enrolment. . ... 55.09 25
knowledge skills 2 Quality
313 Tertiary education expenditure. . .. 59
314 Reading, maths, and science ... 33
315 University ranking ... 62
32 Lifelong Learning. .......oooi i 78
321 Quality of management schools.................coooiiin. 87
. 322 Prevalence of training infirms......................L. 21
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 122
33 Access to Growth Opportunities .....................o...... 88
Empowerment
331 Delegation of authority. ..o 2892 107
Retain 332 Personal rights. ... ... 7096 4
. Collaboration
® Croatia Income group average 333 Use of virtual social networks. ..., 86
334  Use of virtual professional networks. 35
Score  Rank 33.5  Collaboration within organisations ......................... 112
33.6  Collaboration across organisations .......................... 440 120
1 ENABLE............... .. ....45.37 83
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 5391 53
111 Government effectiveness ..................cooiiiiii... 57.32 44
112 Business-government relations. ... . S04 118 4 RETAIN. ..o B 56.45 49
113 Political Stability ... oooo e 80.32 34 4.1 Sust§|nab\\|ty ............................................... 66
114 Regulatory quality.......oooo 56.46 52 A1 Pension syStem. ... 28
105 COMUPLION oo oo 451 47 41,2 Social protection ... ....ooi 91
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 4653 67 413 Brain retention ... 120
121 COMPELLION INEENSILY v 5603 95 4.2 Lifestyle . 33
1.2.2  Ease of doing business ... ...7333 46 421 Environmental performance 37
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 1.71 120 422 Personal safety ... 31
124 R&D Xpenditure .......oovo oo 1986 39 423 Physician density 3
125 ICTinfrastructure. ... ..o 75.32 33 424 SANIALION ..o 44
1.26  Technology utilisation..............ooviiiiiiiainiii. 4291 85
13 Business and Labour Landscape.............ooovveiieiiit 3568 110
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..45.33 46
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 64.46 10
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 84.67 9
13.3  Active labour market policies. ... 31.34 83 512 Population with secondary education...................... 7447 8
134  Labour-employer COOperation ................cocevieiiiinn. 965 123 5.13  Technicians and associate professionals.................... 63.84 22
Management Practice 514  Labour productivity peremployee......................... 34.86 43
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3278 97 5.2 Employability. . ... 2619 105
13.6  Relationship of pay to productivity......................... 3464 96 521  Ease of finding skilled employees ... T 2960 104
5.2.2  Relevance of education system to the economy ........... 1698 105
5.2.3  Skills matching with secondary education.................. 34.19 85
2 ATTRACT e, 99 524  Skills matching with tertiary education..................... 24.00 112
2.1 External Openness 103
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 3937 104 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 31.42 47
212 Prevalence of foreign ownership ... 53.51 82 6.1 High-Level Skills . ... 31.73 53
Attract People 6.1.1 Workforce with tertiary education......................... 39.76 44
213 MiIgrant StOCK. ... 27.53 26 6.1.2 Population with tertiary education......................... 29.20 55
214 International students. ... 2.02 87 6.1.3  Professionals........ ..o 4522 37
205 Brain QaiN. . 123 6.04  Researchers............ ..o 21.67 4
22 Internal Openness 85 6.1.5  Senior officials and managers ... 26.19 50
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 28.33 92
221 Tolerance of MiNOIties ............ovviiiiiiia i, 44.71 57 6.2 Talent Impact......... 37
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 2297 108 6.21  Innovation output 4
223 Social mobility. ... 33.14 m 6.2.2  High-value exports...........cooiiiiiiiiii 21.08 40
Gender Equality 6.23  New product entrepreneurial activity ...................... 2795 58
224  Female graduates ...............cocooiiiiiiiiiiil 80.00 33 6.24  New businessdensity ... 23.86 26
225  Genderearnings gap ... ..ottt 67.38 20 6.2.5  Scientific journal articles................cooi 39.37 30
226  Leadership opportunities forwomen....................... 1990 105
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COUNTRY PROFILES

CYPRUS

Key Indicators

Rank (out of 125). ..ot 3 3 GDP per capita (PPPUSS) ..., 34,503.47
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 21.65
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. . ottt et et e e e e ettt 52.20
Population (millions) ... 1.18 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 38.88 57
Enable .
31 Formal Education. ... 2745 64
;go Enrolment
80 AR Vocational enrolment ... 17.05 75
Global Zg Attract 312 Tertiéry enrolment. . ... 49.00 40
knowledge skills 5 Quality
30 313 Tertiary education expenditure. . .. 51
ig 314 Reading, maths, and science ... X 44
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 43.26 60
321 Quality of management schools.................coooiiin. 3977 68
. 322 Prevalence of training infirms..................o n/a n/a
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 46.74 45
33 Access to Growth Opportunities .....................o...... 4592 47
Empowerment
331 Delegation of authority. ..o 41.20 76
Retain 332 Personal rights. ... ... 84.35 27
Collaboration
® Cyprus Income group average 333 Use of virtual social networks. ..., X 89
334  Use of virtual professional networks. 25
Score  Rank 33.5  Collaboration within organisations ......................... . 79
336  Collaboration across organisations ......................... . 91
1 ENABLE............... ... 56.82 44
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 67.68 31
111 Government effectiveness ..................cooiiiiii... 69.48 33
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 62.03 48 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 60.23 42
113 Political Stability ... 7778 36 4.1 Sustainability ... . 51
114 Regulatory quality.......oooo 7297 28 A1 Pen§ion system """""""""""""""""""""""""""""" n/a
105 COMUPLION oo oo 5616 36 412 Social proteft\on ........................................... . 46
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 5485 45 413 Brain retention ... : >3
121 COMPELLION INEENSILY v 79.99 51 4.2 Lifestyle . . 32
1.2.2  Ease of doing business ... . . ...73.20 48 421 Environmental performance 23
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 3397 76 422 Personal safety ... T v . 38
124 R&D Xpenditure .......oovo oo 155 59 423 Physician density 48
125 ICTinfrastructure. ... 78.63 30 424 SANIALION ..o : 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 51.78 59
13 Business and Labour Landscape.............ooovveeieaii.. 4793 77
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..54.41 31
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 49.28 42
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 49.89 54
13.3  Active labour market policies. ... 55.19 40 512 Population with secondary education...................... 4579 40
134 Labour-employer cooperation ................ccooieiiii... 48.27 46 5.13  Technicians and associate professionals.................... 57.59 27
Management Practice 514  Labour productivity peremployee......................... 43.86 28
1.3.5  Professional management. .............ooiiiiiiiaiii.. 34.05 93 5.2 Employability. . ... 59.54 30
13.6  Relationship of pay to productivity......................... 44.39 68 521  Ease of finding skilled employees ... T 69.65 28
5.2.2  Relevance of education system to the economy ........... 43.32 51
5.2.3  Skills matching with secondary education.................. 61.12 27
2 ATTRACT oo, 29 524  Skills matching with tertiary education..................... 64.08 30
2.1 External Openness 26
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 5331 73 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 47.45 21
212 Prevalence of foreign ownership .......................... 59.87 56 6.1 High-Level Skills.................... 4436 31
Attract People 6.1.1 Workforce with tertiary education......................... 68.33 8
213 MIgrant StoCK. ... 3299 21 6.1.2  Population with tertiary education ........................ 57.22 12
214 International students..............i 88.35 8 6.1.3  Professionals........ ..o 50.28 24
205 Brain Qain. .o . 67 6.04  Researchers............ ..o 12.05 49
22 Internal Openness 42 6.1.5  Senior officials and managers ... 20.83 63
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 5745 31
221 Tolerance of minorities ..., 38.82 66 6.2 Talent Impact......... L . X 15
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 5946 56 6.2.1 Innovation output 21
223 Social Mobility. ... ... 50.05 62 622 High-value exports. ... 13.21 57
Gender Equality 6.23  New product entrepreneurial activity ...................... 68.66 8
224 Femalegraduates ... 91.84 9 6.24  New businessdensity ... 79.76 4
225  Genderearnings gap ... ..ottt 59.86 38 6.2.5  Scientific journal articles................cooi 33.02 32
226  Leadership opportunities forwomen....................... 33.84 79
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COUNTRY PROFILES

CZECH REPUBLIC

Key Indicators

Rank (out of 125). ..ot 2 5

GDP per capita (PPPUSS) ..., 36,915.93
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 215.73
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 59.38
Population (millions) ... 10.59 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 55.29 25
Enable .
31 Formal Education. ... 49.53 26
;go Enrolment
80 AR Vocational enrolment ... 79.87 6
Global :Z Attract 312 Tertiéry enrolment. . ... 52.59 32
knowledge skills 70 Quality
30 313 Tertiary education expenditure. . .. 69
ig 314 Reading, maths, and science ... 27
315 University ranking ... 44
32 Lifelong Learning. .......oooi i 30
321 Quality of management schools.................coooiiin. 57
. 322 Prevalence of training infirms......................L. 14
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 26
33 Access to Growth Opportunities .....................o...... 28
Empowerment
331 Delegation of authority. ..o 64.77 26
Retain 332 Personal rights. ... ... 86.72 23
Collaboration
® Czech Republic Income group average 333 Use of virtual social networks. ..., 22
334  Use of virtual professional networks. 46
Score  Rank 335  Collaboration within organisations ......................... 32
336  Collaboration across organisations ......................... 51
1 ENABLE............... .. ....69.60 25
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 66.25 33
111 Government effectiveness ..................cooiiiiii... 7146 30
112 Business-government relations ... 1150 9 4 RETAIN. ..o e 75.42 22
103 Political Stability ..+ vvoooe o 15 4.1 Sust§|nab\\|ty ............................................... 22
114 REGUIATONY QUAIILY oo 39 411 Pengon system ............................................. 3
105 COMUBLION v oo 36 41,2 Social protection ... ....ooi 25
1.2 Market Landscape..........ooooviiiiiii 28 413 B.rain TRTENLON .o 49
121 COMPELION INEENSIEY .+ v eee e ) 4.2 Lifestyle . 17
122 Ease of doing business ... _ 57 4.21 Environmental performance 32
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 49 422 Personalsafety ... o
124 R&Dexpenditure....... ..ot 21 423 Physician density 18
125 ICTinfrastructure. ... 48 424 SANITATION .. 21
1.26  Technology utilisation..............ooviiiiiiiainiii. 31
13 Business and Labour Landscape.............ooovveeieaii.. 7727 18
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..61.37 22
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 7768 1
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 96.61 3
13.3  Active labour market policies. ... 68.84 24 512 Population with secondary education..................... 100.00 1
1.34  Labour-employer cooperation ..............cooviiiiiiin. 56.64 32 5.13  Technicians and associate professionals.................... 75.89 12
Management Practice 514  Labour productivity peremployee......................... 38.21 38
1.3.5  Professional management. .............ooiiiiiiiaiii.. 76.31 25 5.2 Employability. . ... 45.06 59
13.6  Relationship of pay to productivity......................... 72.83 19 521  Ease of finding skilled employees ... T 2889 105
5.2.2  Relevance of education system to the economy ........... 3912 55
523  Skills matching with secondary education.................. 56.11 33
2 ATTRACT weneeennen, 28 524  Skills matching with tertiary education..................... 56.10 40
2.1 External Openness 29
Attract Business
211 FDI'and technology transfer. ..., 7197 29 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 38.74 32
212 Prevalence of foreign ownership ..................ooo. 96.58 4 6.1 High-Level Skills . ... 36.06 45
Attract People 6.1.1 Workforce with tertiary education......................... 35.65 54
213 MiIgrant StOCK. ...t 8.29 59 6.1.2 Population with tertiary education......................... 31.24 49
214 International sStudents ..o 53.09 17 6.1.3  Professionals............ooooiiiii 41.29 40
205 Brain Qain. .o 69 614 Researchers...................... 42.60 25
22 Internal Openness 37 6.1.5  Senior officials and managers ... 29.76 43
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 35.84 71
221 Tolerance of minorities .............. ... . ... ............ 56.47 39 6.2 Talent Impact......... 24
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 2568 107 6.2.1 Innovation output 20
223 Social mobility. ... 76.09 23 6.2.2  High-value exports...........cooiiiiiiiiii 2518 33
Gender Equality 6.23  New product entrepreneurial activity ...................... 42.74 35
224 Femalegraduates ... 81.75 30 6.24  New businessdensity ... 19.13 30
225  Genderearnings gap ... ..ottt 51.85 66 6.2.5  Scientific journal articles................cooi 60.38 13
226  Leadership opportunities forwomen....................... 54.09 42
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COUNTRY PROFILES

DENMARK

Key Indicators

Rank (ut of 125). ..ot 5 GDP per capita (PPPUSS) ..., 50,540.81
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 324.87
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 73.85
Population (millions) ... 5.77 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiitiiiiiienineennsesnseenasenascnnncnns 75.67 6
Enable .
31 Formal Education. ... 60.94 9
Enrolment
AR Vocational enrolment ... 4711 28
Global Attract 312 Tertiéry enrolment. . ... 66.30 14
knowledge skills Quality
313 Tertiary education expenditure. . .. 3
314 Reading, maths, and science ... 15
315 University ranking ... 14
32 Lifelong Learning. .......oooi i 10
321 Quality of management schools.................coooiiin. 13
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. "
technical skills o
33 Access to Growth Opportunities .....................o...... 6
Empowerment
331 Delegation of authority. ..o 100.00 1
Retain 332 Personal rights. ... ..o 100.00 1
Collaboration
® Denmark Income group average 333 Use of virtual social networks. ..., 12
334  Use of virtual professional networks. 4
Score  Rank 335  Collaboration within organisations ......................... n
336  Collaboration across organisations ......................... 24
1 ENABLE............... ... 86.26 3
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 87.00 10
111 Government effectiveness ..................cooiiiiii... 92.06 3
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 74.39 21 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 86.68 4
103 Political Stability ..+ vvoooe o 8496 24 4.1 Sustainability ... 86.32 7
104 Requlatory QUalIty. ... ..oooo o oo 8565 15 AL1 - Pension syStem. ... 9286 8
105 COMUBLION v oo 0863 5 41,2 Social protection ... ....ooi 95.92 7
12 Market LandSCape. ... ... eveevreeoeeee e 8047 10 413 Brainretention ... /01818
121 COMPELION INEENSIEY .+ v eee e 7595 37 4.2 Lifestyle . 87.04 6
122 Ease of doing business ... ) N 9553 3 4.21 Environmental performance. ... 90.30 3
1.23  Clusterdevelopment.......coooviiiiiiiiiiiiii e 6749 21 422 Personalsafety ... 4
124 R&D Xpenditure .......oovo oo 6742 8 423 Physician density 19
125 ICTinfrastructure. ... ..o 85.37 13 424 SANIALION ..o !
1.26  Technology utilisation..............ooviiiiiiiainiii. 91.07 9
13 Business and Labour Landscape.............ooovveiieiiit 91.30 3
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 68.35 10
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 61.83 18
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 54.67 42
13.3  Active labour market policies..................ooo 84.66 8 512 Population with secondary education...................... 60.06 23
1.34  Labour-employer cooperation ...............c.covviiiii. 93.09 4 513  Technicians and associate professionals.................... 79.02 10
Management Practice 514  Labour productivity peremployee......................... 53.59 17
1.3.5  Professional management. .............ooiiiiiiiaiii.. 90.47 1 5.2 Employability. . ... 74.86 16
13.6  Relationship of pay to productivity......................... 79.57 10 521  Ease of finding skilled employees ... T 74.63 22
5.2.2  Relevance of education system to the economy ........... 69.66 17
523  Skills matching with secondary education.................. 7132 16
2 ATTRACT weneeennen, 17 524  Skills matching with tertiary education..................... 83.82 8
2.1 External Openness 21
Attract Business
211 FDI'and technology transfer..................ocoiio.. 70.34 32 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 59.70 7
212 Prevalence of foreign ownership ... 8591 12 6.1 High-Level Skills ... 55.64 16
Attract People 6.1.1 Workforce with tertiary education......................... 53.82 23
213 MIgrant StoCK. ... 23.55 34 6.1.2  Population with tertiary education ........................ 51.61 20
214 International sStudents ..o 54.43 14 6.1.3  Professionals............ooooiiiii 7135 4
205 Brain Qain. .o 30 614 Researchers...................... 91.07 2
22 Internal Openness 9 6.1.5  Senior officials and managers ... 13.69 74
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 52.28 42
221 Tolerance of minorities .............. ... ... ............ 61.18 31 6.2 Talent Impact......... 1
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 85.14 12 6.2.1 Innovation output 13
223 Social mobility. ... 89.65 n 6.2.2  High-value exports...........cooiiiiiiiiii 2844 27
Gender Equality 6.23  New product entrepreneurial activity ...................... 7914 5
224 Femalegraduates ... 7136 59 6.24  New businessdensity ... 4771 12
225  Genderearnings gap ... ..ottt 60.57 34 6.2.5  Scientific journal articles................cooi 93.55 2
226  Leadership opportunities forwomen....................... 80.64 9
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COUNTRY PROFILES

DOMINICAN REPUBLIC

Key Indicators

Rank (out of 125). ..ot 9 0

GDP per capita (PPPUSS) ..., 16,029.62
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....ouviuiiiii i 75.93
Regional group............... Latin America and the Caribbean GTCLSCOTE. « ottt t ettt et e e ettt et 33.79
Population (millions) ... 10.77 GTCI score (income group average) .................c.oo.... 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
Enable 3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 24.80 104
31 Formal Education. ... 11.88 103
100
90 Enrolment
80 AR Vocational enrolment ... 1044 85
Global Zg Attract 312 Tertiary enrolment. ..o 4313 47
knowledge skills S Quality
30 313 Tertiary education expenditure. . .. 106
ig 314 Reading, maths, and science ... 0.00 67
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2656 109
321 Quality of management schools.................coooiiin. 3091 91
. 322 Prevalence of training infirms......................L. 26.39 65
Y:;g:i:fi;;ﬁi Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 2240 104
33 Access to Growth Opportunities .....................o...... 3595 82
Empowerment
331 Delegation of authority. ..o 37.84 80
Retain 332 Personal rights. ... ... 56.83 66
o . Collaboration
® Dominican Republic Income group average 333 Use of virtual social networks. ..., 65
334  Use of virtual professional networks. 67
Score  Rank 33.5  Collaboration within organisations ......................... 111
336  Collaboration across organisations ......................... 93
1 ENABLE............... .. ....47.21 73
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 4765 69
111 Government effectiveness ..................cooiiiiii... 38.96 86
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 64.02 41 4 RETAIN....coviiiiiiiiinnnnnnnns eeeeeeeeeiaeeaaes 38.87 91
113 Political Stability ... 7130 48 4.1 Sustainability ... 2633 101
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 4617 69 411 PENSION SYSTEM . ... 2449 69
105 COMUPLION oo oo 1781 102 41,2 Social protection ... ....ooi 2192 102
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 4929 60 413 Brainretention ... 3257 92
121 COMPELLION INEENSILY v 7530 39 4.2 Lifestyle . 5142 83
122 Ease of doing business ... B B 5399 84 4.21 Environmental performance. ... 62.14 4
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 3933 60 422 Personal safety ... 105
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a n/a 423 Physician density >
125 ICTinfrastructure. ... 33.33 95 424 SANIALION ..o 81
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 4448 76
13 Business and Labour Landscape............oooovveiiiiiit. 44.69 87
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............ 30.00 93
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 3193 75
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 4791 59
13.3  Active labour market policies. ... 1792 110 512 Population with secondary education...................... 3195 64
134 Labour-employer cooperation ................ccooieiiii... 36.58 78 5.13  Technicians and associate professionals.................... 2768 74
Management Practice 514  Labour productivity peremployee......................... 2018 64
13.5  Professional management..............oovviiiiiiiiiin. 3191 99 5.2 Employability. . ... 28.07 103
13.6  Relationship of pay to productivity......................... 2606 116 521  Ease of finding skilled employees ... T 36.84 85
5.2.2  Relevance of education system to the economy ............ 769 119
523  Skills matching with secondary education.................. 32.79 89
2 ATTRACT e, 55 524  Skills matching with tertiary education..................... 3497 84
2.1 External Openness 66
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 63.66 48 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 16.38 87
212 Prevalence of foreign ownership ... 69.47 42 6.1 High-Level Skills ... 23.07 79
Attract People 6.1.1 Workforce with tertiary education......................... 38.17 48
213 MIgrant stock. ... 8.02 61 6.1.2  Population with tertiary education ........................ 19.19 75
214 International StUDENTS . .......ooiioii 9.75 66 6.1.3  Professionals............ooooiiiii 20.51 77
215 Braingain........oo 70 6.14  Researchers...................oociiiiiii n/a  n/a
22 Internal Openness 50 6.1.5  Senior officials and managers ... 13.10 78
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 2442 103
221 Tolerance of minorities ..., 44.71 57 6.2 Talent Impact......... 97
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 66.22 44 6.2.1 Innovation output 75
223 Social mobility. ... 3477 106 6.2.2  High-value exports...........ccoiiiiiiiiii 794 76
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224  Femalegraduates ..............ooiiiiiiiii 100.00 1 6.24  New business density ...........cooiiiiiiiiiaiiiiin. 708 60
225  Genderearnings gap ... ..ottt 50.30 74 6.2.5  Scientific journal articles..............oooooi 0.07 123
226  Leadership opportunities forwomen....................... 20.59 104
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COUNTRY PROFILES

ECUADOR

Key Indicators

Rank (out of 125). ..ot 87 GDP per capita (PPPUSS) ..., 11,617.43
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....o.vvuiiniiiiii i 103.06
Regional group............... Latin America and the Caribbean GTCLSCOTE. . ottt et et e e e e ettt 33.94
Population (millions) ... 16.62 GTCI score (income group average) ...................o..... 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 39.12 56
Enable .
31 Formal Education. ... 33.53 51
;go Enrolment
80 301 Vocational enrolment ... 31.56 51
Global ZS Attract 312 Tertiary enrolment. ..o 36.98 61
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 6
ig 314 Reading, maths, and science ... n/a
315 University ranking ... . 66
32 Lifelong Learning. .......oooi i . 39
321 Quality of management schools.................coooiiin. . 85
. 322 Prevalence of training infirms......................L. . 2
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR . 94
33 Access to Growth Opportunities .....................o...... . 97
Empowerment
331 Delegation of authority. ..o 36.57 83
Retain 332 Personal rights. ... ... 41.19 87
Collaboration
® Fcuador Income group average 333 Useof virtual social networks. ... y 84
334  Use of virtual professional networks. 49
Score  Rank 33.5  Collaboration within organisations......................... X 109
336  Collaboration across organisations ......................... X 107
1 ENABLE............... .. ... 38.63 103
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3743 102
111 Government effectiveness ..................cooiiiiii... 3449 90
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 45.03 94 4 RETAIN....coviviiiiiinnnnnnns ereeereaerereaaaed 42.81 78
113 Political Stability ... 6297 68 4.1 Sustainability ... 3193 82
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 2344 17 411 PENSION SYSTEM . ... 2449 69
105 COMUPLION oo oo . 89 41,2 Social protection ... ....ooi 38.03 68
1.2 Market Landscape. .. ....oovoii . 96 413 Brainretention ... 33.29 89
121 COMPELION INEENSIEY .+ v ee e . 64 4.2 Lifestyle . 53.68 75
122 Ease of doing business ... B B B 97 4.21 Environmental performance. ... 49.99 74
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 106 422 Personal safety ... T v ’ 82
124 R&Dexpenditure....... ..ot 64 423 Physician density 71
125 CTinfrastructure. .o . 80 424 SANITATION .. . 76
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. . 88
13 Business and Labour Landscape............oooovveiiiiiit. 40.57 98
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 34.03 77
131 Ease of NiMNg......ooo 4433 99 5.1 Mid-Level Skills ... 2833 82
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 40.57 68
13.3  Active labour market policies. ... 17.06 12 512 Population with secondary education...................... 40.80 50
1.34  Labour-employer cooperation ..............cooviiiiiiin. 3765 74 513  Technicians and associate professionals.................... 19.64 85
Management Practice 514  Labour productivity peremployee......................... 12.31 76
13.5  Professional management..............oovviiiiiiiiiin. 2877 108 5.2 Employability. . ... 39.74 71
13.6  Relationship of pay to productivity......................... 40.61 81 521  Ease of finding skilled employees ... T 39,61 77
5.2.2  Relevance of education system to the economy ........... 29.05 82
5.2.3  Skills matching with secondary education.................. 42.73 61
2 ATTRACT e, . ....33. 107 524  Skills matching with tertiary education..................... 47.55 63
2.1 External Openness 118
Attract Business
211 FDI'and technology transfer..................oooo . 34.51 113 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 15.07 20
21.2  Prevalence of foreign ownership .................cooooen.. 2749 119 6.1 High-Level Skills ... 16.00 94
Attract People 6.1.1 Workforce with tertiary education......................... 22.83 82
213 MIgrant stock. ... 4.82 74 6.1.2  Population with tertiary education ........................ 21.22 69
214 International StUdENTS.......oovii i 378 79 6.1.3  Professionals........ ..o 19.38 80
205 Brain Qain. .o : 84 6.04  Researchers............ ..o 4.77 67
22 Internal Openness 74 6.1.5  Senior officials and managers ... 536 104
Social Inclusion 6.1.6  Availability of scientists and engineers 107
221 Tolerance of MiNOIties ............ooiiiiiiii i, 27.06 86 6.2 Talent Impact......... L . . 80
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 7297 30 6.21  Innovation output 94
223 Social mobility. ... 33.85 109 6.2.2  High-value exports...........cooiiiiiiiiii X 53
Gender Equality 6.2.3  New product entrepreneurial activity 63
224 Female graduates ...........coveviiiiiiiiaiii i 71.61 57 6.24  New businessdensity ...................oco n/a
225  Gender earnings gap ... .. eiiei i 53.52 61 6.2.5  Scientific journal articles..............oooooi 2.60 80
226  Leadership opportunities forwomen....................... 2151 102
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COUNTRY PROFILES

EGYPT

Key Indicators

Rank (out of 125). ..ot 9 6

GDP per capita (PPPUSS) ..., 11,582.59
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. .ovveeeeeee i 235.37
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. . ottt et et e e e e ettt 31.68
Population (millions) ... 97.55 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 25.38 102
Enable .
31 Formal Education. ... 3135 56
;go Enrolment
80 AR Vocational enrolment ... 4417 33
Global ZS Attract 312 Tertiary enrolment. ..o 27.80 73
knowledge skills ig Quality
313 Tertiary education expenditure. . .. n/a
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 50
32 Lifelong Learning. .......oooi i 123
321 Quality of management schools.................coooiiin. 118
. 322 Prevalence of training infirms....................L 8.71 87
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 1978 109
33 Access to Growth Opportunities .....................o...... 30.60 105
Empowerment
331 Delegation of authority. ..o 2774 110
Retain 332 Personal rights. ... ... 15.64 110
Collaboration
® Egypt Income group average 333 Use of virtual social networks. ..., 45
334  Use of virtual professional networks. 88
Score  Rank 33.5  Collaboration within organisations ......................... 110
336  Collaboration across organisations ......................... 46
1 ENABLE............... .. ....37.58 105
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 2964 116
111 Government effectiveness ..................cooiiiiii... 2878 102
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 3996 102 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 45.80 68
113 Political Stability . .........oo\s e 15 AT Sustainability ... 69
104 Requlatory QUalIty. ... ..oooo o oo 2584 114 41T Pension system............. 47
105 COMUPLION oo oo 2192 89 41,2 Social protection ... ....ooi 85
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, a6 82 413 Brain retention ... %
121 COMPELLION INEENSILY v 5937 8 4.2 Lifestyle . 77
1.2.2  Ease of doing business ... . . ...4553 103 421 Environmental performance 59
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 4159 53 422 Personal safety ... 86
124 R&D Xpenditure .......oovo oo 1638 48 423 Physician density 92
125 ICTinfrastructure. ... 4733 75 424 SANIALION ..o 62
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 3949 94
13 Business and Labour Landscape............oooovveiiiiiit. 4149 93
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..25.92 103
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 37.09 66
132 Easeofredundancy ... 2500 109 511 Workforce with secondary education ...................... 5172 49
13.3  Active labour market policies. ... 2598 98 512 Population with secondary education...................... 34.09 59
134 Labour-employer cooperation ................ccooieiiii... 2893 96 5.13  Technicians and associate professionals.................... 38.84 57
Management Practice 514  Labour productivity peremployee......................... 23.69 57
13.5  Professional management..............oovviiiiiiiiiin. 36.72 88 5.2 Employability. . ... 1475 123
13.6  Relationship of pay to productivity......................... 3228 102 521  Ease of finding skilled employees ... T 30.78 101
5.2.2  Relevance of education system to the economy ............ 577 120
5.2.3  Skills matching with secondary education.................. 141 120
2 ATTRACT e, 116 5.24  Skills matching with tertiary education...................... 833 123
21 External Openness 110
Attract Business
PAR FDI and technology transfer.............ccoooieiiieaon. 54.56 69 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 25.60 59
212 Prevalence of foreign ownership ... 3874 107 6.1 High-Level Skills . ... 34.50 48
Attract People 6.1.1 Workforce with tertiary education......................... 28.31 69
213 MiIgrant StOCK. ... 0.87 110 6.1.2 Population with tertiary education......................... 20.54 71
214 International StUdents. ... ... 9.12 68 6.1.3  Professionals........ ..o 2893 57
205 Brain Qain. .. 106 6.04  Researchers............ ..o 8.17 56
22 Internal Openness 118 6.1.5  Senior officials and managers ... 76.79 5
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 44.25 53
221 Tolerance of MiNOMtIES ..........ooviiiiii s 941 12 6.2 Talent Impact......... 70
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 3784 91 6.2.1 Innovation output 77
223 Social mobility. ... 36.26 101 6.2.2  High-value exports...........ccoiiiiiiiiii 0.88 13
Gender Equality 6.23  New product entrepreneurial activity ...................... 38.39 43
224 Femalegraduates ...........cooiiiiiiiiiiii 64.26 74 6.24  New business density ............coooiiiiiiiiiiiiiiia. n/a n/a
225  Genderearnings gap ... ..ottt 1458 110 6.2.5  Scientific journal articles..............oooooi 4.40 72
226  Leadership opportunities forwomen....................... 42.74 58
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COUNTRY PROFILES

EL SALVADOR

Key Indicators

Rank (out of 125). ..ot 10 6 GDP per capita (PPPUSS) ..., 8,006.06
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. ..oovieeet e 24.81
Regional group............... Latin America and the Caribbean GTCLSCOTE. . ottt et et e e e e ettt 27.12
Population (millions) ... 6.38 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 28.59 91
Enable .
31 Formal Education. ... 16.15 92
;go Enrolment
80 AR Vocational enrolment ... 36.77 43
Global Zg Attract 312 Tertiéry enrolment. . ... 22.51 80
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 109
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 3743 72
321 Quality of management schools.................coooiiin. 2376 108
. 322 Prevalence of training infirms......................L. 66.49 16
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 2203 106
33 Access to Growth Opportunities .....................o...... 3219 100
Empowerment
331 Delegation of authority. ..o 3133 101
Retain 332 Personal rights. ... ... 59.33 62
Collaboration
® FlSalvador Income group average 333 Use of virtual social networks. ..., . 87
334  Use of virtual professional networks. . 68
Score  Rank 33.5  Collaboration within organisations .......................... 772 123
336  Collaboration across organisations ......................... 19.93 94
1 ENABLE............... .. ....39.48 929
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 44.83 80
111 Government effectiveness ..................cooiiiiii... 38.21 87
112 Business-government relations. ... . PP 4 RETAIN. ..ot B, 31.26 100
113 Political Stability ... oooo e 65 4.1 Sust§|nab\\|ty ............................................... 1917 115
114 REGUIALOTY QUAIILY . .+ v veeeeee oo | 63 411 Pengon system ............................................. 2143 74
105 COMUPLION oo oo . 87 41,2 Social protection ... ....ooi 15.03 113
1.2 Market Landscape. ... . 99 413 Brain retention ... 2104 07
121 COMPELION INEENSIEY .+ v ee e . 54 4.2 Lifestyle . 43.36 93
122 Ease of doing business ... B B ) 66 4.21 Environmental performance. ... 4414 84
1.23  Clusterdevelopment........oooviiiiiiiiiiii e § M4 422 Personal safety ... T v ’ 120
124 R&D XPEnditure .......oooo oo 260 94 423 Physician density 60
125 ICTIRMASIUCIUIE ... v e el 3906 86 424 SaNIEtion . : 69
1.26  Technology utilisation..............ooviiiiiiiainiii. 3283 108
13 Business and Labour Landscape.............ooovveiieiiit 3639 109
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 25.14 106
131 Ease of NiMNg......ooo 4433 99 5.1 Mid-Level Skills ... 2733 84
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 42.09 64
13.3  Active labour market policies. ... 1203 120 512 Population with secondary education...................... 23.82 76
134 Labour-employer cooperation ................ccooieiiii... 18.24 115 5.13  Technicians and associate professionals.................... 16.07 91
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. .............ooiiiiiiiaiii.. 2544 111 5.2 Employability. . ... 2295 113
13.6  Relationship of pay to productivity......................... 1827 122 521  Ease of finding skilled employees ... T 2872 106
5.2.2  Relevance of education system to the economy ............ 164 122
523  Skills matching with secondary education.................. 31.61 92
2 ATTRACT e, 15 524  Skills matching with tertiary education..................... 29.82 99
21 External Openness 115
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 36.65 109 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnnn 8.15 114
212 Prevalence of foreign ownership .......................... 5366 80 6.1 High-Level Skills.................... 797 116
Attract People 6.1.1 Workforce with tertiary education...................ooo 860 101
213 MiIgrant StOCK. ... 123 103 6.1.2 Population with tertiary education......................... 15.28 79
214 International students. ... 1.84 88 6.1.3  Professionals........ ..o 14.33 91
205 Brain Qain. .o . 114 6.04  Researchers............ ..o 0.68 86
22 Internal Openness 110 6.1.5  Senior officials and managers ... 893 92
Social Inclusion 6.1.6  Availability of scientists and engineers ...................... 0.00 125
221 Tolerance of MiNOIties ............ovviiiiiiia i, 4235 63 6.2 Talent Impact......... L . . 102
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 35.14 94 6.2.1 Innovation output 109
223 Social mobility. ... 23.57 121 6.2.2  High-value exports...........ccoiiiiiiiiii 837 75
Gender Equality 6.23  New product entrepreneurial activity ...................... 18.36 67
224 Female graduates ..............c.oiiiii 69.02 68 6.24  New businessdensity ..................cocoi 2.51 82
225  Genderearnings gap ... ..ottt 50.78 72 6.2.5  Scientific journal articles..............oooooi 014 N7
226  Leadership opportunities forwomen........................ 389 124
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COUNTRY PROFILES

ESTONIA

Key Indicators

Rank (out of 125). ..ot 2 3

GDP per capita (PPPUSS) ..., 31,637.68
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 25.92
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 60.74
Population (millions) ... 1.32 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 55.19 26
Enable .
31 Formal Education. ... 4834 28
;go Enrolment
80 AR Vocational enrolment ... 4013 37
Global 52 Attract 312 Tertiéry enrolment. . ... 58.86 21
knowledge skills s Quality
30 313 Tertiary education expenditure. . .. 22
ig 314 Reading, maths, and science ... 3
315 University ranking ... 51
32 Lifelong Learning. .......oooi i 32
321 Quality of management schools.................coooiiin. 30
. 322 Prevalence of training infirms......................L. 38
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 28
33 Access to Growth Opportunities .....................o...... 24
Empowerment
331 Delegation of authority. ..o 64.45 27
Retain 332 Personal rights. ... ... 9278 14
) Collaboration
® Estonia Income group average 333 Use of virtual social networks. ..., 25
334  Use of virtual professional networks. 39
Score  Rank 33.5  Collaboration within organisations......................... 25
336  Collaboration across organisations ......................... 35
1 ENABLE............... .. ... 72.34 24
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 7707 19
111 Government effectiveness ..................cooiiiiii... 7295 24
112 Business-government relations. ... . 6799 3t 4 RETAIN. ..o B 68.28 28
113 Political Stability ... oo 8056 33 4.1 Sust§|nab\\|ty ............................................... 61.80 29
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 88.52 13 411 Pengon system ............................................. 93.88 6
105 COMUPLION oo oo 75.34 20 41,2 Social protection ... ....ooi 50.32 42
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 6746 25 413 Brain retention ... a2 o
121 COMPELLION INEENSILY v 8746 1 4.2 Lifestyle . 74.76 30
122 Ease of doing business ... B B 8967 10 4.21 Environmental performance. ... 6148 43
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 37.37 67 422 Personal safety ... 29
124 R&D Xpenditure .......oovo oo 2989 25 423 Physician density 24
125 ICTinfrastructure. ... 8244 18 424 SANIALION ..o 1
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 7795 20
13 Business and Labour Landscape.............ooovveeieaii.. 7248 21
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 58.03 28
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 58.89 23
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 67.64 26
13.3  Active labour market policies. ... 7779 14 512 Population with secondary education...................... 7418 9
134 Labour-employer cooperation ................ccooieiiii... 67.06 23 5.13  Technicians and associate professionals.................... 5893 26
Management Practice 514  Labour productivity peremployee......................... 34.80 45
1.3.5  Professional management. .............ooiiiiiiiaiii.. 7317 26 5.2 Employability. . ... 5717 33
13.6  Relationship of pay to productivity......................... 75.21 15 521  Ease of finding skilled employees ... T 3948 78
5.2.2  Relevance of education system to the economy ........... 61.56 22
5.2.3  Skills matching with secondary education.................. 64.59 21
2 ATTRACT e, 30 524  Skills matching with tertiary education..................... 63.03 32
2.1 External Openness 32
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 65.83 4 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvivinvnnnnn 55.63 14
212 Prevalence of foreign ownership .......................... 8938 8 6.1 High-Level Skills.................... 56.24 15
Attract People 6.1.1 Workforce with tertiary education......................... 59.51 19
213 MiIgrant StOCK. ... 30.33 25 6.1.2 Population with tertiary education......................... 61.97 8
214 International students..............i 26.00 34 6.1.3  Professionals........ ..o 5478 18
205 Brain Qain. .o 57 6.04  Researchers............ ..o 40.01 26
22 Internal Openness 35 6.1.5  Senior officials and managers ... 70.83 6
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 50.32 44
221 Tolerance of MiNOIties ............ooiiiiiiii i, 35.29 74 6.2 Talent Impact......... 9
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 13.51 115 6.2.1 Innovation output 17
223 Social mobility. ... 83.26 15 6.2.2  High-value exports...........cooiiiiiiiiii 18.77 44
Gender Equality 6.23  New product entrepreneurial activity ...................... 4794 19
224 Femalegraduates ... 95.52 3 6.24  New business density .....................oo 100.00 1
225  Genderearnings gap ... ..ottt 54.36 59 6.2.5  Scientific journal articles................cooi 4511 26
226  Leadership opportunities forwomen....................... 69.90 22
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COUNTRY PROFILES

ETHIOPIA

Key Indicators

Rank (out of 125). ..ot 117 GDP per capita (PPPUSS) ..., 1,899.21
INCome group . ...oouviit i Low income GDP (US$ billions) .. ..oovieeet e 80.56
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 23.15
Population (millions) ... 104.96 GTCI score (income group average) ........................ 24.81
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 19.72 120
Enable .
31 Formal Education. ... 16.55 91
100
90 Enrolment
80 AR Vocational enrolment ... 14.55 81
Global ZS Attract 312 Tertiary enrolment. . ... i 6.07 106
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 10
io 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2648 111
321 Quality of management schools.................coooiiin. 29.59 95
Vocational and 322 Prevalence of training infirms......................L. 2296 72
technical skills Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 26.90 93
33 Access to Growth Opportunities .....................o...... 16.12 124
Empowerment
331 Delegation of authority. ..o 1893 121
Retain 332 Personal rights. ... ..o 594 119
o Collaboration
® Ethiopia Income group average 333 Use of virtual social networks. ..., . 123
334  Use of virtual professional networks. 120
Score  Rank 33.5  Collaboration within organisations......................... . 99
336  Collaboration across organisations ......................... . 62
1 ENABLE............... .. ....31.99 116
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3099 113
111 Government effectiveness ..................cooiiiiii... 29.28 100
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 49.89 31 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 28.93 104
113 Political Stability ... 2824 18 4.1 Sustainability ... X 70
104 Requlatory QUalIty. ... ..oooo o oo 2153 119 41T Pension system..............o n/a
105 COMUPLION oo oo 26.03 83 41,2 Social protection ... ....ooi . 76
12 Market Landscape. .o .oooo oo 2071 121 413 Brainretention ... : 69
121 COMPELLION INEENSILY v 2700 124 4.2 Lifestyle . . 122
1.2.2  Ease of doing business ... . . ...3035 116 421 Environmental performance 105
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 3197 80 422 Personal safety T v 76
124 R&DeXpenditure . ....oooooeee 1392 53 423 Physician density ... 011 122
125 ICTinfrastructure. ..o 852 18 424 SANITATION © .ottt 0.00 125
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 1242 122
13 Business and Labour Landscape.............ooovveeieaii.. 44.26 89
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..16.08 122
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 327 124
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511 Workforce with secondary education ....................... 350 112
13.3  Active labour market policies. ... 42.23 61 512 Population with secondary education....................... 399 99
134 Labour-employer cooperation ................ccooieiiii... 2150 110 513  Technicians and associate professionals..................... 491 114
Management Practice 514 Labour productivity peremployee.................ooooii. 068 102
1.3.5  Professional management. .............ooiiiiiiiaiii.. 2913 106 5.2 Employability. . ... 28.88 100
13.6  Relationship of pay to productivity......................... 4353 71 521  Ease of finding skilled employees ... T 3295 96
5.2.2  Relevance of education system to the economy ........... 31.76 74
5.2.3  Skills matching with secondary education.................. 19.71 114
2 ATTRACT oo, . ... 30. 14 524  Skills matching with tertiary education..................... 31.12 94
2.1 External Openness 87
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 3741 108 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 11.19 100
21.2  Prevalence of foreign ownership .................cooooen.. 3722 108 6.1 High-Level Skills ... 1043 113
Attract People 6.1.1 Workforce with tertiary education......................... 24.50 76
213 MiIgrant StOCK. ... 2.27 95 6.1.2 Population with tertiary education....................oo.. 0.00 106
214 International StUdENTS ... ..o n/a  n/a 6.1.3  Professionals..................... 562 109
205 Brain Qain. .o X 51 6.04  Researchers............ ..o 046 88
22 Internal Openness 122 6.1.5  Senior officials and managers ... 298 112
Social Inclusion 6.1.6  Availability of scientists and engineers 89
221 Tolerance of MiNOIties ............ovviiiiiiia i, 1412 107 6.2 Talent Impact......... L . . 85
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 45.95 80 6.2.1 Innovation output n/a
223 Social mobility. ... 4253 83 622 High-value exports. ... . 23
Gender Equality 6.2.3  New product entrepreneurial activity 74
224 Female graduates ...........coveviiiiiiiiaiii i 1321 101 6.24  New businessdensity ..................cocoi . 102
225  Genderearnings gap ... ..ottt 52.69 62 6.2.5  Scientific journal articles..............oooooi 039 107
226  Leadership opportunities forwomen....................... 18.58 110
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COUNTRY PROFILES

FINLAND

Key Indicators

Rank (out of 125). ..ot GDP per capita (PPPUSS) ..., 45,191.59
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 251.88
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 73.78
Population (millions) ... 5.51 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 78.25 4
Enable .
31 Formal Education. ... 70.70 2
;go Enrolment
AR Vocational enrolment ... 100.00 1
Global Attract 312 Tertiéry enrolment. . ... 71.20 7
knowledge skills Quality
313 Tertiary education expenditure. . .. 7
314 Reading, maths, and science ... 5
315 University ranking ... 18
32 Lifelong Learning. .......oooi i 8
321 Quality of management schools.................coooiiin. il
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 10
technical skills o
33 Access to Growth Opportunities .....................o...... 8
Empowerment
331 Delegation of authority. ..o 90.71 4
Retain 332 Personal rights. ... ... 9744 3
. Collaboration
® Finland [ncome group average 333 Useof virtual social networks. ... 10
334  Use of virtual professional networks. 26
Score  Rank 33.5  Collaboration within organisations ......................... 8
336  Collaboration across organisations ......................... 4
1 ENABLE............... .. .ee.79.19 14
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 91.08 6
111 Government effectiveness ..................cooiiiiii... 91.07 6
112 Business-government relations. ... . 9161 c 4 RETAIN. ..o B 86.21 5
113 Political Stability ... oo 19 4.1 Sust§|nab\\|ty ............................................... 4
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 7 411 Pengon system ............................................. 18
105 COMUPLION oo oo 3 41,2 Social protection ... ....ooi 3
1.2 Market Landscape.............oooiiiii 14 413 B.rain TELENTION .o 10
121 COMPELLION INEENSILY v 90 4.2 Lifestyle . "
122 Ease of doing business ... ) 1 4.21 Environmental performance 10
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 15 422 Personal safety ... 8
124 R&Dexpenditure....... ..ot 9 423 Physician density 32
125 CTinfrastructure. .o 39 424 SANITATION .. 21
1.26  Technology utilisation..............ooviiiiiiiainiii. 6
13 Business and Labour Landscape.............ooovveiieiiit 70.54 25
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..76.71 4
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 63.43 14
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 61.89 30
13.3  Active labour market policies. ... 78.77 13 512 Population with secondary education...................... 55.06 28
134 Labour-employer cooperation ................ccooieiiii... 69.00 20 5.13  Technicians and associate professionals.................... 83.93 8
Management Practice 514  Labour productivity peremployee......................... 52.82 18
1.3.5  Professional management. .............ooiiiiiiiaiii.. 97.01 3 5.2 Employability. . ... 89.99 3
13.6  Relationship of pay to productivity......................... 7277 21 521  Ease of finding skilled employees ... T 9777 3
5.2.2  Relevance of education system to the economy ........... 90.33 3
5.2.3  Skills matching with secondary education.................. 86.94 2
2 ATTRACT oo, 15 524  Skills matching with tertiary education..................... 84.93 7
2.1 External Openness 33
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 66.16 40 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuvinvnnnnn 55.33 15
212 Prevalence of foreign ownership ... 76.69 27 6.1 High-Level Skills . ... 64.51 7
Attract People 6.1.1 Workforce with tertiary education......................... 63.79 14
213 MIgrant stoCK. . ..o 12.72 51 6.1.2 Population with tertiary education......................... 56.03 14
214 International students..............i 39.26 26 6.1.3  Professionals........ ..o 68.54 8
205 Brain gain. ... 47 6.04  Researchers............ ..o 79.07 7
22 Internal Openness 2 6.1.5  Senior officials and managers ... 19.64 65
Social Inclusion 6.1.6  Availability of scientists and engineers .................... 100.00 1
221 Tolerance of minorities .............. ... ... ............ 91.76 4 6.2 Talent Impact......... 17
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 75.68 26 6.21  Innovation output 8
223 Social mobility. ... 100.00 1 6.2.2  High-value exports...........cooiiiiiiiiii 15.31 52
Gender Equality 6.23  New product entrepreneurial activity ...................... 46.39 24
224 Femalegraduates ... 78.75 38 6.24  New businessdensity ... 18.99 31
225  Genderearnings gap ... ..ottt 65.35 25 6.2.5  Scientific journal articles................cooi 76.66 7
226  Leadership opportunities forwomen...................... 100.00 1
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COUNTRY PROFILES

FRANCE

Key Indicators

Rank (out of 125). ..ot 2 1

GDP per capita (PPPUSS) ..., 42,778.93
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovvveeeeeee i 2,582.50
Regionalgroup........ ... ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 61.82
Population (millions) ... 67.12 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiiiiiiitiienineennsesnneenasennscnnncnad 62.47 18
Enable .
31 Formal Education. ... 52.74 19
;go Enrolment
80 AR Vocational enrolment ... 3769 42
Global K Attract 312 Tertiary enrolment. ..o 53.26 30
knowledge skills io Quality
30 313 Tertiary education expenditure. . .. 35
ig 314 Reading, maths, and science ... 23
315 University ranking ... 9
32 Lifelong Learning. .......oooi i 18
321 Quality of management schools.................coooiiin. 10
. 322 Prevalence of training infirms..................o n/a
Vocational and
technical skills Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 23
33 Access to Growth Opportunities .....................o...... 25
Empowerment
331 Delegation of authority. ..o 59.35 31
Retain 332 Personal rights. ... ... 85.66 24
Collaboration
® France [ncome group average 333 Useof virtual social networks. ... 44
334  Use of virtual professional networks. 22
Score  Rank 33.5  Collaboration within organisations ......................... 27
336  Collaboration across organisations ......................... 34
1 ENABLE............... .. ....62.70 30
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 65.39 36
111 Government effectiveness ..................cooiiiiii... 80.15 17
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 36.20 107 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneeeeeaaean 77.60 17
113 Political Stability ... 6319 65 4.1 Sustainability ... 20
104 Requlatory QUalIty. ... ..oooo o oo 7344 27 41T Pension system............. 23
105 COMUPLION oo oo 7397 29 41,2 Social protection ... ....ooi 6
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 7500 17 413 Brain retention ... 71
121 COMPELLION INEENSILY v 8784 10 4.2 Lifestyle . 15
1.2.2  Ease of doing business ... ...81.29 28 421 Environmental performance 2
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 67.71 19 422 Personal safety ... 33
124 R&D Xpenditure .......oooo oo 5271 12 423 Physician density 29
125 ICTinfrastructure. ... 88.55 10 424 SANIALION ..o 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 71.87 28
13 Business and Labour Landscape.............ooovveeieaii.. 4771 81
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..63.19 18
131 Ease of NiMNg......ooo 2233 112 5.1 Mid-Level Skills ... 64.42 11
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 58.89 35
13.3  Active labour market policies. ... 58.30 37 512 Population with secondary education...................... 55.21 27
1.34  Labour-employer cooperation ..............cooviiiiiiin. 2696 101 5.13  Technicians and associate professionals.................... 87.95 5
Management Practice 514  Labour productivity peremployee......................... 55.63 13
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 77.21 22 5.2 Employability. . ... 61.96 27
13.6  Relationship of pay to productivity......................... 5148 59 521  Ease of finding skilled employees ... T 74.97 19
5.2.2  Relevance of education system to the economy ........... 5233 38
523  Skills matching with secondary education.................. 55.82 35
2 ATTRACT e, 33 524  Skills matching with tertiary education..................... 64.75 29
2.1 External Openness 27
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 7240 27 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 50.43 19
21.2  Prevalence of foreign ownership .................cooooen.. 82.52 18 6.1 High-Level Skills ... 51.76 23
Attract People 6.1.1 Workforce with tertiary education......................... 5848 20
213 MIgrant StoCK. ... 25.01 31 6.1.2  Population with tertiary education ........................ 4975 23
214 International students..............i 49.71 19 6.1.3  Professionals............ooi 48.88 27
205 Brain QaiN. . 59 6.04  Researchers............ ..o 52.16 21
22 Internal Openness 46 6.1.5  Senior officials and managers ... 41.67 27
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 59.64 29
221 Tolerance of minorities ..., 3294 76 6.2 Talent Impact......... 16
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 7162 34 6.2.1 Innovation output 16
223 Social mobility. ... 61.15 32 6.2.2  High-value exports...........cooiiiiiiiiii 9
Gender Equality 6.2.3  New product entrepreneurial activity 3
224 Femalegraduates ... 70.35 64 6.24  New businessdensity ..................cocoi 8.82 50
225  Genderearnings gap ... ..ottt 68.82 17 6.2.5  Scientific journal articles................cooi 4143 27
226  Leadership opportunities forwomen....................... 21.00 103
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COUNTRY PROFILES

GAMBIA

Key Indicators

Rank (out of 125). ..ot 9 3

GDP per capita (PPPUSS) ..., 1,714.59
INCome group . ...oouviit i Low income GDP (US$ billions) .« .o oeeee ettt 1.01
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 32.80
Population (millions) ... 2.10 GTCI score (income group average) ...................o..... 24.81
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 26.54 97
Enable .
31 Formal Education. ....... ..o 6.94 115
;go Enrolment
80 AR Vocational enrolment ... 20.01 67
Global ZS Attract 312 Tertiéry eNrolMent. . ...oo 192 17
knowledge skills 40 Quality
30 313 Tertiary education expenditure...............ooiieiiiiaii. 585 105
ig 314 Reading, maths, and science ... n/a n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 3596 74
321 Quality of management schools.................coooiiin. 44.32 56
. 322 Prevalence of training infirms......................L. 29.29 59
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 34.28 70
33 Access to Growth Opportunities .....................o...... 36.71 81
Empowerment
331 Delegation of authority. ..o 7444 22
Retain 332 Personal rights. ... ... 11.55 17
. Collaboration
® Gambia Income group average 333 Use of virtual social networks. ..., 57
334  Use of virtual professional networks. 93
Score  Rank 33.5  Collaboration within organisations......................... 65
336  Collaboration across organisations ......................... 92
1 ENABLE............... .. ....49.02 63
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 41.04 90
111 Government effectiveness ..................cooiiiiii... 2432 n3
112 Business-government relations. ... . s o3 4 RETAIN. ..o B 20.90 101
113 Political Stability ... oo 5255 87 4.1 Sust§|nab\\|ty ............................................... 34.16 75
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 3565 100 411 Pengon system .............................................. 1.02 107
105 COMUPLION oo oo 1918 99 41,2 Social protection ... ....ooi 4739 47
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 4081 84 413 Brain retention ... 5405 38
121 COMPELLION INEENSILY v 7843 57 4.2 Lifestyle . 25.64 111
122 Ease of doing business ... B B 3781 13 4.21 Environmental performance. ... 2499 13
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 4571 47 422 Personal safety T v 104
124 R&D eXpenditure ... .ooooeeee 279 93 423 Physician density ... 143109
125 ICTinfrastructure. ... ..o 2659 100 424 SANIALION ..o 3763 N0
1.26  Technology utilisation..............ooviiiiiiiainiii. 53.54 54
13 Business and Labour Landscape.............ooovveiieiiit 65.21 33
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 32,99 82
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 10.06 111
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 14.31 101
13.3  Active labour market policies. ... 4218 62 512 Population with secondary education........................ n/a n/a
134 Labour-employer cooperation ................ccooieiiii... 43.07 56 513  Technicians and associate professionals..................... 5.80 11
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. .............ooiiiiiiiaiii.. 63.84 29 5.2 Employability. . ... 5592 36
13.6  Relationship of pay to productivity......................... 6714 27 521  Ease of finding skilled employees ... T 59.00 45
5.2.2  Relevance of education system to the economy ........... 54.25 35
5.2.3  Skills matching with secondary education.................. 49.14 44
2 ATTRACT e, 32 524  Skills matching with tertiary education..................... 61.28 34
2.1 External Openness 28
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 59.35 54 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnnn 3.79 122
212 Prevalence of foreign ownership ... 80.21 22 6.1 High-Level SKills .. ... 6.02 122
Attract People 6.1.1 Workforce with tertiary education...................ooo 000 116
213 MIgrant stoCK. . ..o 20.05 41 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International StUdENTS ..o n/a  n/a 6.1.3  Professionals..................... 899 105
205 Brain QaiN. . 29 6.04  Researchers............ ..o 0.32 93
22 Internal Openness 45 6.1.5  Senior officials and managers ... 179 118
Social Inclusion 6.1.6  Availability of scientists and engineers 110
221 Tolerance of minorities .............. ... ... ............ 75.29 n 6.2 Talent Impact......... 121
222 Tolerance of IMMIgrants............ooovieiviiiiiiiiainaan.s n/a n/a 6.21  Innovation output n/a
223 Social mobility. ... 48.07 68 6.2.2  High-value exports...........ccoiiiiiiiiii 2.26 105
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ... 4849 89 6.24  New businessdensity ...................oco n/a n/a
225  Gender earnings gap ... .. eiiei i 3035 107 6.2.5  Scientific journal articles..............oooooi 0.85 95
226  Leadership opportunities forwomen....................... 70.38 21
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COUNTRY PROFILES

GEORGIA

Key Indicators

Rank (out of 125). ..ot 76 GDP per capita (PPPUSS) ..., 10,698.68
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. ..oovieeet e 15.16
Regional group.............. Northern Africa and Western Asia GTCI SCOTE. vttt ettt ettt e e 37.32
Population (millions) ... 3.72 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
Enabl 3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 24.50 107
nable
31 Formal Education. ... 18.28 86
;go Enrolment
6733 AR Vocational enrolment ... 9.13 90
Global 50 Attract 312 Tertiary enrolment..........ooiiiiii i 422 49
knowledge skills . Quality
30 313 Tertiary education expenditure. . .. 94
ig 314 Reading, maths, and science ... . 59
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 16.83 122
321 Quality of management schools.................coooiiin. 23.81 107
. 322 Prevalence of training infirms....................L 9.37 86
Vocational and Grow 323  Employee development 17.33 17
technical skills 2. L TP ERI T .
33 Access to Growth Opportunities .....................o...... 38.39 71
Empowerment
331 Delegation of authority. ..o 33.64 95
Retain 332 Personal rights. ... ... 60.04 59
. Collaboration
® Georgia Income group average 333 Use of virtual social networks. ..., ! 54
334  Use of virtual professional networks. 75
Score  Rank 335  Collaboration within organisations ......................... ! 62
336  Collaboration across organisations ......................... . 100
1 ENABLE............... .. ....51.92 52
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 60.33 45
111 Government effectiveness ..................cooiiiiii... 57.82 42
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 5916 64 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 48.85 61
103 Political Stability ..+ vvoooe o 5787 78 4.1 Sustainability ... 2538 105
114 REGUIATONY QUAIILY oo 7201 30 411 PENSION SYSTEM . ... 27.55 66
105 COMUBLION v oo 5479 39 41,2 Social protection ... ....ooi 16.51 112
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 387 74 413 Brain retention ... 320993
121 COMPELION INEENSIEY .+ v ee e 5778 33 4.2 Lifestyle . 72.31 36
122 Ease of doing business ... N N 9190 3 4.21 Environmental performance. ... 4711 77
1.23  Cluster development..........ovueieiiiiii s 12.57 17 422 Personal safety....... e v ’ 32
124 R&D XPEnditure .......oooo oo 675 77 423 Physician density 3
125 ICTinfrastructure. ... ..o 58.27 65 424 SANIALION ..o ’ 79
1.26  Technology utilisation..............ooviiiiiiiainiii. 3594 102
13 Business and Labour Landscape.............ooovveiieiiit 51.55 64
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 33.38 80
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 46.00 50
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 83.09 10
13.3  Active labour market policies. ... 26.26 96 512 Population with secondary education...................... 64.19 21
134 Labour-employer cooperation ................ccooieiiii... 34.52 80 5.13  Technicians and associate professionals.................... 2545 78
Management Practice 514  Labour productivity peremployee......................... 11.27 79
135  Professional management..............ooviiiiiiiiiiiii. 46.02 66 5.2 Employability. . ... 20.75 17
13.6  Relationship of pay to productivity......................... 35.84 90 521  Ease of finding skilled employees ... T 2307 117
5.2.2  Relevance of education system to the economy ........... 1994 100
523  Skills matching with secondary education.................. 19.28 115
2 ATTRACT weeeeeneen, . ....38. 92 524  Skills matching with tertiary education..................... 2072 114
2.1 External Openness 81
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 4735 88 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 26.59 56
212 Prevalence of foreign ownership .......................... 5840 63 6.1 High-Level Skills.................... 30.80 56
Attract People 6.1.1 Workforce with tertiary education......................... 49.71 32
213 MIgrant stock. ... 399 84 6.1.2  Population with tertiary education ........................ 52.29 19
214 International students..............i 24.75 37 6.1.3  Professionals........ ..o 34.27 49
205 Brain Qain. .o . 92 6.04  Researchers............ ..o 1613 43
22 Internal Openness 87 6.1.5  Senior officials and managers ... 20.24 64
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 1215 119
221 Tolerance of MiNOIties ............ovviiiiiiia i, 2000 100 6.2 Talent Impact......... L . . 57
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 35.14 94 6.2.1 Innovation output 61
223 Social Mobility. ... ... 47.88 69 622 High-value exports.............oooiiii 7.07 79
Gender Equality 6.23  New product entrepreneurial activity ...................... 2842 57
224 Female graduates ............cooiiiiiiiiiiiii i 8147 31 624 New business density ..., 40.29 16
225  Genderearnings gap ... ..ottt 3799 99 6.2.5  Scientific journal articles..............oooooi 6.21 63
226  Leadership opportunities forwomen....................... 4431 57
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COUNTRY PROFILES

GERMANY

Key Indicators

Rank (out of 125). ..ot 14

GDP per capita (PPPUSS) ..., 50,715.55
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovvveeeeeee i 3,677.44
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 70.72
Population (millions) ... 82.70 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiitiiiitiinenineennresnssenasenascnnncnns 69.61 13
Enable .
31 Formal Education. ... 54.56 15
;go Enrolment
AR Vocational enrolment ... 3873 39
Global Attract 312 Tertiéry enrolment. . ... 54.10 28
knowledge skills Quality
313 Tertiary education expenditure. . .. 30
314 Reading, maths, and science ... 10
315 University ranking ... 10
32 Lifelong Learning. .......oooi i "
321 Quality of management schools.................coooiiin. 22
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 6
technical skills o
33 Access to Growth Opportunities .....................o...... 16
Empowerment
331 Delegation of authority. ..o 81.30 13
Retain 332 Personal rights. ... ... 93.78 "
Collaboration
@ Germany Income group average 333 Use of virtual social networks. ..., 56
334  Use of virtual professional networks. 66
Score  Rank 335  Collaboration within organisations ......................... 5
336  Collaboration across organisations ......................... 2
1 ENABLE............... .. ... 82.96 8
11 Regulatory Landscape. .........oooueeiiiiiiiiia i 84.54 1
111 Government effectiveness ..................cooiiiiii... 8834 1
112 Business-government relations ... A % 4 RETAIN. ..o e 84.01 10
103 Political Stability ..+ vvoooe o 29 4.1 Sust§|nab\\|ty ............................................... 13
114 REGUIATONY QUAIILY oo 7 411 PENSION SYSTEM . ... 23
105 COMUBLION v oo o 41,2 Social protection ... ....ooi 16
1.2 Market Landscape..........ooooviiiiiii 3 413 B.rain TRTENLON .o 12
121 COMPELION INEENSIEY .+ v eee e 3 4.2 Lifestyle . 8
122 Ease of doing business ... _ 17 4.21 Environmental performance 13
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 3 422 Personalsafety ... 18
124 R&Dexpenditure....... ..ot 7 423 Physician density 8
125 ICTinfrastructure. ... 5 424 SANITATION .. 21
1.26  Technology utilisation..............ooviiiiiiiainiii. 12
13 Business and Labour Landscape.............ooovveeieaii.. 7811 16
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..78.72 3
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 7433 3
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 78.09 14
13.3  Active labour market policies. ... 89.06 5 512 Population with secondary education...................... 69.19 15
134 Labour-employer cooperation ................ccooieiiii... 70.36 19 5.13  Technicians and associate professionals.................... 98.66 2
Management Practice 514  Labour productivity peremployee......................... 51.38 19
1.3.5  Professional management. .............ooiiiiiiiaiii.. 81.28 17 5.2 Employability. . ... 83.12 8
13.6  Relationship of pay to productivity......................... 88.94 6 521  Ease of finding skilled employees ... T 88.26 8
5.2.2  Relevance of education system to the economy ........... 79.33 9
5.2.3  Skills matching with secondary education.................. 82.69 5
2 ATTRACT weneeennen, 20 524  Skills matching with tertiary education..................... 82.20 12
2.1 External Openness 17
Attract Business
211 FDI'and technology transfer..................ocoiio.. 83.13 10 6 GLOBAL KNOWLEDGE SKILLS ......ccvvivvinnnnnnn 44.18 23
212 Prevalence of foreign ownership ..................ooo. 74.36 32 6.1 High-Level Skills . ... 4875 26
Attract People 6.1.1 Workforce with tertiary education......................... 43.04 40
213 MIgrant StoCK. ... 30.50 24 6.1.2  Population with tertiary education ........................ 41.26 33
214 International students..............i 38.64 27 6.1.3  Professionals........ ..o 4831 30
215 Braingain.......... 12 614 Researchers...................... 59.27 13
22 Internal Openness 18 6.1.5  Senior officials and managers ... 26.19 50
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 7442 1
221 Tolerance of MiNOIties ............ovviiiiiiia i, 58.82 37 6.2 Talent Impact......... 29
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 8243 20 6.2.1 Innovation output 5
223 Social mobility. ... 79.38 18 6.2.2  High-value exports...........cooiiiiiiiiii 24
Gender Equality 6.2.3  New product entrepreneurial activity 48
224 Femalegraduates ...............ccooiiiiiiii n/a n/a 6.24  New businessdensity ..................cocoi 6.22 62
225  Genderearnings gap ... ..ottt 62.01 30 6.2.5  Scientific journal articles................cooi 49.95 22
226  Leadership opportunities forwomen....................... 62.99 25
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COUNTRY PROFILES

GHANA

Key Indicators

Rank (out of 125). ..ot 94 GDP per capita (PPPUSS) ..., 4,641.32
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. ..oovieeet e 47.33
Regional group................. ... ... ... Sub-Saharan Africa GTCLSCOTE. « vttt et et e et e e 32.72
Population (millions) ... 28.83 GTCI score (income group average) ...................o..... 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 33.48 74
Enable .
3.1 Formal Education. ... 10.87 107
100
90 Enrolment
80 301 Vocational enrolment ... 4.76 98
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 12.63 93
knowledge skills o Quality
30 313 Tertiary education expenditure. . .. 45
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 46.51 51
321 Quality of management schools.................coooiiin. 4942 44
. 322 Prevalence of training infirms......................L. 4842 33
Y:;g:i:fi;;llli Grow 323  Employee development.... P RIERRIERRIERTEEE 4171 61
33 Access to Growth Opportunities .....................o...... 43.04 55
Empowerment
331 Delegation of authority. ..o 46.03 64
Retain 332 Personal rights. ... ... 7848 31
Collaboration
® Ghana Income group average 333 Useof virtual social networks. ... . 92
334  Use of virtual professional networks. 87
Score  Rank 335  Collaboration within organisations ......................... . 73
336  Collaboration across organisations ......................... . 50
1 ENABLE............... .. ... 46.46 77
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 43.65 82
111 Government effectiveness ..................cooiiiiii... 40.20 81
112 Business-government relations ... noa 99 4 RETAIN. ..o B 20.17 103
103 Political Stability ..+ vvoooe o 60.88 7 4.1 Sust§|nab\\|ty ............................................... 3177 84
114 REGUIATONY QUAIILY oo 4234 ) 411 Pengon system .............................................. 6.12 93
105 COMUBLION v oo 3288 64 41,2 Social protection ... ....ooi 36.52 70
12 Market LandSCape. ... ... eveevreeoeeee e 4086 83 413 Brainretention ... 5267 41
121 COMPELION INEENSIEY .+ v ee e 6315 75 4.2 Lifestyle . 26.57 109
1.2.2  Ease of doing business ... . . ... 4736 98 421 Environmental performance 96
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 51.33 38 422 Personal safety T a 68
124 R&D XPEnditure .......oooo oo 854 67 423 Physician density ... 125 10
125 ICTinfrastructure. ... 3410 o4 424 SANITATION © .ottt 753 123
1.26  Technology utilisation..............ooviiiiiiiainiii. 40.67 91
13 Business and Labour Landscape.............ooovveiieiiit 54.88 53
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..29.30 94
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 1142 109
132 Easeof redundancy ............cooooiiiiiiiiii 3750 104 511  Workforce with secondary education ...................... 19.62 96
13.3  Active labour market policies. ... 3791 72 512 Population with secondary education...................... 1298 92
134 Labour-employer cooperation ................ccooieiiii... 4333 55 513  Technicians and associate professionals..................... 893 102
Management Practice 514 Labour productivity peremployee.................ooooii. 415 91
1.3.5  Professional management. .............ooiiiiiiiaiii.. 64.98 28 5.2 Employability. . ... 4718 54
13.6  Relationship of pay to productivity......................... 4554 67 521  Ease of finding skilled employees ... T 60.76 4
5.2.2  Relevance of education system to the economy ........... 46.66 45
523  Skills matching with secondary education.................. 30.80 96
2 ATTRACT weeeeeneen, 46 524  Skills matching with tertiary education..................... 50.51 55
21 External Openness 54
Attract Business
211 FDI'and technology transfer..................ocoiio.. 53.39 72 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 10.67 102
21.2  Prevalence of foreign ownership .................cooooen.. 75.02 29 6.1 High-Level Skills ... 1312102
Attract People 6.1.1 Workforce with tertiary education......................... 1244 95
213 MIgrant stock. ... 2.85 92 6.1.2  Population with tertiary education ...................oooiil 340 97
214 International StUAENTS.......oviii i 18.99 51 6.1.3  Professionals........ ..o 21.07 75
215 Braingain........... . 34 614 Researchers..................... 038 92
22 Internal Openness 49 6.1.5  Senior officials and managers ... 714 96
Social Inclusion 6.1.6  Availability of scientists and engineers 79
221 Tolerance of MiNOIties ............ooiiiiiiii i, 61.18 31 6.2 Talent Impact......... L . . 103
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 64.86 49 6.2.1 Innovation output 99
223 Social mobility. ... 5073 60 622 High-value exports.............oooiiii 273 104
Gender Equality 6.23  New product entrepreneurial activity ...................... 18.04 69
224  Female graduates ...............cocooiiiiiiiiiiil 33.56 96 6.24  New businessdensity ..................cocoi 4.29 71
225  Gender earnings gap . ... .....ooiiii i 67.74 18 6.2.5  Scientific journal articles..............oooooi 133 88
226  Leadership opportunities forwomen....................... 42.19 60
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COUNTRY PROFILES

GREECE

Key Indicators

Rank (out of 125). ..ot 44

GDP per capita (PPPUSS) ..., 27,809.40
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 200.29
Regionalgroup........ ... ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 45.49
Population (millions) ... 10.76 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
Enable 3 GROW. . iiiitiiiiininenineennresnssenasenascnnnenns 41.66 47
31 Formal Education. ... 52.07 21
100
90 Enrolment
80 AR Vocational enrolment ... 33.60 47
Global Zg Attract 312 Tertiary enrolment. ..o 96.34 2
knowledge skills = Quality
30 313 Tertiary education expenditure. . .. n/a
ig 314 Reading, maths, and science ... 39
315 University ranking ... 49
32 Lifelong Learning. .......oooi i 77
321 Quality of management schools.................coooiiin. 73
. 322 Prevalence of training infirms..................... n/a
Vocational and
technical skills Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 77
33 Access to Growth Opportunities .....................o...... 73
Empowerment
331 Delegation of authority. ..o 3573 86
Retain 332 Personal rights. ... ... 69.45 43
Collaboration
® Greece Income group average 333 Use of virtual social networks. ..., 100
334  Use of virtual professional networks. 4
Score  Rank 33.5  Collaboration within organisations......................... 93
336  Collaboration across organisations ......................... 16.51 102
1 ENABLE............... .. ... 46.52 76
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 48.59 64
111 Government effectiveness ..................cooiiiiii... 50.37 55
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 3598 108 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 65.29 31
113 Political Stability ... oooo e 70 4.1 Sustainability ... 43.12 60
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 61 411 PENSION SYSTEM . ... 85.71 27
105 COMUPLION oo oo 49 41,2 Social protection ... ....ooi 24.02 97
1.2 Market Landscape. .. ....oovoii 61 413 Brain retention ... 19.64 m
121 COMPELLION INEENSILY v 67 4.2 Lifestyle .o 8747 5
122 Ease of doing business ... ) 61 4.21 Environmental performance. ... 76.96 22
1.23  Cluster development..........ovueieiiiiii s 113 422 Personalsafety ... 43
124 R&Dexpenditure....... ..ot 34 423 Physician density !
125 ICTinfrastructure. ... 32 424 SANIALION ..o 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 69
13 Business and Labour Landscape............oooovveiiiiiit. 4194 92
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 44.09 49
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 4235 58
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511  Workforce with secondary education ...................... 56.98 38
13.3  Active labour market policies. ... 2707 93 512 Population with secondary education...................... 3894 52
134 Labour-employer cooperation ................ccooieiiii... 30.90 89 5.13  Technicians and associate professionals.................... 34.38 61
Management Practice 514  Labour productivity peremployee......................... 39.10 36
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 4041 77 5.2 Employability. . ... 45.82 56
13.6  Relationship of pay to productivity......................... 3511 93 521  Ease of finding skilled employees ... T 60.49 42
5.2.2  Relevance of education system to the economy ........... 20.50 99
5.2.3  Skills matching with secondary education.................. 49.87 42
2 ATTRACT e, 86 524  Skills matching with tertiary education..................... 5245 48
2.1 External Openness 95
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 3922 105 6 GLOBAL KNOWLEDGE SKILLS ......covvvuvininnnnn 35.78 36
212 Prevalence of foreign ownership ... 51.03 87 6.1 High-Level Skills . ... 43,52 34
Attract People 6.1.1 Workforce with tertiary education......................... 49.76 30
213 MiIgrant StOCK. ... 2247 38 6.1.2 Population with tertiary education......................... 38.54 37
214 International students ... 2099 45 6.1.3  Professionals............ooooiiiii 52.81 21
205 Brain Qain. .o 121 6.04  Researchers............ ..o 31.81 31
22 Internal Openness 62 6.1.5  Senior officials and managers ... 13.69 74
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 74.53 10
221 Tolerance of minorities ..., 55.29 42 6.2 Talent Impact......... 43
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 35.14 94 6.2.1 Innovation output 51
223 Social mobility. ... 39.04 94 6.2.2  High-value exports...........cooiiiiiiiiii 42
Gender Equality 6.2.3  New product entrepreneurial activity 38
224 Femalegraduates ... 74.78 53 6.24  New business density ..o 3.66 74
225  Genderearnings gap ... ..ottt 59.02 4 6.2.5  Scientific journal articles................cooi 3992 28
226  Leadership opportunities forwomen....................... 34.80 77
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COUNTRY PROFILES

GUATEMALA

Key Indicators

Rank (out of 125). ..ot 88 GDP per capita (PPPUSS) ..., 8,150.26
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....ouviuiiiii i 75.62
Regional group............... Latin America and the Caribbean GTCI SCOTE. vttt ettt ettt e e 33.91
Population (millions) ... 16.91 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiitiiiitiienineennsesnssenasenascnnsenns 39.90 53
Enable .
31 Formal Education. ... 19.19 83
;go Enrolment
80 AR Vocational enrolment ... 51.12 25
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 16.94 85
knowledge skills 2 Quality
30 313 Tertiary education expenditure. . .. 96
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 56.94 31
321 Quality of management schools.................coooiiin. 49.58 43
. 322 Prevalence of training infirms......................L. 69.00 12
Y:;g:i:fi;;llli Grow 323  Employee development.... P RIERRIERRIERTEEE 52.25 37
33 Access to Growth Opportunities .....................o...... 43.58 51
Empowerment
331 Delegation of authority. ..o 48.29 58
Retain 332 Personal rights. ... ... 4757 76
Collaboration
® Guatemala Income group average 333 Use of virtual social networks. ..., . 42
334  Use of virtual professional networks. 74
Score  Rank 335  Collaboration within organisations ......................... . 42
336  Collaboration across organisations ......................... . 57
1 ENABLE............... .. ... 46.32 78
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 40.82 91
111 Government effectiveness ..................cooiiiiii... 30.27 98
112 Business-government relations ... 6205 46 4 RETAIN. ..o B 3317 98
103 Political Stability ..+ vvoooe o %0 4.1 Sust§|nab\\|ty ............................................... 31.06 86
114 REGUIATONY QUAIILY oo | 79 411 Pengon system ............................................. 18.37 78
105 COMUBLION v oo ] 109 41,2 Social protection ... ....ooi 2243 101
1.2 Market Landscape..........ooooviiiiiii . 70 413 B.rain TRTENLON .o 5237 a3
121 COMPELION INEENSIEY .+ v ee e , 34 4.2 Lifestyle . 35.29 98
122 Ease of doing business ... N N _ 83 4.21 Environmental performance. ... 41.51 87
1.23  Clusterdevelopment........ooviiiiiiiiiiiii e . 69 422 Personalsafety ... T a ’ n
124 R&D XPEnditure .......oooo oo 035 108 423 Physician density 88
125 ICTinfrastructure. ... 3613 91 424 SANIALION ..o : 9
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 65.57 39
13 Business and Labour Landscape.............ooovveeieaii.. 52.98 61
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 28.53 95
131 Ease of NiMNg......ooo 3333 107 5.1 Mid-Level Skills ... 15.84 102
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 17.87 99
13.3  Active labour market policies. ... 2171 107 512 Population with secondary education...................... 231 79
134 Labour-employer cooperation ................ccooieiiii... 62.42 28 5.13  Technicians and associate professionals.................... 12.05 99
Management Practice 514  Labour productivity peremployee......................... 10.32 81
1.3.5  Professional management. .............ooiiiiiiiaiii.. 4813 63 5.2 Employability. . ... 41.23 69
13.6  Relationship of pay to productivity......................... 5227 57 521  Ease of finding skilled employees ... T 5751 48
5.2.2  Relevance of education system to the economy ............ 9.51 115
5.2.3  Skills matching with secondary education.................. 42.84 60
2 ATTRACT weeeeeneen, . e 73 524  Skills matching with tertiary education..................... 55.05 42
21 External Openness 64
Attract Business
211 FDI'and technology transfer..................ocoiio.. 58.28 60 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 13.93 926
212 Prevalence of foreign ownership .......................... 58.68 59 6.1 High-Level Skills.................... 1249 105
Attract People 6.1.1 Workforce with tertiary education...................ooo 538 108
213 MIgrant stock. ... 0.85 111 6.1.2  Population with tertiary education ........................ 12.39 88
214 International students..............ooiii n/a n/a 6.1.3  Professionals........ ..o 14.04 93
215 Braingain.......... : 77 614 Researchers..................... 018 100
22 Internal Openness 89 6.1.5  Senior officials and managers ... 476 106
Social Inclusion 6.1.6  Availability of scientists and engineers 68
221 Tolerance of MiNOIties ............ovviiiiiiia i, 1882 104 6.2 Talent Impact......... L . . 75
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 3784 91 6.2.1 Innovation output 93
223 Social mobility. ... 54.56 47 6.2.2  High-value exports...........ccoiiiiiiiiii 9.88 68
Gender Equality 6.23  New product entrepreneurial activity ...................... 46.61 23
224 Femalegraduates ... 86.46 19 6.24  New business density ..o 255 80
225  Genderearnings gap ... ..ottt 41.22 90 6.2.5  Scientific journal articles..............oooooi 016 115
226  Leadership opportunities forwomen....................... 26.86 93
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COUNTRY PROFILES

HONDURAS

Key Indicators

Rank (out of 125). ..ot 9 8

GDP per capita (PPPUSS) ..., 4,986.23
Income group . .......ooiiiiiiiiiiia Lower-middle income GDP (US$ billions) .. ..oovieeet e 22.98
Regional group............... Latin America and the Caribbean GTCI SCOTE. vttt ettt ettt e e 30.05
Population (millions) ... 9.27 GTCI score (income group average) ...................o..... 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiitiiitninenineennsesnseenasenascnnsenns 35.81 69
Enable .
31 Formal Education. ... 2940 61
;go Enrolment
80 AR Vocational enrolment ... 81.14 5
Global Zg Attract 312 Tertiary enrolment..........ooiiiiii i 16.28 86
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 63
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 4263 62
321 Quality of management schools.................coooiiin. 2564 104
. 322 Prevalence of training infirms......................L. 5844 22
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 43.82 54
33 Access to Growth Opportunities .....................o...... 3540 85
Empowerment
331 Delegation of authority. ..o 4543 66
Retain 332 Personal rights. ... ... 42.08 85
Collaboration
® Honduras Income group average 333 Use of virtual social networks. ..., 70
334  Use of virtual professional networks. 80
Score  Rank 33.5  Collaboration within organisations ......................... 82
336  Collaboration across organisations ......................... 96
1 ENABLE............... .. ... 34.68 111
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3759 101
111 Government effectiveness ..................cooiiiiii... 2705 107
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 5197 75 4 RETAIN....coviiiiiiiiinnnnnnnns Cereeeieeeieeeeaaes 27.81 109
113 Political SEAIlItY ..~ vveooeee o 56.25 30 4.1 Sustainability ... 2447 107
114 Regulatory quality.......oooo 3565 100 A1 Pension syStem. ... 1531 82
105 COMUBLION v oo 102 41,2 Social protection ... ....ooi 1812 110
1.2 Market Landscape. .. ....oovoii 94 413 Brain retention ... 3999 /0
121 COMPELItION INEENSILY .+ vvvereeeee e oeeeeeeee e, 76 4.2 Lifestyle .o 3115 103
122 Ease of doing business ... _ 95 4.21 Environmental performance. ... 4014 90
1.23  Cluster development..........ovueieiiiiii s 74 422 Personal safety v a 121
124 R&D XPEnditure .......oooo oo 000 110 423 Physician density ... 59 99
125 ICTinfrastructure. ... ..o 3053 99 424 SANIALION ..o 7849 84
1.26  Technology utilisation..............ooviiiiiiiainiii. 50.78 60
13 Business and Labour Landscape.............ooovveiieiiit 2840 119
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............. 31.14 84
131 Ease of NiMNg.....oooo 000 121 5.1 Mid-Level Skills ... 2514 87
132 Easeofredundancy ... 2500 109 511 Workforce with secondary education ...................... 26.82 82
13.3  Active labour market policies. ... 18.75 109 512 Population with secondary education...................... 18.69 89
134 Labour-employer cooperation ................ccooieiiii... 48.82 45 5.13  Technicians and associate professionals.................... 2991 71
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3472 91 5.2 Employability. . ... 3714 74
13.6  Relationship of pay to productivity......................... 43.09 74 521  Ease of finding skilled employees ... T 43.74 70
5.2.2  Relevance of education system to the economy ........... 2419 92
523  Skills matching with secondary education.................. 39.58 69
2 ATTRACT weneeennen, 75 524  Skills matching with tertiary education..................... 41.07 75
2.1 External Openness 91
Attract Business
211 FDI'and technology transfer..................ocoiio.. 58.05 61 6 GLOBAL KNOWLEDGE SKILLS .....covvvinviinnnnnns 9.71 107
212 Prevalence of foreign ownership .......................... 5533 73 6.1 High-Level Skills.................... 1332 100
Attract People 6.1.1 Workforce with tertiary education...................ooo 918 99
213 MiIgrant StOCK. ... 0.72 113 6.1.2 Population with tertiary education......................... 14.77 81
214 International students. ... 372 80 6.1.3  Professionals........ ..o 1096 100
205 Brain gain. ..o 85 614 Researchers..................... 019 99
22 Internal Openness 53 6.1.5  Senior officials and managers ... 16.67 69
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 28.18 93
221 Tolerance of minorities .............. ... ... ............ 4353 62 6.2 Talent Impact......... 12
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 51.35 74 6.2.1 Innovation output 103
223 Social mobility. ... 4754 71 6.2.2  High-value exports...........ccoiiiiiiiiii 4.50 89
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224  Femalegraduates .............oooiiiiiiiiii 91.72 1 6.24  New business density .........c.c.ooiiiiiiiiiii s n/a n/a
225  Genderearnings gap ... ..ottt 4349 85 6.2.5  Scientific journal articles..............oooooi 010 120
226  Leadership opportunities forwomen....................... 3398 78
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COUNTRY PROFILES

HUNGARY

Key Indicators

Rank (out of 125). ..ot 5 3 GDP per capita (PPPUSS) ..., 28,375.37
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 139.14
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 42.89
Population (millions) ... 9.78 GTCI score (income group average) ...................o..... 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 30.82 83
Enable .
31 Formal Education. ... 3298 54
;go Enrolment
80 AR Vocational enrolment ... 24.29 57
Global Zg Attract 312 Tertiéry enrolment. . ... 39.03 55
knowledge skills 40 Quality
30 313 Tertiary education expenditure. . .. 73
ig 314 Reading, maths, and science ... . 35
315 University ranking ... . 53
32 Lifelong Learning. .......oooi i 2767 108
321 Quality of management schools.................coooiiin. 41.82 62
. 322 Prevalence of training infirms......................L. 16.36 82
Y:;g:i:fi;;llli Grow 323  Employee development.... P RIERRIERRIERTEEE 24.85 97
33 Access to Growth Opportunities .....................o...... 31.81 103
Empowerment
331 Delegation of authority. ..........oooiiiiie i 3715 82
Retain 332 Personal rights. ... ... 58.67 63
Collaboration
® Hungary [ncome group average 333 Useof virtual social networks. ... . 104
334  Use of virtual professional networks. 60
Score  Rank 33.5  Collaboration within organisations ......................... . 119
336  Collaboration across organisations ......................... X 106
1 ENABLE............... .. ... 53.29 50
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 5514 48
111 Government effectiveness ..................cooiiiiii... 56.33 46
112 Business-government relations. ... . o 106 4 RETAIN. ..o B 58.20 45
113 Political Stability ... oooo e 81.02 39 4.1 Sust§|nab\\|ty ............................................... 4391 58
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 62.20 44 411 Pengon system ............................................. 91.84 12
105 COMUPLION oo oo 3973 54 41,2 Social protection ... ....ooi 2149 103
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 479 65 413 Brain retention ... 1841116
121 COMPELLION INEENSILY - vveeee e $20 118 4.2 Lifestyle . 7249 35
122 Ease of doing business ... B B ) 53 4.21 Environmental performance. ... 62.64 39
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 84 422 Personal safety ... T v . 36
124 R&Dexpenditure....... ..ot . 30 423 Physician density 34
125 CTinfrastructure. .o . 3 424 SANITATION .. . 37
1.26  Technology utilisation..............ooviiiiiiiainiii. 3430 103
13 Business and Labour Landscape.............ooovveeieaii.. 56.76 46
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 42.05 53
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 62.35 17
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 82.84 1
13.3  Active labour market policies. ... 38.29 71 512 Population with secondary education...................... 66.05 19
1.34  Labour-employer cooperation ..............cooviiiiiiin. 38.52 71 513  Technicians and associate professionals.................... 66.07 19
Management Practice 514  Labour productivity peremployee......................... 3445 46
1.3.5  Professional management. .............ooiiiiiiiaiii.. 33.79 94 5.2 Employability. . ... 21.75 115
13.6  Relationship of pay to productivity......................... 4096 80 521  Ease of finding skilled employees ... e 480 124
5.2.2  Relevance of education system to the economy ........... 1703 104
523  Skills matching with secondary education.................. 33.60 86
2 ATTRACT oo, . . 78 524  Skills matching with tertiary education..................... 31.56 92
2.1 External Openness 58
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 63.86 46 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinnnnnn, 31.88 46
212 Prevalence of foreign ownership ... 58.60 61 6.1 High-Level Skills . ... 3338 50
Attract People 6.1.1 Workforce with tertiary education......................... 3837 47
213 MIgrant stoCK. . ..o 10.57 54 6.1.2 Population with tertiary education......................... 34.97 42
214 International students ... 4456 22 6.1.3  Professionals............ooooiiiii 3961 44
205 Brain Qain. .o . 102 6.04  Researchers............ ..o 32.01 30
22 Internal Openness 102 6.1.5  Senior officials and managers ... 26.19 50
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 29.12 88
221 Tolerance of MiNOrties ............oooiiiiiiiiiiis 56.47 39 6.2 Talent Impact......... L . X 39
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 14.86 M4 6.2.1 Innovation output 24
223 Social mobility. ... 27.31 18 6.2.2  High-value exports...........cooiiiiiiiiii 2547 32
Gender Equality 6.23  New product entrepreneurial activity ...................... 29.00 55
224 Femalegraduates ............ooiiiiiiiiiii 83.81 24 6.24  New business density ............coooiiiiiiiiiiii... 16.24 35
225  Genderearnings gap ... ..ottt 5591 51 6.2.5  Scientific journal articles................cooi 2540 39
226  Leadership opportunities forwomen........................ 9.71 120
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COUNTRY PROFILES

ICELAND

Key Indicators

Rank (out of 125). ..ot 1 3

GDP per capita (PPPUSS) ..., 53,518.09
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 23.91
Regionalgroup........ ... i Europe GTCLSCOTE. vttt et e e e e e e e 71.03
Population (millions) ... 0.34 GTCI score (income group average) ...................o..... 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 67.69 16
31 Formal Education. ... 41.76 38
Enrolment
AR Vocational enrolment ... 4477 31
Global Attract 312 Tertiéry enrolment. . ... 6193 19
knowledge skills Quality
313 Tertiary education expenditure. . .. 20
314 Reading, maths, and science ... 32
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 7497 15
321 Quality of management schools.................coooiiin. 73.07 19
. 322 Prevalence of training infirms..................o n/a n/a
Y:;g:i:fi;;llli Grow 323  Employee development.... P RIERRIERRIERTEEE 76.86 17
33 Access to Growth Opportunities .....................o...... 86.35 5
Empowerment
331 Delegation of authority. ..o 80.95 14
Retain 332 Personal rights. ... ... 9337 12
Collaboration
® Iceland Income group average 333 Use of virtual social networks. ..., 3
334  Use of virtual professional networks. 2
Score  Rank 33.5  Collaboration within organisations......................... 9
336  Collaboration across organisations ......................... 17
1 ENABLE............... .. ....77.48 18
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 78.64 18
111 Government effectiveness ..................cooiiiiii... 80.15 17
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 5563 68 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 84.37 9
113 Political Stability ... 4 4.1 Sustainability ... 82.76 12
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 2 411 Pen§ion system ............................................. 86.73 23
105 COMUPLION oo oo 13 41,2 Social protection ... ....ooi 84.27 12
1.2 Market Landscape.............oooiiiii 18 413 B.rain TELENTION .o /7.29 1
121 COMPELLION INEENSILY v 70 4.2 Lifestyle . 8598 7
122 Ease of doing business ... ) 20 4.21 Environmental performance. ... 85.25 1
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 41 422 Personal safety ... 6
124 R&Dexpenditure....... ..ot 15 423 Physician density v
125 CTinfrastructure. .o 5 424 SANITATION .. 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 5
13 Business and Labour Landscape............oooovveiiiiiit. 80.31 13
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 68.20 12
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 5472 30
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 50.42 52
13.3  Active labour market policies. ... 87.54 7 512 Population with secondary education........................ n/a n/a
1.34  Labour-employer cooperation ..............cooviiiiiiin. 80.50 1 5.13  Technicians and associate professionals.................... 65.18 21
Management Practice 514  Labour productivity peremployee......................... 48.57 24
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 79.06 20 5.2 Employability. . ... 81.68 9
13.6  Relationship of pay to productivity......................... 79.09 12 521  Ease of finding skilled employees ... T 87.38 9
5.2.2  Relevance of education system to the economy ........... 75.84 13
5.2.3  Skills matching with secondary education.................. 7760 8
2 ATTRACT e, 18 524  Skills matching with tertiary education..................... 85.92 6
2.1 External Openness 52
Attract Business
AR FDI'and technology transfer.................oooo. 55.53 67 6 GLOBAL KNOWLEDGE SKILLS ......ccvvnivvinnnnnad 62.79 2
212 Prevalence of foreign ownership ... 3322 14 6.1 High-Level Skills ... 65.94 5
Attract People 6.1.1 Workforce with tertiary education......................... 53.71 24
213 MIgrant StoCK. . ..ot 25.69 30 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International Students. ... ... 3719 28 6.1.3  Professionals............ooooiiiii 69.66 6
205 Brain Qain. .o 31 6.04  Researchers............ ..o 80.40 6
22 Internal Openness 1 6.1.5  Senior officials and managers ... 60.12 11
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 65.80 18
221 Tolerance of minorities ..............ovviiiiiiiiii. 100.00 1 6.2 Talent Impact......... 5
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 94.59 4 6.2.1 Innovation output 19
223 Social mobility. ... 9153 8 622 High-value exports. ... 4219 12
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ... 91.72 10 6.24  New business density ............coooiiiiiiiiiiii... 5846 9
225  Genderearnings gap ... ..ottt 67.38 20 6.2.5  Scientific journal articles................cooi 76.52 8
226  Leadership opportunities forwomen....................... 93.29 3
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COUNTRY PROFILES

INDIA

Key Indicators

Rank (out of 125). ..ot 80 GDP per capita (PPPUSS) ..., 7,055.55
Income group . .......ooiiiiiiiiiiia Lower-middle income GDP (US$ billions) .. .ovvveeeeeee i 2,597.49
Regional group..................... Central and Southern Asia GTCLSCOTE. « vttt et et e et e e 35.98
Population (millions) .......... ..o 1,339.18 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . tiiittiiiiiinenineennresnssennsenascnnncnns 41.57 48
Enable .
31 Formal Education. ... 2436 70
100
90 Enrolment
80 301 Vocational enrolment ... 270 106
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 21.60 83
knowledge skills O Quality
30 313 Tertiary education expenditure. . .. 49
ig 314 Reading, maths, and science ... n/a
315 University ranking ... . 20
32 Lifelong Learning. .......oooi i . 38
321 Quality of management schools.................coooiiin. . 38
. 322 Prevalence of training infirms......................L. . 37
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR E 31
33 Access to Growth Opportunities .....................o...... . 41
Empowerment
331 Delegation of authority. ..o 5240 4
Retain 332 Personal rights. ... ... 69.05 45
. Collaboration
® India Income group average 333 Useof virtual social networks. ... 4852 109
334  Use of virtual professional networks. 83
Score  Rank 335  Collaboration within organisations ......................... : 29
336  Collaboration across organisations ......................... . 22
1 ENABLE............... .. ....47.67 70
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 42.16 86
111 Government effectiveness ..................cooiiiiii... 4764 63
112 Business-government relations ... 4704 88 4 RETAIN. ..o B 3413 96
103 Political Stability ..+ vvoooe o 459 105 4.1 Sust§|nab\\|ty ............................................... 4263 62
114 Regulatory quality.......oooo 4043 88 A1 Pengon system """""""""""""""""""""""""""""" 8.16 88
105 COMUBLION v oo 3288 64 41,2 Social protection ... ....ooi 5140 41
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 250 79 413 Brain retention ... 6833 23
121 COMPELION INEENSIEY .+ v ee e 56,51 9] 4.2 Lifestyle . 25.62 112
122 Ease of doing business ... N N 5368 85 4.21 Environmental performance. ... 523 121
1.23  Cluster development..........ovueieiiiiii s 5949 29 422 Personal safety....... e v ’ o7
124 R&D Xpenditure .......oovo oo 1437 50 423 Physician density 93
125 ICTinfrastructure. ... 2443 104 424 SANIALION ..o : 107
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 46.50 68
13 Business and Labour Landscape.............ooovveeieaii.. 58.37 38
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..35.49 72
131 Ease of NiMNg......ooo 7217 57 5.1 Mid-Level Skills ... 13.84 106
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ....................... 9.05 106
13.3  Active labour market policies. ... 63.76 28 512 Population with secondary education...................... 23.82 76
1.34  Labour-employer cooperation ..............cooviiiiiiin. 4417 52 513  Technicians and associate professionals.................... 13.84 95
Management Practice 514 Labour productivity peremployee.................ooooii. 8.63 83
1.3.5  Professional management. .............ooiiiiiiiaiii.. 5473 45 5.2 Employability. . ... 5714 34
13.6  Relationship of pay to productivity......................... 65.40 31 521  Ease of finding skilled employees ... T 58.83 46
5.2.2  Relevance of education system to the economy ........... 60.25 25
5.2.3  Skills matching with secondary education.................. 58.24 32
2 ATTRACT weeeeeneen, . ... 36. o5 524  Skills matching with tertiary education..................... 51.24 53
2.1 External Openness 67
Attract Business
211 FDI'and technology transfer..................ocoiio.. 59.20 55 6 GLOBAL KNOWLEDGE SKILLS ......ccvvivvinnnnnnn 20.72 72
212 Prevalence of foreign ownership .......................... 59.23 58 6.1 High-Level Skills.................... 2356 77
Attract People 6.1.1 Workforce with tertiary education......................... 14.43 91
213 MIgrant stock. ... 065 114 6.1.2  Population with tertiary education ........................ 1494 80
214 International StUdENTS ... ..o i 0.56 98 6.1.3  Professionals...........coii 871 106
205 Brain gain. ..o . 18 614 Researchers..................... 253 74
22 Internal Openness 116 6.1.5  Senior officials and managers ... . 27
Social Inclusion 6.1.6  Availability of scientists and engineers 30
221 Tolerance of MiNOIties ............ovviiiiiiia i, 1529 105 6.2 Talent Impact......... L . . 67
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 2838 104 6.2.1 Innovation output 56
223 Social mobility. ... 56.49 42 6.2.2  High-value exports...........cooiiiiiiiiii . 60
Gender Equality 6.2.3  New product entrepreneurial activity 4
224 Femalegraduates ... 5591 81 6.24  New businessdensity ..................cocoi 048 94
225  Genderearnings gap ... ..ottt 824 116 6.2.5  Scientific journal articles..............oooooi 3.26 77
226  Leadership opportunities forwomen....................... 4540 55
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COUNTRY PROFILES

INDONESIA

Key Indicators

Rank (out of 125). ..ot 67

GDP per capita (PPPUSS) ..., 12,283.62
Income group . .......ooiiiiiiiiiiia Lower-middle income GDP (US$ billions) .....ouvvuiiniiiiii i 1,015.54
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 38.61
Population (millions) ... 263.99 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 40.88 51
Enable .
31 Formal Education. ... 26.24 67
;go Enrolment
80 AR Vocational enrolment ... 38.26 4
Global Zg Attract 312 Tertiéry enrolment. . ... 2243 81
knowledge skills o Quality
30 313 Tertiary education expenditure. . .. 88
ig 314 Reading, maths, and science ... 61
315 University ranking ... 36
32 Lifelong Learning. .......oooi i 66
321 Quality of management schools.................coooiiin. 39
. 322 Prevalence of training infirms....................L 5.67 88
Y:;g:i:fi;;ﬁi Grow 323  Employee development.... P RIERRIERRIERTEEE 63.00 27
33 Access to Growth Opportunities .....................o...... 56.05 32
Empowerment
331 Delegation of authority. ..o 64.91 25
Retain 332 Personal rights. ... ... 59.66 61
. Collaboration
® Indonesia Income group average 333 Use of virtual social networks. ..., 52
334  Use of virtual professional networks. 94
Score  Rank 33.5  Collaboration within organisations ......................... 24
336  Collaboration across organisations ......................... 15
1 ENABLE............... .. ... 50.32 60
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 48.63 63
111 Government effectiveness ..................cooiiiiii... 4541 68
112 Business-government relations. ... . 6821 34 4 RETAIN. ..ot B 4039 87
113 Political Stability ... oooo e 8] 4.1 Sust§|nab\\|ty ............................................... 40.24 64
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 74 411 Pengon system .............................................. 5.10 96
105 COMUPLION oo oo 73 41,2 Social protection ... ....ooi 53.17 39
1.2 Market Landscape. ... 51 413 Brain retention ... 6244 31
121 COMPELION INEENSIEY .+ v ee e 36 4.2 Lifestyle . 40.55 95
122 Ease of doing business ... ) 65 4.21 Environmental performance. ... 3249 103
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 24 422 Personal safety T v 67
124 R&D XPEnditure .......oooo oo 165 105 423 Physician density ... 293106
125 CTinfrastructure. .o 4033 84 424 SANITATION .. 65.59 94
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 66.46 37
13 Business and Labour Landscape.............ooovveeieaii.. 50.11 69
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS............ 42.90 51
131 Ease of NiMNg......ooo 2767 111 5.1 Mid-Level Skills ... 2391 90
132 Easeofredundancy ... 2500 109 511 Workforce with secondary education ...................... 37.02 72
13.3  Active labour market policies. ... 61.81 33 512 Population with secondary education...................... 32.67 62
134 Labour-employer cooperation ................ccooieiiii... 52.83 39 5.13  Technicians and associate professionals.................... 12.05 99
Management Practice 514  Labour productivity peremployee......................... 1391 73
1.3.5  Professional management. .............ooiiiiiiiaiii.. 60.55 32 5.2 Employability. . ... 61.89 28
13.6  Relationship of pay to productivity......................... 72.83 19 521  Ease of finding skilled employees ... T 67.22 31
5.2.2  Relevance of education system to the economy ........... 55.57 31
523  Skills matching with secondary education.................. 59.59 29
2 ATTRACT oo, 65 524  Skills matching with tertiary education..................... 65.19 28
2.1 External Openness 65
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 64.73 42 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 14.59 94
212 Prevalence of foreign ownership .......................... 61.46 55 6.1 High-Level Skills.................... 19.23 86
Attract People 6.1.1 Workforce with tertiary education......................... 1797 85
213 MiIgrant StOCK. ... 012 123 6.1.2 Population with tertiary education......................... 13.92 84
214 International students. ... 045 99 6.1.3  Professionals........ ..o 15.17 89
205 Brain gain. ... 24 6.04  Researchers............ ..o 0.99 84
22 Internal Openness 72 6.1.5  Senior officials and managers ... 87
Social Inclusion 6.1.6  Availability of scientists and engineers 33
221 Tolerance of MiNOIties ............ovviiiiiiia i, 29.41 82 6.2 Talent Impact......... 96
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 20.27 109 6.2.1 Innovation output 72
223 Social mobility. ... 55.32 45 6.2.2  High-value exports...........cooiiiiiiiiii 66
Gender Equality 6.2.3  New product entrepreneurial activity 78
224 Female graduates ........c.ooiiiiiiii 7741 42 6.24  New business density ..o 1.54 87
225  Genderearnings gap ... ..ottt 39.19 96 6.2.5  Scientific journal articles..............cooooi 1.13 91
226  Leadership opportunities forwomen....................... 59.78 31
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COUNTRY PROFILES

IRAN, ISLAMIC REP.

Key Indicators

Rank (out of 125). ..ot 9 7 GDP per capita (PPPUSS) ..., 20,949.94
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....o.vvuiiniiiiii i 439.51
Regional group..................... Central and Southern Asia GTCI SCOTE. vttt ettt ettt e e 31.59
Population (millions) ... 81.16 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
Enabl 3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 27.98 94
nable
31 Formal Education. ... 3332 53
100
90 Enrolment
6733 AR Vocational enrolment ... 30.36 52
Global 60 Attract 312 Tertiary enrolment. ..o 56.22 23
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 58
io 314 Reading, maths, and science ... n/a
315 University ranking ... . 47
32 Lifelong Learning. .......oooi i . 96
321 Quality of management schools.................coooiiin. . 86
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development 92
technical skills 2. L TP ERI T .
33 Access to Growth Opportunities .....................o...... . 121
Empowerment
331 Delegation of authority. ..o 2145 119
Retain 332 Personal rights. ... ..o 412121
. Collaboration
® Iran, Islamic Rep. Income group average 333 Use of virtual social networks. ..., . 112
334  Use of virtual professional networks. n/a
Score  Rank 33.5  Collaboration within organisations ......................... . 113
336  Collaboration across organisations ......................... 15.85 105
1 ENABLE............... .. ... 36.25 107
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3198 110
111 Government effectiveness ..................cooiiiiii... 40.20 81
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 3466 m 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneeeeeanaean 4412 72
113 Political Stability ... ] % 4.1 Sustainability ... 34.53 72
114 REGUIALOTY QUAIILY . .+ v veeeeee oo . 121 411 PENSION SYSTEM . ... 3265 61
105 COMUPLION oo oo : 99 41,2 Social protection ... ....ooi 4095 59
1.2 Market Landscape. .. ....oovoii | 97 413 Brainretention ... 2098 97
121 COMPELLION INEENSILY v | 17 4.2 Lifestyle . 53.70 74
122 Ease of doing business ... B B ) 101 4.21 Environmental performance. ... 51.23 68
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 68 422 Personal safety ... T v ) 83
124 R&D XPEnditure .......oooo oo 561 80 423 Physician density 76
125 ICTinfrastructure. ... 64.38 59 424 SANIALION ..o : 74
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 29.41 12
13 Business and Labour Landscape.............ooovveeieaii.. 3914 101
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 33.64 78
131 Ease of NiMNg......ooo 7767 46 5.1 Mid-Level Skills ... 32.26 74
132 Easeof redundancy ............cooooiiiiiiiiii 3750 104 511 Workforce with secondary education ........................ n/a n/a
13.3  Active labour market policies. ... 3945 68 512 Population with secondary education...................... 35.81 56
1.34  Labour-employer cooperation ..............cooviiiiiiin. 2041 112 5.13  Technicians and associate professionals.................... 21.88 84
Management Practice 514  Labour productivity peremployee......................... 391 35
1.3.5  Professional management. .............ooiiiiiiiaiii.. 2495 M4 5.2 Employability. . ... 35.02 82
13.6  Relationship of pay to productivity......................... 34.86 95 521  Ease of finding skilled employees ... T 4513 66
5.2.2  Relevance of education system to the economy ........... 26.01 88
523  Skills matching with secondary education.................. 3813 75
2 ATTRACT oo, . .22, 123 524  Skills matching with tertiary education..................... 30.80 95
2.1 External Openness 17
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 55.25 68 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 24.54 63
212 Prevalence of foreign ownership ... 2004 122 6.1 High-Level Skills ... 2757 67
Attract People 6.1.1 Workforce with tertiary education...................oooo. n/a n/a
213 MIgrant stock. ... 6.73 67 6.1.2  Population with tertiary education ........................ 3514 40
214 International students. ... 2.03 86 6.1.3  Professionals........ ..o 23.88 69
205 Brain QaiN. . . 99 6.04  Researchers............ ..o 8.05 58
22 Internal Openness 123 6.1.5  Senior officials and managers ... X 70
Social Inclusion 6.1.6  Availability of scientists and engineers 37
221 Tolerance of minorities ..., 11.76 110 6.2 Talent Impact......... L . . 59
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 43.24 84 6.2.1 Innovation output 45
223 Social mobility. ... 39.17 93 6.2.2  High-value exports...........ccoiiiiiiiiii 746 78
Gender Equality 6.23  New product entrepreneurial activity ...................... 20.78 64
224 Femalegraduates ... 32.64 97 6.24  New businessdensity ...................oco n/a n/a
225  Genderearnings gap ... ..ottt 060 120 6.2.5  Scientific journal articles................cooi 20.20 42
226  Leadership opportunities forwomen....................... 14.79 15
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COUNTRY PROFILES

IRELAND

Key Indicators

Rank (out of 125). ..ot 16

GDP per capita (PPPUSS) ..., 76,304.71
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 333.73
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 70.15
Population (millions) ... 4.81 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 68.22 15
31 Formal Education. ... 50.61 24
Enrolment
AR Vocational enrolment ... 3373 46
Global Attract 312 Tertiéry enrolment. . ... 68.35 9
knowledge skills Quality
313 Tertiary education expenditure. . .. 57
314 Reading, maths, and science ... 9
315 University ranking ... 21
32 Lifelong Learning. .......oooi i 16
321 Quality of management schools.................coooiiin. 15
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 19
technical skills o
33 Access to Growth Opportunities .....................o...... 12
Empowerment
331 Delegation of authority. ..o 83.15 11
Retain 332 Personal rights. ... ... 94.19 10
Collaboration
® lreland [ncome group average 333 Useof virtual social networks. ... 15
334  Use of virtual professional networks. 6
Score  Rank 33.5  Collaboration within organisations ......................... 21
336  Collaboration across organisations ......................... 20
1 ENABLE............... .. ....78.47 16
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 84.39 12
111 Government effectiveness ..................cooiiiiii... 78.66 20
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 89.40 8 4 RETA.IN............. ............ Cereeeieneeeeeenaean 79.12 16
113 Political Stability ... oo 84.95 29 4.1 Sust§|nab\\|ty ............................................... 7894 16
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 89.47 10 411 Pengon system ............................................. 88.78 21
105 COMUPLION oo oo 7945 18 41,2 Social protection ... ....ooi 7813 17
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 6960 24 413 Brainretention ... 6092 20
121 COMPELION INEENSIEY .+ v ee e 7338 48 4.2 Lifestyle .o 79.30 20
122 Ease of doing business ... 8736 14 4.21 Environmental performance. ... 85.58 9
1.23  Cluster development..........ovueieiiiiii s 7013 18 422 Personalsafety ... 7
124 R&D Xpenditure .......oovo oo 743 32 423 Physician density 38
125 ICTinfrastructure. ... 8219 20 424 SANIALION ..o 66
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 77.12 21
13 Business and Labour Landscape............oooovveiiiiiit. 8143 1
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 65.85 13
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 5417 31
132 Easeof redundancy ............cooooiiiiiiiiii 87.50 34 511  Workforce with secondary education ...................... 49.26 55
13.3  Active labour market policies. ... 75.74 19 512 Population with secondary education...................... 38.66 53
134 Labour-employer cooperation ................ccooieiiii... 65.64 25 5.13  Technicians and associate professionals.................... 49.55 4
Management Practice 514  Labour productivity peremployee......................... 79.22 6
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 9148 10 5.2 Employability. . ... 7752 13
13.6  Relationship of pay to productivity......................... 79.22 11 521  Ease of finding skilled employees ... T 84.84 13
5.2.2  Relevance of education system to the economy ........... 80.64 7
523  Skills matching with secondary education.................. 62.65 26
2 ATTRACT e, 1 524  Skills matching with tertiary education..................... 81.95 13
2.1 External Openness 1
Attract Business
PAR FDI and technology transfer...............coooeiii.n. 100.00 1 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 58.28 1
212 Prevalence of foreign ownership ... 9144 7 6.1 High-Level Skills ... 59.10 13
Attract People 6.1.1 Workforce with tertiary education......................... 67.06 9
213 MiIgrant StOCK. ...t 34.89 20 6.1.2 Population with tertiary education......................... 49.58 24
214 International students..............i 4119 24 6.1.3  Professionals........ ..o 58.15 17
205 Brain gain. ... 1 6.04  Researchers............ ..o 6740 9
22 Internal Openness 11 6.1.5  Senior officials and managers ... 48.21 19
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 64.22 21
221 Tolerance of minorities .............. ... ... ............ 96.47 2 6.2 Talent Impact......... 7
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 91.89 7 6.2.1 Innovation output 9
223 Social mobility. ... 79.53 17 6.2.2  High-value exports...........cooiiiiiiiiii 52.79 6
Gender Equality 6.23  New product entrepreneurial activity ...................... 7216 7
224  Female graduates ...........c..oiiiiiiiiii 60.58 77 6.24  New business density ..........c.ooieiiiiiiiiiiiis 32.29 20
225  Genderearnings gap ... ..ottt 50.18 75 6.2.5  Scientific journal articles................cooi 56.88 16
226  Leadership opportunities forwomen....................... 60.12 30
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COUNTRY PROFILES

ISRAEL

Key Indicators

Rank (out of 125). ..ot 2 0 GDP per capita (PPPUSS) ..., 38,412.68
Income group . ......viiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 350.85
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. . ottt et et e e e e ettt 63.26
Population (millions) ... 8.71 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
Enabl 3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 58.49 21
nable
31 Formal Education. ... 43.80 35
100
90 Enrolment
83 AR Vocational enrolment ... 41.22 34
Global 312 Tertiary enrolment. ..o 52.35 33
knowledge skills ig Attract Quality
30 313 Tertiary education expenditure. . .. 64
ig 314 Reading, maths, and science ... . 36
315 University ranking ... X 26
32 Lifelong Learning. .......oooi i . 34
321 Quality of management schools.................coooiiin. . 17
. 322 Prevalence of training infirms......................L. X 74
Vocational and Grow 323  Employee development 22
technical skills 2. L TP ERI T .
33 Access to Growth Opportunities .....................o...... g 14
Empowerment
331 Delegation of authority. ..o 72.35 23
Retain 332 Personal rights. ... ... 75.70 37
Collaboration
® lsrael Income group average 333 Use of virtual social networks. ..., . 4
334  Use of virtual professional networks. 19
Score  Rank 33.5  Collaboration within organisations......................... - 7
336  Collaboration across organisations ......................... . 7
1 ENABLE............... .. ....74.40 22
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 64.28 38
111 Government effectiveness ..................cooiiiiii... 78.66 20
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 5519 70 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneeeeeanaeas 76.29 19
113 Political Stability ... 4537 100 4.1 Sustainability ... . 19
114 REGUIALOTY QUAIILY . .+ v veeeeee oo : 21 411 PENSION SYSTEM . ... . 20
105 COMUPLION oo oo | 8 41,2 Social protection ... ....ooi . 32
1.2 Market Landscape. .. ....oovoii . 12 413 Brainretention ... ) 18
121 COMPELLION INEENSILY v ] 46 4.2 Lifestyle . . 21
122 Ease of doing business ... B B ) 49 4.21 Environmental performance 19
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 30 422 Personal safety ... T v . 37
124 R&Dexpenditure ...t 1 423 Physician density 20
125 ICTinfrastructure. ... . 17 424 SANIALION ..o : 1
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. . 8
13 Business and Labour Landscape.............ooovveeieaii.. 7890 15
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..63.52 17
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 5114 35
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 56.52 39
13.3  Active labour market policies. ... 63.41 30 512 Population with secondary education...................... 48.79 36
1.34  Labour-employer cooperation ..............cooviiiiiiin. 66.97 24 5.13  Technicians and associate professionals.................... 57.59 27
Management Practice 514  Labour productivity peremployee......................... 41.67 29
1.3.5  Professional management. .............ooiiiiiiiaiii.. 79.55 19 5.2 Employability. . ... 75.90 15
13.6  Relationship of pay to productivity......................... 74.45 17 521  Ease of finding skilled employees ... T 94.72 4
5.2.2  Relevance of education system to the economy ........... 60.75 24
5.2.3  Skills matching with secondary education.................. 68.44 19
2 ATTRACT oo, . ... 46. 49 524  Skills matching with tertiary education..................... 79.69 17
21 External Openness 24
Attract Business
211 FDI'and technology transfer.................ooooo. 86.16 6 6 GLOBAL KNOWLEDGE SKILLS ......ccovvvvinnnnn. 60.08 6
212 Prevalence of foreign ownership .......................... 74.99 30 6.1 High-Level Skills.................... 76.51 1
Attract People 6.1.1 Workforce with tertiary education......................... 70.34 6
213 MIgrant StoCK. ... 48.63 14 6.1.2  Population with tertiary education ........................ 7793 4
214 International students ... 13.88 59 6.1.3  Professionals............ooooiiiii 69.10 7
205 Brain QaiN. . . 35 6.04  Researchers............ ..o 100.00 1
22 Internal Openness 109 6.1.5  Senior officials and managers ... 61.90 10
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 79.79 6
221 Tolerance of minorities .............. ... . ... ... ... 000 125 6.2 Talent Impact......... L . . 21
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 18.92 110 6.2.1 Innovation output "
223 Social mobility. ... 67.64 28 6.2.2  High-value exports...........cooiiiiiiiiii 33.35 19
Gender Equality 6.23  New product entrepreneurial activity ...................... 4118 37
224 Femalegraduates ................cooiiiiiiii n/a n/a 6.24  New businessdensity ... 16.53 34
225  Genderearnings gap ... ..ottt 51.61 68 6.2.5  Scientific journal articles................cooi 54.68 18
226  Leadership opportunities forwomen....................... 50.99 46
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COUNTRY PROFILES

ITALY

Key Indicators

Rank (out of 125). ..ot 3 8

GDP per capita (PPPUSS) ..., 39,817.15
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovvveeeeeee i 1,934.80
Regionalgroup........ ... ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 49.21
Population (millions) ... 60.55 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 49.50 35
Enable .
31 Formal Education. ... 51.55 22
;go Enrolment
80 AR Vocational enrolment ... 71.65 13
Global Zg Attract 312 Tertiéry enrolment. . ... 51.29 36
knowledge skills . Quality
30 313 Tertiary education expenditure. . .. 70
ig 314 Reading, maths, and science ... 30
315 University ranking ... 19
32 Lifelong Learning. .......oooi 48.84 43
321 Quality of management schools.................coooiiin. 7012 25
. 322 Prevalence of training infirms..................o n/a n/a
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 2757 91
33 Access to Growth Opportunities .....................o...... 48.10 44
Empowerment
331 Delegation of authority. ..o 2858 108
Retain 332 Personal rights. ... ... 7796 33
Collaboration
® ltaly Income group average 333 Use of virtual social networks. ..., 38
334  Use of virtual professional networks. 23
Score  Rank 33.5  Collaboration within organisations......................... 85
336  Collaboration across organisations ......................... 69
1 ENABLE............... .. ....51.73 53
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 5245 55
111 Government effectiveness ..................cooiiiiii... 58.06 41
112 Business-government relations. ... . 2000 19 4 RETAIN. ..o B PP 66.61 30
113 Political Stability ... oooo e 7269 46 4.1 Sust§|nab\\|ty ............................................... 55.66 35
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 64.83 37 411 Pengon system ............................................. 89.80 18
105 COMUPLION oo oo 4658 44 412 Social proteft\on ........................................... 48.69 43
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 6483 30 413 Brain retention ... 2848 99
121 COMPELLION INEENSILY v 7123 56 4.2 Lifestyle . 77.56 25
122 Ease of doing business ... 7513 M 4.21 Environmental performance. ... 82.56 16
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 88.51 6 422 Personal safety ... 60
124 R&D Xpenditure .......oovo oo 3000 24 423 Physician density 10
125 ICTinfrastructure. ... 71.88 40 424 SANIALION ..o 21
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 52.26 57
13 Business and Labour Landscape.............ooovveeieaii.. 3790 105
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 54.50 30
131 Ease of NiMNg......ooo 7233 50 5.1 Mid-Level Skills ... 59.60 22
132 Easeof redundancy ............cooooiiiiiiiiii 3750 104 511  Workforce with secondary education ...................... 62.31 29
13.3  Active labour market policies. ... 29.54 87 512 Population with secondary education...................... 48,64 37
1.34  Labour-employer cooperation ..............cooviiiiiiin. 29.09 94 5.13  Technicians and associate professionals.................... 7723 1
Management Practice 514  Labour productivity peremployee......................... 50.23 21
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3513 90 5.2 Employability. . ... 49.40 46
13.6  Relationship of pay to productivity......................... 2380 118 5.2.1  Ease of finding skilled employees ... T 63.90 36
5.2.2  Relevance of education system to the economy ........... 3735 61
5.2.3  Skills matching with secondary education.................. 46.96 54
2 ATTRACT e, 84 524  Skills matching with tertiary education..................... 49.40 58
2.1 External Openness 82
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 47.27 89 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuvininnnnn 33.08 39
21.2  Prevalence of foreign ownership .................cooooen.. 4140 103 6.1 High-Level Skills ... 32.68 51
Attract People 6.1.1 Workforce with tertiary education......................... 3035 62
213 MiIgrant StOCK. ... 2044 40 6.1.2 Population with tertiary education......................... 22.58 66
214 International students..............i 24.85 36 6.1.3  Professionals........ ..o 39.89 43
205 Brain QaiN. . 95 6.04  Researchers............ ..o 2577 38
22 Internal Openness 71 6.1.5  Senior officials and managers ... 2143 62
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 56.07 34
221 Tolerance of MiNOIties ............ovviiiiiiia i, 56.47 39 6.2 Talent Impact......... 34
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 62.16 52 6.2.1 Innovation output 31
223 Social mobility. ... 40.31 89 6.2.2  High-value exports...........cooiiiiiiiiii 13.58 56
Gender Equality 6.23  New product entrepreneurial activity ...................... 4411 32
224  Female graduates ..........c.c.oiiiiiiiiiii 7792 41 6.24  New business density ..........c.ooieiiiiiiiiiiiis 12.72 39
225  Genderearnings gap ... ..ottt 94 89 6.2.5  Scientific journal articles................cooi 4572 24
226  Leadership opportunities forwomen........................ 416 122
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COUNTRY PROFILES

JAPAN

Key Indicators

Rank (out of 125). ..ot 2 2 GDP per capita (PPPUSS) ..., 43,875.75
Income group . ......viiiiiii High income GDP (US$ billions) .....ouvvuiiniiiiii i 4,872.14
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 61.56
Population (millions) ... 126.79 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 58.55 20
31 Formal Education. ... 5233 20
Enrolment
AR Vocational enrolment ... 24.02 60
Global Attract 312 Tertiary enrolment. ..o 51.59 34
knowledge skills Quality
313 Tertiary education expenditure. . .. 74
314 Reading, maths, and science ... . 2
315 University ranking ... . 7
32 Lifelong Learning. .......oooi i . 24
321 Quality of management schools.................coooiiin. . 55
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development 12
technical skills 2. L TP ERI T .
33 Access to Growth Opportunities .....................o...... . 26
Empowerment
331 Delegation of authority. ..o 61.32 28
Retain 332 Personal rights. ... ... 85.21 26
Collaboration
® Japan Income group average 333 Use of virtual social networks. ..., . 37
334  Use of virtual professional networks. 103
Score  Rank 33.5  Collaboration within organisations......................... . 18
336  Collaboration across organisations ......................... X 25
1 ENABLE............... .. ....83.37 6
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 8372 13
111 Government effectiveness ..................cooiiiiii... 90.57 8
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 7991 16 4 RETAIN....coviviiiiiinnnnnnns Cereeeieneeeeeenaean 75.74 20
113 Political Stability ... , 14 4.1 Sustainability ... 7333 21
114 REGUIALOTY QUAIILY . .+ v veeeeee oo | 18 411 PENSION SYSTEM . ... 94.90 3
105 COMUPLION oo oo . 19 41,2 Social protection ... ....ooi 7247 21
1.2 Market Landscape. .. ....oovoii . 5 413 Brainretention ... 5262 42
121 COMPELLON INEENSILY -+ vveee e , 1 4.2 Lifestyle . 78.16 23
122 Ease of doing business ... ) 31 4.21 Environmental performance. ... 78.78 20
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 9 422 Personal safety ... T v . 12
124 R&Dexpenditure....... ..ot 5 423 Physician density 51
125 ICTinfrastructure. ... . 8 424 SANIALION ..o : 1
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. . 15
13 Business and Labour Landscape............oooovveiiiiiit. 81.22 12
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 60.66 23
131 Ease of NiMNg......ooo 89.00 27 5.1 Mid-Level Skills ... 6746 9
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 69.11 24
13.3  Active labour market policies. ... 66.19 27 512 Population with secondary education...................... 56.78 26
1.34  Labour-employer cooperation ..............cooviiiiiiin. 85.47 7 513  Technicians and associate professionals................... 100.00 1
Management Practice 514  Labour productivity peremployee......................... 4397 27
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 82.85 16 5.2 Employability. . ... 53.86 38
13.6  Relationship of pay to productivity......................... 63.81 37 521  Ease of finding skilled employees ... T 6133 40
5.2.2  Relevance of education system to the economy ........... 5433 34
5.2.3  Skills matching with secondary education.................. 48.01 47
2 ATTRACT e, . .47 45 524  Skills matching with tertiary education..................... 51.78 50
2.1 External Openness 43
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 74.69 24 6 GLOBAL KNOWLEDGE SKILLS ......covvvivinnnnnn 43.74 26
21.2  Prevalence of foreign ownership .................cooooen.. 82.44 19 6.1 High-Level Skills ... 55.55 18
Attract People 6.1.1 Workforce with tertiary education......................... 7398 5
213 MiIgrant StOCK. ... 3.62 86 6.1.2 Population with tertiary education......................... 4890 26
214 International students. ... 1718 53 6.1.3  Professionals...........ooii n/a n/a
205 Brain QaiN. . . 68 6.04  Researchers............ ..o 63.12 1
22 Internal Openness 56 6.1.5  Senior officials and managers ... 12.50 79
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 79.26 8
221 Tolerance of MiNOIties ............ovviiiiiiia i, 69.41 19 6.2 Talent Impact......... L . . 36
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 43.24 84 6.2.1 Innovation output 18
223 Social mobility. ... 7145 26 6.2.2  High-value exports...........cooiiiiiiiiii : 26
Gender Equality 6.2.3  New product entrepreneurial activity 46
224 Femalegraduates ... 53.60 82 6.24  New businessdensity ..................cocoi 0.67 91
225  Gender earnings gap ... .. eiiei i 43.13 86 6.2.5  Scientific journal articles................cooi 3048 34
226  Leadership opportunities forwomen....................... 24.30 29
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COUNTRY PROFILES

JORDAN

Key Indicators

Rank (out of 125). ..ot 5 7

GDP per capita (PPPUSS) ..., 9,153.35
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .....ouviuiiiii i 40.07
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. « vttt et et e et e e 40.96
Population (millions) ... 9.70 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 31.11 82
Enable .
31 Formal Education. ... 20.02 78
;go Enrolment
80 301 Vocational enrolment ... 7.80 94
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 2931 70
knowledge skills 40 Quality
30 313 Tertiary education expenditure. . .. 72
ig 314 Reading, maths, and science ... 60
315 University ranking ... 58
32 Lifelong Learning. .......oooi i 99
321 Quality of management schools.................coooiiin. 54
. 322 Prevalence of training infirms....................L 0.00 90
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 4473 52
33 Access to Growth Opportunities .....................o...... 4343 54
Empowerment
331 Delegation of authority. ..o 3593 85
Retain 332 Personal rights. ... ... 35.50 92
Collaboration
® Jordan Income group average 333 Useof virtual social networks. ... 27
334  Use of virtual professional networks. 44
Score  Rank 335  Collaboration within organisations ......................... 58
336  Collaboration across organisations ......................... 36
1 ENABLE............... .. ....51.13 55
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 51.08 57
111 Government effectiveness ..................cooiiiiii... 48.64 60
112 Business-government relations ... 650 5 4 RETAIN. ..o e 54.61 53
103 Political Stability ..+ vvoooe o 5731 89 4.1 Sust§|nab\\|ty ............................................... 41.82 63
114 REGUIATONY QUAIILY oo 4904 67 411 Pengon system ............................................. 36.73 56
105 COMUBLION v oo 384 49 41,2 Social protection ... ....ooi 47.37 48
12 Market LandSCape. ... ... eveevreeoeeee e 5315 49 413 Brainretention ... 43565
121 COMPELION INEENSIEY .+ v ee e 79.26 23 4.2 Lifestyle . 6741 44
122 Ease of doing business ... N N 5336 87 4.21 Environmental performance. ... 5796 55
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 59.94 28 422 Personalsafety ... 69
124 R&D XPEnditure .......oooo oo 748 73 423 Physician density 25
125 ICTINfrastruCture. ..o 55.34 68 424 SANIAtION ... 44
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 63.52 4
13 Business and Labour Landscape.............ooovveeieaii.. 49.14 73
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 36.58 70
131 Ease of NiMNg......ooo 7767 46 5.1 Mid-Level Skills ... 21.39 93
132 Easeof redundancy .........oovviiiiiiii 2500 109 511 Workforce with secondary education ........................ n/a n/a
13.3  Active labour market policies. ... 4137 65 512 Population with secondary education...................... 2011 83
134  Labour-employer COOperation ................cocuviain. 54.31 36 513  Technicians and associate professionals...................... n/a  n/a
Management Practice 514  Labour productivity peremployee......................... 2267 60
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3961 80 5.2 Employability. . ... 51.76 42
13.6  Relationship of pay to productivity......................... 56.91 49 521  Ease of finding skilled employees ... T 64.61 35
5.2.2  Relevance of education system to the economy ........... 5043 4
5.2.3  Skills matching with secondary education.................. 44.72 57
2 ATTRACT weneeennen, 48 524  Skills matching with tertiary education..................... 4727 64
2.1 External Openness 18
Attract Business
211 FDI'and technology transfer..................ocoiio.. 59.94 53 6 GLOBAL KNOWLEDGE SKILLS ......ccovvvvinnnnn. 25.27 61
212 Prevalence of foreign ownership .......................... 55.05 75 6.1 High-Level Skills.................... 35.27 47
Attract People 6.1.1 Workforce with tertiary education...................oooo. n/a n/a
213 MiIgrant StOCK. ... 68.79 9 6.1.2 Population with tertiary education......................... 25.64 61
214 International StUAENTS ..ot 75.07 1 6.1.3  Professionals...........ooii n/a n/a
205 Brain gain. ..o 73 614 Researchers....................... 717 61
22 Internal Openness 117 6.1.5  Senior officials and managers ... n/a
Social Inclusion 6.1.6  Availability of scientists and engineers 13
221 Tolerance of minorities .............. ... ... ............ 2471 93 6.2 Talent Impact......... 77
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 45.95 80 6.2.1 Innovation output 66
223 Social mobility. ... 4519 77 6.2.2  High-value exports...........ccoiiiiiiiiii 348 100
Gender Equality 6.23  New product entrepreneurial activity ...................... 35.76 47
224 Femalegraduates ... 4691 90 6.24  New businessdensity ..................cocoi 2.84 77
225  Genderearnings gap ... ..ottt 000 121 6.2.5  Scientific journal articles..............oooooi 6.79 61
226  Leadership opportunities forwomen....................... 44.58 56
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COUNTRY PROFILES

KAZAKHSTAN

Key Indicators

Rank (out of 125). ..ot 5 6 GDP per capita (PPPUSS) ..., 26,409.54
Income group ........oooiiiiiiiiiii Upper-middle income GDP (US$ billions) .. .ovveeeeeee i 159.41
Regional group..................... Central and Southern Asia GTCI SCOTE. vttt ettt ettt e e 41.79
Population (millions) ... 18.04 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 32.20 78
Enable .
31 Formal Education. ... 30.67 58
;go Enrolment
80 AR Vocational enrolment ... 22.86 61
Global ZS Attract 312 Tertiéry enrolment. . ... 40.30 52
knowledge skills . Quality
30 313 Tertiary education expenditure. . .. 102
ig 314 Reading, maths, and science ... X 40
315 University ranking ... . 35
32 Lifelong Learning. .......oooi i X 85
321 Quality of management schools.................coooiiin. . 94
. 322 Prevalence of training infirms......................L. . 52
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR . 64
33 Access to Growth Opportunities .....................o...... . 99
Empowerment
331 Delegation of authority. ..o 44.24 67
Retain 332 Personal rights. ... ... 1543 111
Collaboration
® Kazakhstan [ncome group average 333 Useof virtual social networks. ... . 98
334  Use of virtual professional networks. 89
Score  Rank 33.5  Collaboration within organisations ......................... . 61
336  Collaboration across organisations ......................... . 54
1 ENABLE............... .. ... 50.69 57
11 Regulatory Landscape. .........oooueeiiiiiiiiia i 47.71 68
111 Government effectiveness ..................cooiiiiii... 43.67 72
112 Business-government relations. ... . 6336 4 4 RETAIN. ..o B 5429 54
113 Political Stability ... oooo e , 62 4.1 Sust§|nab\\|ty ............................................... 44.95 57
114 REGUIALOTY QUAIILY . .+ v veeeeee oo . 7 411 Pengon system ............................................. 62.24 41
105 COMUPLION oo oo . » 41,2 Social protection ... ....ooi 35.55 72
1.2 Market Landscape.............oooiiiii . 73 413 B.rain TELENTION .o 3705 7
121 COMPELION INEENSIEY .+ v ee e . 107 4.2 Lifestyle . 63.63 53
122 Ease of doing business ... B B ) 33 4.21 Environmental performance. ... 45.22 82
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 116 422 Personal safety ... T v : 71
124 R&D XPEnditure .......oooo oo 299 91 423 Physician density 2
125 ICTinfrastructure. ... ..o 74.68 36 424 SANIALION ..o : 37
1.26  Technology utilisation..............ooviiiiiiiainiii. 4493 75
13 Business and Labour Landscape.............ooovveiieiiit 60.00 37
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 40.30 56
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 43.86 54
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 52.78 45
13.3  Active labour market policies. ... 54.86 41 512 Population with secondary education...................... 4322 45
1.34  Labour-employer cooperation ..............cooviiiiiiin. 41.04 64 513  Technicians and associate professionals.................... 49.55 4
Management Practice 514  Labour productivity peremployee......................... 29.87 50
135  Professional management..............ooviiiiiiiiiiiii. 3137 100 5.2 Employability. . ... 36.74 76
13.6  Relationship of pay to productivity......................... 5771 47 521  Ease of finding skilled employees ... T 44.35 67
5.2.2  Relevance of education system to the economy ........... 3295 71
5.2.3  Skills matching with secondary education.................. 42.06 63
2 ATTRACT oo, . ....43. 63 524  Skills matching with tertiary education..................... 2762 106
21 External Openness 70
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 4748 87 6 GLOBAL KNOWLEDGE SKILLS ........covuvnunnenn 30.09 50
212 Prevalence of foreign ownership ... 4185 102 6.1 High-Level Skills . ... 3546 46
Attract People 6.1.1 Workforce with tertiary education......................... 53.54 25
213 MIgrant StoCK. ... 4116 17 6.1.2  Population with tertiary education ........................ 36.67 39
214 International students ... 11.02 63 6.1.3  Professionals............ooooiiiii 45.51 35
205 Brain QaiN. . . 55 6.04  Researchers............ ..o 8.25 55
22 Internal Openness 67 6.1.5  Senior officials and managers ... . 43
Social Inclusion 6.1.6  Availability of scientists and engineers 64
221 Tolerance of minorities ..., 29.41 82 6.2 Talent Impact......... L . . 50
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 33.78 97 6.2.1 Innovation output 89
223 Social mobility. ... 5146 58 6.2.2  High-value exports...........cooiiiiiiiiii . 5
Gender Equality 6.2.3  New product entrepreneurial activity 49
224 Femalegraduates ... 70.34 65 6.24  New business density ............coooiiiiiiiiiiii... . 45
225  Genderearnings gap ... ..ottt 5149 69 6.2.5  Scientific journal articles..............oooooi 344 75
226  Leadership opportunities forwomen....................... 57.26 35
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COUNTRY PROFILES

KENYA

Key Indicators

Rank (out of 125). ..ot 8 5

GDP per capita (PPPUSS) ..., 3,285.91
Income group . .......ooiiiiiiiiiiia Lower-middle income GDP (US$ billions) .. ..oovieeet e 74.94
Regional group................. ... ... ... Sub-Saharan Africa GTCLSCOTE. « vttt et et e et e e 34.21
Population (millions) ... 49.70 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiitiiiitiinenineennsesnscenasennssnnncnns 35.75 70
Enable .
31 Formal Education. ... 663 116
;go Enrolment
80 301 Vocational enrolment ... 094 110
Global ZS Attract 312 Tertiéry ENIOIMeNt. ... o 270 M4
knowledge skills S Quality
30 313 Tertiary education expenditure. . .. 80
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 747 77
32 Lifelong Learning. .......oooi i 51.76 37
321 Quality of management schools.................coooiiin. 56.19 34
. 322 Prevalence of training infirms......................L. 49.08 31
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 50.00 40
33 Access to Growth Opportunities ....................o...... 48.86 40
Empowerment
331 Delegation of authority. ..o 59.21 32
Retain 332 Personal rights. ... ... 45.21 81
Collaboration
® Kenya Income group average 333 Useof virtual social networks. ... 39
334  Use of virtual professional networks. 84
Score  Rank 335  Collaboration within organisations ......................... 31
336  Collaboration across organisations ......................... 28
1 ENABLE............... ....47.15 75
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3790 99
111 Government effectiveness ..................cooiiiiii... 3747 88
112 Business-government relations ... A 4 RETAIN. ..o B 27.42 110
103 Political Stability ..+ vvoooe o 3380 114 4.1 Sust§|nab\\|ty ............................................... 31.85 83
114 REGUIATONY QUAIILY oo 4067 36 411 PENSION SYStEM. ... 6.12 93
105 COMUBLION v oo 1644 109 41,2 Social protection ... ....ooi 35.27 73
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 5093 57 413 Brain retention ... 437
121 COMPELION INEENSIEY .+ v eee e 7837 29 4.2 Lifestyle . 2298 119
122 Ease of doing business ... 6157 7 4.21 Environmental performance. ... 33.04 100
1.23  Cluster development.........oovueuiiiiii s 5371 35 422 Personal safety v a 12
124 R&D Xpenditure .......oovo oo 1820 44 423 Physician density ... 298 105
125 ICTINfrastruCture. ..ot 24.81 102 424 SANIALION ..o 2473 7
1.26  Technology utilisation..............ooviiiiiiiainiii. 68.93 34
13 Business and Labour Landscape.............ooovveiieiiit 52.63 62
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..341M 76
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 11.60 107
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511 Workforce with secondary education ........................ n/a n/a
13.3  Active labour market policies..................ooo 36.72 73 512 Population with secondary education...................... 19.69 84
134  Labour-employer COOperation ................cocuviei.n. 4043 65 513  Technicians and associate professionals...................... n/a  n/a
Management Practice 514 Labour productivity peremployee.................ooooii. 3.51 93
1.3.5  Professional management. .............ooiiiiiiiaiii.. 51.89 56 5.2 Employability. . ... 56.62 35
13.6  Relationship of pay to productivity......................... 5755 48 521  Ease of finding skilled employees ... T 7216 24
5.2.2  Relevance of education system to the economy ........... 57.74 27
5.2.3  Skills matching with secondary education.................. 4015 67
2 ATTRACT weneeennen, 54 524  Skills matching with tertiary education..................... 56.45 39
21 External Openness 34
Attract Business
211 FDI'and technology transfer..................ocoiio.. 6715 39 6 GLOBAL KNOWLEDGE SKILLS ......ccvvivvinnnnnnn 14.87 91
21.2  Prevalence of foreign ownership .................cooooen.. 65.97 48 6.1 High-Level Skills.................... 19.49 83
Attract People 6.1.1 Workforce with tertiary education...................oooo. n/a n/a
213 MIgrant StoCK. ..ot 434 81 6.1.2 Population with tertiary education....................oo.. 1.87 98
214 International StUdENTS ... ..o n/a  n/a 6.1.3  Professionals................... n/a  n/a
205 Brain gain. ..o 33 614 Researchers..................... 264 73
22 Internal Openness 92 6.1.5  Senior officials and managers ... n/a
Social Inclusion 6.1.6  Availability of scientists and engineers 39
221 Tolerance of MiNOMtIES ..........ooviiiiii s 824 116 6.2 Talent Impact......... 91
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 64.86 49 6.2.1 Innovation output 63
223 Social mobility. ... 54.73 46 6.2.2  High-value exports...........ccoiiiiiiiiii 6.82 80
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ................cooiiiiiiii n/a n/a 6.24  New businessdensity ..................cocoi 4.00 72
225  Genderearnings gap ... ..ottt 5771 48 6.2.5  Scientific journal articles..............oooooi 0.76 97
226  Leadership opportunities forwomen....................... 32.69 82
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COUNTRY PROFILES

KOREA, REP.

Key Indicators

Rank (out of 125). ..ot 3 0 GDP per capita (PPPUSS) ..., 38,260.18
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovvveeeeeee i 1,530.75
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 54.19
Population (millions) ... 51.47 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiiiiienineennsesnssenssenascnnnenns 53.97 28
Enable .
31 Formal Education. ... 5597 12
Enrolment
AR Vocational enrolment ... 19.63 68
Global Attract 312 Tertiéry enrolment. . ... 76.38 4
knowledge skills Quality
313 Tertiary education expenditure. . .. 53
314 Reading, maths, and science ... . 6
315 University ranking ... . 8
32 Lifelong Learning. .......oooi i . 49
321 Quality of management schools.................coooiiin. . 65
. 322 Prevalence of training infirms..................o n/a
Vocational and Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. . 38
technical skills o
33 Access to Growth Opportunities .....................o...... . 27
Empowerment
331 Delegation of authority. ..o 4247 73
Retain 332 Personal rights. ... ... 69.21 44
Collaboration
® Korea, Rep. Income group average 333 Use of virtual social networks. ..., X 36
334  Use of virtual professional networks. n/a
Score  Rank 33.5  Collaboration within organisations ......................... . 36
336  Collaboration across organisations ......................... . 27
1 ENABLE............... .. ... 68.87 27
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 65.74 34
111 Government effectiveness ..................cooiiiiii... 7171 28
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 62.03 48 4 RETA.IN............. ............ Cereeeieneeeeeanaeas 61.38 39
113 Political Stability ... oo 56 4.1 Sust§|nab\\|ty ............................................... 51.75 41
114 REGUIALOTY QUAIILY . .+ v veeeeee oo ] 25 411 PENSION SYSTEM . ... 4796 50
105 COMUPLION oo oo ! 2 41,2 Social protection ... ....ooi 42.06 56
1.2 Market Landscape. .. ....oovoii . 2 413 B.rain FLENioN ... 65.23 28
121 COMPELLION INEENSILY v | 3 4.2 Lifestyle .o 71.00 42
122 Ease of doing business ... B B ) 4.21 Environmental performance. ... 58.13 53
1.23  Cluster development..........ovueieiiiiii s . 25 422 Personalsafety ... v a ' 22
124 R&Dexpenditure....... ..ot 2 423 Physician density 53
125 ICTinfrastructure. ... . 6 424 SANIALION ..o : 1
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. X 23
13 Business and Labour Landscape............oooovveiiiiiit. 53.78 58
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 50.48 37
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 48.72 44
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511  Workforce with secondary education ...................... 51.47 50
13.3  Active labour market policies. ... 58.55 36 512 Population with secondary education...................... 53.21 31
134  Labour-employer COOperation ................cocuviain. 1376 120 513  Technicians and associate professionals...................... n/a  n/a
Management Practice 514  Labour productivity peremployee......................... 4147 31
13.5  Professional management..............oovviiiiiiiiiin. 56.53 36 5.2 Employability. . ... 52.24 40
13.6  Relationship of pay to productivity......................... 75.69 13 521  Ease of finding skilled employees ... T 69.15 29
5.2.2  Relevance of education system to the economy ........... 31.50 75
5.2.3  Skills matching with secondary education.................. 5549 36
2 ATTRACT e, 81 524  Skills matching with tertiary education..................... 52.80 46
2.1 External Openness 74
Attract Business
PAR FDI and technology transfer.............ccoooieiiieaon. 60.73 52 6 GLOBAL KNOWLEDGE SKILLS ......covvvuvininnnn, 49.75 20
212 Prevalence of foreign ownership ... 54.55 77 6.1 High-Level Skills ... 55.30 19
Attract People 6.1.1 Workforce with tertiary education......................... 69.89 7
213 MiIgrant StOCK. ... 453 78 6.1.2 Population with tertiary education......................... 58.23 10
214 International students. ... 8.28 71 6.1.3  Professionals........ ..o 5478 18
205 BraiN QaiN. .. . 40 6.04  Researchers............ ..o 86.20 4
22 Internal Openness 82 6.1.5  Senior officials and managers ... 714 96
Social Inclusion 6.1.6  Availability of scientists and engineers 36
221 Tolerance of MiNOIties ...........ooviiiiiiiia i 78.82 8 6.2 Talent Impact......... L . X 20
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 52.70 67 6.2.1 Innovation output 12
223 Social mobility. ... 3511 105 6.2.2  High-value exports...........cooiiiiiiiiii . 10
Gender Equality 6.2.3  New product entrepreneurial activity 39
224 Femalegraduates ... 5775 80 6.24  New businessdensity ... . 4
225  Genderearnings gap ... ..ottt 3393 103 6.2.5  Scientific journal articles................cooi . 23
226  Leadership opportunities forwomen....................... 13.19 17
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COUNTRY PROFILES

KUWAIT

Key Indicators

Rank (out of 125). ..ot 64

GDP per capita (PPPUSS) ..., 71,943.01
Income group . ......coiiiiiii High income GDP (US$ billions) .. .ovveeeeeee i 120.13
Regional group.............. Northern Africa and Western Asia GTCI SCOTE. vt ettt ettt ettt e e 39.17
Population (millions) ........ ..o 4.14 GTCI score (income group average) .................c.oo.... 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 26.12 929
Enable .
31 Formal Education. ... 14.95 95
;go Enrolment
80 AR Vocational enrolment ... 495 97
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 26.26 75
knowledge skills . Quality
30 313 Tertiary education expenditure. . .. n/a
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 68
32 Lifelong Learning. .......oooi i 2808 104
321 Quality of management schools.................coooiiin. 2537 105
. 322 Prevalence of training infirms..................o n/a n/a
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 30.79 80
33 Access to Growth Opportunities .....................o...... 3532 86
Empowerment
331 Delegation of authority. ..o 31.76 99
Retain 332 Personal rights. ... ... 30.38 97
. Collaboration
® Kuwait Income group average 333 Use of virtual social networks. ..., 35
334  Use of virtual professional networks. 45
Score  Rank 335  Collaboration within organisations ......................... 100
336  Collaboration across organisations ......................... 85
1 ENABLE............... .. ....49.33 62
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 43.09 83
111 Government effectiveness ..................cooiiiiii... 40.69 79
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 3508 108 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneeeeeanaean 59.74 43
113 Political SEAbIlIty . .+ veeoeee e 6111 71 4.1 Sustainability ... 48
114 Regulatory quality.......oooo 46.17 69 A1 Pen§ion system """""""""""""""""""""""""""""" n/a
105 COMUBLION v oo 3151 63 41,2 Social protection ... ....ooi 31
12 Market LandSCape. ... ... eveevreeoeeee e 4812 63 413 Brainretention ... 82
121 COMPELION INEENSIEY .+ v ee e 59,25 83 4.2 Lifestyle . 41
1.2.2  Ease of doing business ... . . ...5453 82 421 Environmental performance >4
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 4797 45 422 Personal safety ... 26
124 R&D XPEnditure .......oooo oo 973 66 423 Physician density 44
125 ICTinfrastructure. ... 69.21 49 424 SANIALION ..o !
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 48.03 65
13 Business and Labour Landscape.............ooovveeieaii.. 56.78 45
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..34.19 75
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 39.28 62
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 26.01 86
13.3  Active labour market policies. ... 4162 64 512 Population with secondary education...................... 19.12 86
134 Labour-employer cooperation ................ccooieiiii... 4546 50 5.13  Technicians and associate professionals.................... 3214 66
Management Practice 514  Labour productivity peremployee......................... 79.87 4
1.3.5  Professional management. .............ooiiiiiiiaiii.. 24.39 115 5.2 Employability. . ... 29.10 99
13.6  Relationship of pay to productivity......................... 2923 107 521  Ease of finding skilled employees ... T 3437 91
5.2.2  Relevance of education system to the economy ........... 2745 83
523  Skills matching with secondary education.................. 2598 109
2 ATTRACT weneeennen, 43 524  Skills matching with tertiary education..................... 28.61 102
2.1 External Openness 38
Attract Business
211 FDI'and technology transfer..................ocoiio.. 33.31 14 6 GLOBAL KNOWLEDGE SKILLS ......covvivvinnnnnnn 17.51 83
212 Prevalence of foreign ownership ... 1224 124 6.1 High-Level Skills ... 19.42 84
Attract People 6.1.1 Workforce with tertiary education......................... 28.68 68
213 MIgrant StoCK. ... 100.00 1 6.1.2  Population with tertiary education ........................ 21.22 69
214 International StUdeNnts. ...t n/a n/a 6.1.3  Professionals........ ..o 20.79 76
215 Braingain........... 82 614 Researchers..................... 459 68
22 Internal Openness 57 6.1.5  Senior officials and managers ... 74
Social Inclusion 6.1.6  Availability of scientists and engineers 95
221 Tolerance of minorities .............. ... ... ............ 5412 46 6.2 Talent Impact......... 72
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 7162 34 6.2.1 Innovation output 48
223 Social mobility. ... 3836 9% 622 High-value exports.............oooiiii 346 101
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ... 76.06 51 6.24  New businessdensity ...................oco n/a n/a
225  Genderearnings gap ... ..ottt 3142 106 6.2.5  Scientific journal articles..............cooooi 7.12 58
226  Leadership opportunities forwomen....................... 3344 80
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COUNTRY PROFILES

KYRGYZSTAN

Key Indicators

Rank (out of 125). ..ot 9 5 GDP per capita (PPPUSS) ..., 3,725.54
Income group . .......ooiiiiiiiiiiia Lower-middle income GDP (US$ billions) ... ovoveeee et 7.56
Regional group..................... Central and Southern Asia GTCI SCOTE. vttt ettt ettt e e 32.43
Population (millions) ... 6.20 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 23.28 109
Enable .
31 Formal Education. ... 15.36 94
;go Enrolment
80 AR Vocational enrolment ... 19.35 69
Global ZS Attract 312 Tertiéry enrolment. . ... 37.26 59
knowledge skills ig Quality
313 Tertiary education expenditure. . .. 110
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 32.66 87
321 Quality of management schools................ooooiiiii. 443 123
. 322 Prevalence of training infirms......................L. 78.23 6
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 15.31 119
33 Access to Growth Opportunities .....................o...... 21.84 17
Empowerment
331 Delegation of authority. ..o 2296 115
Retain 332 Personal rights. ... ... 40.38 88
Collaboration
® Kyrgyzstan [ncome group average 333 Useof virtual social networks. ... . 121
334  Use of virtual professional networks. 106
Score  Rank 33.5  Collaboration within organisations ......................... . 92
33.6  Collaboration across organisations .......................... 979 114
1 ENABLE............... .. ....37.63 104
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3507 104
111 Government effectiveness ..................cooiiiiii... 22.83 15
112 Business-government relations. ... . 5o o 4 RETAIN. ..o B 42.21 80
113 Political Stability ... oooo e , 94 4.1 Sust§|nab\\|ty ............................................... g 97
114 REGUIALOTY QUAIILY . .+ v veeeeee oo ) 90 411 PENSION SYSTEM . ... X 55
105 COMUPLION oo oo . 102 41,2 Social protection ... ....ooi X 95
1.2 Market Landscape.............oooiiiii . 115 413 B.rain TELENTION .o 12
121 COMPELLION INEENSILY - vveeee e . 16 4.2 Lifestyle . ) 65
122 Ease of doing business ... B B B 69 4.21 Environmental performance 80
1.23  Clusterdevelopment.......cooviiiiiiiiiiiii e 778 121 422 Personal safety ... T v ’ 5
124 R&D XPEnditure .......oooo oo 238 99 423 Physician density 63
125 ICTIRMASIUCIUIE ... v e el 3639 90 424 SaNIEtion . : 44
1.26  Technology utilisation..............ooviiiiiiiainiii. 1514 19
13 Business and Labour Landscape.............ooovveiieiiit 49.69 72
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..39.02 60
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 56.28 28
132 Easeofredundancy ..............oociiiiiiii, 100.00 1 511 Workforce with secondary education ..................... 100.00 1
13.3  Active labour market policies..................ooo 2795 90 512 Population with secondary education...................... 87.59 3
134 Labour-employer cooperation ................c.ooeeiiii... 2712 100 5.13  Technicians and associate professionals.................... 3348 63
Management Practice 514 Labour productivity peremployee.................ooooii. 4.07 92
1.3.5  Professional management. .............ooiiiiiiiaiii.. 2058 122 5.2 Employability. . ... 2175 114
13.6  Relationship of pay to productivity......................... 55.83 50 521  Ease of finding skilled employees ... T 2977 103
5.2.2  Relevance of education system to the economy ........... 21.13 97
523  Skills matching with secondary education.................. 2698 106
2 ATTRACT oo, . ... 34, 103 5.24  Skills matching with tertiary education....................... 912 122
2.1 External Openness 113
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 2347 121 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 17.88 82
21.2  Prevalence of foreign ownership .................cooooen.. 3562 110 6.1 High-Level Skills ... 21.79 81
Attract People 6.1.1 Workforce with tertiary education......................... 27.25 72
213 MiIgrant StOCK. ... 6.71 68 6.1.2 Population with tertiary education......................... 28.01 58
214 International students..............i 3012 32 6.1.3  Professionals........ ..o 27.25 62
215 Brain gain. ... . 110 6.4 Researchers............ ..o n/a n/a
22 Internal Openness 80 6.1.5  Senior officials and managers ... 595 102
Social Inclusion 6.1.6  Availability of scientists and engineers 108
221 Tolerance of minorities ..., 1412 107 6.2 Talent Impact......... L . . 81
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 50.00 76 6.2.1 Innovation output 98
223 Social mobility. ... 46.05 74 6.2.2  High-value exports...........cooiiiiiiiiii X 18
Gender Equality 6.2.3  New product entrepreneurial activity n/a
224  Female graduates ...........c..oiiiiiiiiii 76.82 47 6.24  New business density ...........ooviiiiiieiiiis 6.07 63
225  Genderearnings gap ... ..ottt 40.26 92 6.2.5  Scientific journal articles..............oooooi 0.61 100
226  Leadership opportunities forwomen....................... 46.05 54
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COUNTRY PROFILES

LAO PDR

Key Indicators

Rank (out of 125). ..ot 91

GDP per capita (PPPUSS) ..., 7,023.37
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .. ..oovieeet e 16.85
Regional group....... Eastern, Southeastern Asia and Oceania GTCISCOTE. ..ottt et e e 33.56
Population (millions) ... 6.86 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 23.40 108
Enable .
31 Formal Education. ....... ..o 6.16 118
;go Enrolment
80 AR Vocational enrolment ... 259 107
Global ZS Attract 312 Tertiary enrolment. ..o 13.57 92
knowledge skills S Quality
30 313 Tertiary education expenditure. . .. 97
ig 314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2521 114
321 Quality of management schools.................coooiiin. 36.79 74
. 322 Prevalence of training infirms....................L 4.09 89
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 34.75 68
33 Access to Growth Opportunities .....................o...... 38.84 68
Empowerment
331 Delegation of authority. ..o 4812 59
Retain 332 Personal rights. ... ..o 553 120
Collaboration
® Laos Income group average 333 Use of virtual social networks. ..., 106
334  Use of virtual professional networks. n/a
Score  Rank 33.5  Collaboration within organisations......................... 40
336  Collaboration across organisations ......................... 32
1 ENABLE............... .. ....47.23 72
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 48.21 66
111 Government effectiveness ..................cooiiiiii... 3548 89
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 8104 14 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 44.87 69
113 Political Stability ... 7616 39 4.1 Sustainability ... 4592 54
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 3038 108 411 PeNSION SYSTemM .. ... o i n/a  n/a
105 COMUPLION oo oo 1781 102 41,2 Social protection ... ....ooi 39.02 64
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 3696 100 413 Brain retention ... 5283 40
121 COMPELLION INEENSILY v 40.31 120 4.2 Lifestyle . 43.82 92
122 Ease of doing business ... ) 110 4.21 Environmental performance. ... 25.85 112
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 50 422 Personal safety T v 46
124 R&Dexpenditure.........oooiiiiiiiii i n/a n/a 423 Physician density ... 78 6
125 ICTinfrastructure. ... 2277 106 424 SANIALION ..o 7097 92
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 38.11 96
13 Business and Labour Landscape.............ooovveeieaii.. 56.52 49
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 25.48 104
131 Ease of NiMNg......ooo 7233 50 5.1 Mid-Level Skills ... 878 112
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 1266 103
13.3  Active labour market policies. ... 42.84 59 512 Population with secondary education........................ n/a n/a
134 Labour-employer cooperation ................ccooieiiii... 4705 48 513  Technicians and associate professionals..................... 491 114
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 40.18 78 5.2 Employability. . ... 4219 66
13.6  Relationship of pay to productivity......................... 61.71 42 521  Ease of finding skilled employees ... T 41.98 74
5.2.2  Relevance of education system to the economy ........... 44.89 50
523  Skills matching with secondary education.................. 32.79 89
2 ATTRACT e, 59 524  Skills matching with tertiary education..................... 49.08 60
2.1 External Openness 92
Attract Business
PAR FDI and technology transfer.............ccoooieiiieaon. 50.25 81 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 16.57 86
212 Prevalence of foreign ownership ... 52.65 84 6.1 High-Level Skills . ... 1222 106
Attract People 6.1.1 Workforce with tertiary education......................... 12.10 96
213 MIgrant StoCK. ..o 122 104 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International students. ... 172 91 6.1.3  Professionals........ ..o 11.80 97
215 Brain gain. ... 54 6.4 Researchers............ ..o n/a  n/a
22 Internal Openness 38 6.1.5  Senior officials and managers ... 7.74 95
Social Inclusion 6.1.6  Availability of scientists and engineers 113
221 Tolerance of MiNOIties ............ooiiiiiiii i, 3765 68 6.2 Talent Impact......... 60
222 Tolerance of IMMIGrants. .........ooovuiiiieiiiaiii o, 62.16 52 6.2.1 Innovation output n/a
223 Social mobility. ... 52.49 54 6.2.2  High-value exports...........cooiiiiiiiiii 4
Gender Equality 6.2.3  New product entrepreneurial activity n/a
224  Femalegraduates ... 5196 84 6.24  New businessdensity ..................cocoi 140 89
225  Genderearnings gap ... ..ottt 81.60 7 6.2.5  Scientific journal articles..............oooooi 046 105
226  Leadership opportunities forwomen....................... 57.87 33
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COUNTRY PROFILES

LATVIA

Key Indicators

Rank (out of 125). ..ot 3 7 GDP per capita (PPPUSS) ..., 27,598.33
Income group . ......coiiiiiii High income GDP (US$ billions) .. ..oovieeet e 30.26
Regionalgroup........ ... ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 49.39
Population (millions) ... 1.94 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiitiiitiinenineennresnssenasenascnnnenns 41.68 46
Enable .
3.1 Formal Education. ... 41.81 37
;go Enrolment
80 301 Vocational enrolment ... 44.67 32
Global Zg Attract 312 Tertiéry eNroIMeNt. ... 55.67 24
knowledge skills 70 Quality
30 313 Tertiary education expenditure. . .. 46
ig 314 Reading, maths, and science ... k 29
315 University ranking ... . 69
32 Lifelong Learning. .......oooi i . 68
321 Quality of management schools.................coooiiin. . 48
. 322 Prevalence of training infirms......................L. . 62
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR . 55
33 Access to Growth Opportunities .....................o...... . 52
Empowerment
331 Delegation of authority. ..o 4757 60
Retain 332 Personal rights. ... ... 76.52 35
) Collaboration
® Latvia Income group average 333 Useof virtual social networks. ... . 60
334  Use of virtual professional networks. 38
Score  Rank 335  Collaboration within organisations ......................... . 101
336  Collaboration across organisations ......................... . 98
1 ENABLE............... .. ... 58.81 40
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 64.45 37
111 Government effectiveness ..................cooiiiiii... 69.98 32
112 BUSINESS-GOVErNMENt relations. .........ovvveeoeeeeeoi, 4746 87 4 RETAIN....coviviiiiiinnnnnnns Cereeeieneeeeeanaeas 61.90 37
103 Political Stability ..+ vvoooe o 7361 44 4.1 Sustainability ... 50.79 43
114 Regulatory quality.......oooo 73.68 26 A1 Pen§ion system """"""""""""""""""""""""""""""" 92.86 8
105 COMUBLION v oo 5753 35 41,2 Social protection ... ....ooi 38.59 65
12 Market LandSCape. ... ... eveevreeoeeee e 5427 46 413 Brainretention ... 2091108
121 COMPELION INEENSIEY .+ v ee e 78.90 25 4.2 Lifestyle . 73.02 34
122 Ease of doing business ... N N 8691 16 4.21 Environmental performance. ... 64.49 35
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 27.33 92 422 Personalsafety ... T a ’ 27
124 R&D Xpenditure .......oovo oo 1010 &3 423 Physician density 30
125 ICTINfrastruCture. ..o 72.90 38 424 SANIAtION ... ’ 62
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 49.50 62
13 Business and Labour Landscape.............ooovveeieaii.. 57.71 42
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 48.63 42
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 60.69 19
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 75.24 18
13.3  Active labour market policies. ... 52.29 45 512 Population with secondary education...................... 72.61 10
1.34  Labour-employer cooperation ..............cooviiiiiiin. 49,53 44 513  Technicians and associate professionals.................... 62.50 23
Management Practice 514  Labour productivity peremployee......................... 3242 47
1.3.5  Professional management. .............ooiiiiiiiaiii.. 4396 70 5.2 Employability. . ... 36.57 78
13.6  Relationship of pay to productivity......................... 58.82 46 521  Ease of finding skilled employees ... T 34.03 94
5.2.2  Relevance of education system to the economy ........... 36.11 63
523  Skills matching with secondary education.................. 36.83 76
2 ATTRACT weeeeeneen, 51 524  Skills matching with tertiary education..................... 39.32 80
2.1 External Openness 61
Attract Business
211 FDI'and technology transfer..................ocoiio.. 5242 74 6 GLOBAL KNOWLEDGE SKILLS ......ccovvvvinnnnn. 38.83 31
212 Prevalence of foreign ownership .......................... 7043 39 6.1 High-Level Skills.................... 42,07 35
Attract People 6.1.1 Workforce with tertiary education......................... 53.37 26
213 MiIgrant StOCK. ...t 2711 28 6.1.2 Population with tertiary education......................... 48.73 27
214 International students ... 30.75 31 6.1.3  Professionals............ooooiiiii 48.31 30
215 Braingain........... . 12 614 Researchers...................... 1932 42
22 Internal Openness 51 6.1.5  Senior officials and managers ... 59.52 12
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 2316 105
221 Tolerance of MiNOIties ............ooiiiiiiii i, 24.71 93 6.2 Talent Impact......... L . . 31
222 Tolerance of IMMIGrants. .........oooviiiiieiiiiian, 6.76 120 6.2.1 Innovation output 37
223 Social mobility. ... 53.37 53 6.2.2  High-value exports...........cooiiiiiiiiii 22.70 37
Gender Equality 6.23  New product entrepreneurial activity ...................... 4448 31
224 Femalegraduates ... 94.74 5 6.24  New business density ............coooiiiiiiiiiiii... 3870 19
225  Genderearnings gap ... ..ottt 64.16 28 6.2.5  Scientific journal articles................cooi 2592 37
226  Leadership opportunities forwomen....................... 71.54 18
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COUNTRY PROFILES

LEBANON

Key Indicators

Rank (out of 125). ..ot 5 9

GDP per capita (PPPUSS) ..., 14,675.64
Income group . .......ooiiiiiiiiiiia Upper-middle income GDP (US$ billions) .....ouviuiiiii i 51.84
Regional group.............. Northern Africa and Western Asia GTCLSCOTE. . ottt et et e e e e ettt 40.85
Population (millions) ... 6.08 GTCI score (income group average) ........................ 39.16
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 37.27 61
Enable .
31 Formal Education. ... 24.36 71
;go Enrolment
80 AR Vocational enrolment ... 2942 53
Global ZS Attract 312 Tertiéry enrolment. . ... 3091 67
knowledge skills >0 Quality
3 313 Tertiary education expenditure. . .. 78
ig 314 Reading, maths, and science ... 64
315 University ranking ... 4
32 Lifelong Learning. .......oooi i 44
321 Quality of management schools.................coooiiin. 9
. 322 Prevalence of training infirms......................L. 55
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 67
33 Access to Growth Opportunities .....................o...... 69
Empowerment
331 Delegation of authority. ..o 34.28 92
Retain 332 Personal rights. ... ... 4234 84
Collaboration
® Lebanon Income group average 333 Use of virtual social networks. ..., 72
334  Use of virtual professional networks. 37
Score  Rank 33.5  Collaboration within organisations ......................... 64
336  Collaboration across organisations ......................... 82
1 ENABLE............... ... 4211 87
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 2964 117
111 Government effectiveness ..................cooiiiiii... 3201 93
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 3157 17 4 RETAIN....coviviiiiiinnnnnnns Cereeeieneeeeeenaean 41.05 84
113 Political Stability ... 2847 17 4.1 Sustainability ... 25.71 104
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 39 411 Pen§ion system ............................................. 33.67 59
105 COMUPLION oo oo 109 41,2 Social protection ... ....ooi 1446 114
1.2 Market Landscape.............oooiiiii 42 413 B.rain TELENTION .o 2899 98
121 COMPELION INEENSIEY .+ v ee e 15 4.2 Lifestyle . 56.38 67
122 Ease of doing business ... ) 105 4.21 Environmental performance. ... 56.09 60
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 58 422 Personal safety ... 106
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a 423 Physician density 50
125 CTinfrastructure. .o 55 424 SANITATION .. 53
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. 80
13 Business and Labour Landscape.............ooovveeieaii.. 41.30 94
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 50.06 40
131 Ease of NiMNg......ooo 55.67 76 5.1 Mid-Level Skills ... 29.88 78
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 2242 92
13.3  Active labour market policies. ... 17.01 13 512 Population with secondary education...................... 24.82 73
1.34  Labour-employer cooperation ..............cooviiiiiiin. 36.65 77 513  Technicians and associate professionals.................... 4241 50
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. .............ooiiiiiiiaiii.. 3441 92 5.2 Employability. . ... 70.24 21
13.6  Relationship of pay to productivity......................... 54.08 55 521  Ease of finding skilled employees ... T 74.53 23
5.2.2  Relevance of education system to the economy ........... 69.53 18
5.2.3  Skills matching with secondary education.................. 60.42 28
2 ATTRACT e, 93 524  Skills matching with tertiary education..................... 7648 21
21 External Openness 48
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 3244 115 6 GLOBAL KNOWLEDGE SKILLS ......covvvuvinnnnnnn 36.78 35
21.2  Prevalence of foreign ownership .................cooooen.. 4031 106 6.1 High-Level Skills ... 45.57 29
Attract People 6.1.1 Workforce with tertiary education......................... 36.55 53
213 MiIgrant StOCK. ... 65.80 10 6.1.2 Population with tertiary education......................... 2411 64
214 International students..............ii 44.64 21 6.1.3  Professionals........ ..o 27.25 62
215 Brain gain. ... 96 6.4 Researchers............ ..o n/a n/a
22 Internal Openness 119 6.1.5  Senior officials and managers ... 69.64 7
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 70.30 15
221 Tolerance of minorities ..., 1294 109 6.2 Talent Impact......... 44
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 41.89 87 6.2.1 Innovation output 91
223 Social mobility. ... 3475 107 6.2.2  High-value exports...........ccoiiiiiiiiii 4.30 90
Gender Equality 6.23  New product entrepreneurial activity ...................... 80.24 4
224 Femalegraduates ... 70.77 62 6.24  New business density ............coooiiiiiiiiiiiiiiia. n/a n/a
225  Genderearnings gap ... ..ottt 10.51 15 6.2.5  Scientific journal articles.............oooo 9.17 55
226  Leadership opportunities forwomen....................... 2945 88
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COUNTRY PROFILES

LESOTHO

Key Indicators

Rank (out of 125). ..ot 110 GDP per capita (PPPUSS) ..., 3,130.15
Income group ........oooiiiiiiiiiii Lower-middle income GDP (US$ billions) .« .o oeeee ettt 2.64
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 25.98
Population (millions) ... 2.23 GTCI score (income group average) ........................ 31.64
GTCI 2019 Country Profile by Pillar Score  Rank
Enable 3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 28.02 93
31 Formal Education. ... 28.55 63
100
90 Enrolment
80 AR Vocational enrolment ... 733 95
Global ZS Attract 312 Tertiary enrolment. . ... i 6.88 104
knowledge skills sg Quality
313 Tertiary education expenditure. . .. ....100.00 1
ig 314 Reading, maths, and science ... n/a n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 38.89 70
321 Quality of management schools.................coooiiin. 62.13 28
. 322 Prevalence of training infirms......................L. 36.68 47
Y:;g:i:fi;;llli Grow 323  Employee development..........oooviiiiiiiiiiiiinn.. 17.86 14
33 Access to Growth Opportunities .....................o...... 16.61 123
Empowerment
331 Delegation of authority. ..o 1532 122
Retain 332 Personal rights. ... ... 5439 72
Collaboration
® Lesotho Income group average 333 Use of virtual social networks. ... 0.00 125
334  Use of virtual professional networks. . 98
Score  Rank 33.5  Collaboration within organisations .......................... 272 124
336  Collaboration across organisations ......................... 2373 87
1 ENABLE............... .. ... 40.93 91
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 42.86 84
111 Government effectiveness ..................cooiiiiii... 25.31 m
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 56.07 67 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 2343 114
113 Political Stability ... 58.80 75 4.1 Sustainability ... 23.29 110
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 3852 91 411 PENSION SYStEM. ... 204 103
105 COMUPLION oo oo 3562 59 41,2 Social protection ... ....ooi ! 84
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 3316 106 413 Brain retention ... : 3
121 COMPELLION INEENSILY v 7840 28 4.2 Lifestyle . . 116
1.2.2  Ease of doing business ... . . ...53.07 88 421 Environmental performance n8
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 3146 81 422 Personal safety T v 99
124 R&D eXpenditure ... .ooooeeee 078 107 423 Physician density ... 046 120
125 CTinfrastructure. .o 2505 101 424 SANITATION .. 3978 107
126 Technology Utilisation..............ooiiiiiiiiiiiiiiiii. 9.31 123
13 Business and Labour Landscape.............ooovveeieaii.. 46.77 85
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... . 25.24 105
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 2137 94
132 Easeofredundancy ..............oooiiiiiiii, 100.00 1 511  Workforce with secondary education ...................... 34.26 75
13.3  Active labour market policies. ... 4701 54 512 Population with secondary education...................... 11.98 93
134 Labour-employer cooperation ................ccooieiiii... 1440 119 5.13  Technicians and associate professionals.................... 17.86 88
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
1.3.5  Professional management. ............ccoviiiiiiiaiiii.. 23.67 19 5.2 Employability. . ... 29.11 98
13.6  Relationship of pay to productivity......................... 2885 109 521  Ease of finding skilled employees ... T 1786 121
5.2.2  Relevance of education system to the economy ........... 35.50 65
5.2.3  Skills matching with secondary education................... 232 124
2 ATTRACT e, . ... 34, 102 524  Skills matching with tertiary education..................... 60.78 35
21 External Openness 120
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 1993 122 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnnn 3.41 124
21.2  Prevalence of foreign ownership .................cooooen.. 3577 109 6.1 High-Level Skills ... 423 123
Attract People 6.1.1 Workforce with tertiary education...................ooo 599 107
213 MiIgrant StOCK. ... 048 116 6.1.2 Population with tertiary education....................oo.. 136 100
214 International students. ... 1.49 92 6.1.3  Professionals...........coii 169 119
205 Brain QaiN. . g 79 6.04  Researchers............ ..o 0.19 98
22 Internal Openness 58 6.1.5  Senior officials and managers ... 714 96
Social Inclusion 6.1.6  Availability of scientists and engineers ...................... 902 121
221 Tolerance of MiNOIties ............ovviiiiiiia i, 67.06 23 6.2 Talent IMPaCt. . ... 260 120
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 66.22 44 6.2.1 INNOVAtIoN OUTPUL. ... n/a  n/a
223 Social mobility. ... 3292 12 6.2.2  High-value exports...........ccoiiiiiiiiii 0.00 121
Gender Equality 6.2.3  New product entrepreneurial activity ........................ n/a  n/a
224 Femalegraduates ... 82.52 29 6.24  New business density ..o 742 58
225  Genderearnings gap ... ..ottt 50.66 73 6.2.5  Scientific journal articles..............oooooi 037 109
226  Leadership opportunities forwomen........................ 409 123
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COUNTRY PROFILES

LIBERIA

Key Indicators

Rank (out of 125). .. ..ot 114

GDP per capita (PPPUSS) ...t 826.45
INCome group . ...oouviit i Low income GDP (US$ billions) .« .o oeeee ettt 2.16
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vt ettt ettt ettt e e 24.45
Population (millions) ........ ..o 4.73 GTCI score (income group average) ...................o..... 24.81
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .iiiiiiiitiienieeennsesnssenasenassnnnenns 21.74 114
Enable .
31 Formal Education. ... 11.05 105
Enrolment
AR Vocational enrolment ... 15.36 78
Global Attract 312 Tertiary enrolment. . ... i 9.00 97
knowledge skills Quality
313 Tertiary education expenditure. . .. 65
314 Reading, maths, and science ... n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2217 119
321 Quality of management schools.................coooiiin. 1056 121
. 322 Prevalence of training infirms......................L. 25.59 66
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 30.36 81
33 Access to Growth Opportunities .....................o...... 3201 101
Empowerment
331 Delegation of authority. ..o 40.65 77
Retain 332 Personal rights. ... ... 56.43 68
o Collaboration
® Liberia [ncome group average 333 Useof virtual social networks. ... 117
334  Use of virtual professional networks. 101
Score  Rank 33.5  Collaboration within organisations ......................... 71
336  Collaboration across organisations ......................... 88
1 ENABLE............... .. ....3410 112
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 3395 105
111 Government effectiveness ..................cooiiiiii... 1241 122
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 5087 60 4 RETAIN....coviviiiiiinnnnnnns Cereeeieeeieeeanae 26.45 112
113 Political Stablity ............ocveeeeeeeeeeeeee 5185 91 AT Sustainability ... 81
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 2512 16 411 PeNSION SYSTemM .. ... o i n/a
105 COMUPLION oo oo 2055 » 41,2 Social protection ... ....ooi 100
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 2736 17 413 Brain retention ... 66
121 COMPELLION INEENSILY - vveeee e 4166 119 4.2 Lifestyle . 123
122 Ease of doing business ... ) 121 4.21 Environmental performance 115
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 79 422 Personal safety T v 93
124 R&Dexpenditure ... .....cooiiiiiiiiii n/a 423 Physician density ... 008 123
125 ICTinfrastructure. .o n/a 424 SANITATION .. 1075 122
1.26  Technology utilisation..............ooviiiiiiiainiii. 121
13 Business and Labour Landscape.............ooovveeieaii.. 40.99 96
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..18.55 118
131 Ease of NiMNg......ooo 66.67 58 5.1 Mid-Level Skills ... 14.06 105
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 2097 94
13.3  Active labour market policies. ... 27.85 91 512 Population with secondary education........................ n/a n/a
1.34  Labour-employer cooperation ..............cooviiiiiiin. 21.31 111 513  Technicians and associate professionals...................... 714 109
Management Practice 514 Labour productivity peremployee.................oooooie. n/a n/a
135  Professional management..............ooviiiiiiiiiiiii. 40.05 79 5.2 Employability. . ... 23.05 112
13.6  Relationship of pay to productivity......................... 40.07 82 521  Ease of finding skilled employees ... T 2835 107
5.2.2  Relevance of education system to the economy ........... 1883 102
523  Skills matching with secondary education.................. 1750 116
2 ATTRACT oo, 69 524  Skills matching with tertiary education..................... 2753 107
2.1 External Openness 69
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 3107 116 6 GLOBAL KNOWLEDGE SKILLS ......ccovvivininnnnnn 3.67 123
212 Prevalence of foreign ownership ... 66.10 47 6.1 High-Level Skills ... 728 118
Attract People 6.1.1 Workforce with tertiary education...................ooo 317 112
213 MIgrant StoCK. ..ot 4.6 82 6.1.2 Population with tertiary education ....................ooi n/a n/a
214 International StUdeNnts. ...t n/a n/a 6.1.3  Professionals........ ..o 16.29 86
215 Brain gain. ... 45 6.4 Researchers............ ..o n/a n/a
22 Internal Openness 73 6.1.5  Senior officials and managers ... 6.55 99
Social Inclusion 6.1.6  Availability of scientists and engineers 124
221 Tolerance of MiNOrties ............oooiiiiiiiiiiis 44.71 57 6.2 Talent Impact......... 125
222 Tolerance of IMMIGrants. .........oooviiiiieiiaiii i, 52.70 67 6.2.1 Innovation output n/a
223 Social mobility. ... 3592 102 6.2.2  High-value exports....... ..o n/a
Gender Equality 6.2.3  New product entrepreneurial activity n/a
224 Femalegraduates ... 2498 98 6.24  New business density ..o 000 103
225  Genderearnings gap ... ..ottt 97.85 2 6.2.5  Scientific journal articles..............oooooi 010 121
226  Leadership opportunities forwomen....................... 24.68 98
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COUNTRY PROFILES

LITHUANIA

Key Indicators

Rank (out of 125). ..ot 3 5 GDP per capita (PPPUSS) ..., 32,092.50
Income group . ......coiiiiiii High income GDP (US$ billions) .« .o oee et ettt 47.17
Regionalgroup........ ... ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 50.75
Population (millions) ... 2.83 GTCI score (income group average) ...................o..... 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. .tiiiiiiiiiiinenineennsesnsssnnsenascnnnenns 47.90 36
Enable .
31 Formal Education. ... 37.87 43
;go Enrolment
80 AR Vocational enrolment ... 20.28 66
Global :0 Attract 312 Tertiéry enrolment. . ... 53.86 29
knowledge skills s Quality
30 313 Tertiary education expenditure. . .. 28
ig 314 Reading, maths, and science ... X 34
315 University ranking ... . 55
32 Lifelong Learning. .......oooi i . 41
321 Quality of management schools.................coooiiin. I 75
. 322 Prevalence of training infirms......................L. . 28
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR . 29
33 Access to Growth Opportunities .....................o...... . 30
Empowerment
331 Delegation of authority. ..o 57.27 34
Retain 332 Personal rights. ... ... 85.66 24
. . Collaboration
® Lithuania [ncome group average 333 Useof virtual social networks. ... : 18
334  Use of virtual professional networks. 50
Score  Rank 33.5  Collaboration within organisations ......................... . 34
336  Collaboration across organisations ......................... . 44
1 ENABLE............... .. ... 64.48 29
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 68.07 28
111 Government effectiveness ..................cooiiiiii... 72.21 27
112 Business-government relations. ... . 090 77 4 RETAIN. ..o B 64.28 32
113 Political Stability ... oooo e 8310 57 4.1 Sust§|nab\\|ty ............................................... . 42
114 REGUIALOTY QUAIILY . .+ v veeeeee oo } 2% 411 Pengon system ............................................. . 2
105 COMUPLION oo oo : 33 41,2 Social protection ... ....ooi . 88
1.2 Market Landscape.............oooiiiii . 33 413 B.rain TELENTION .o : 102
121 COMPELLION INEENSILY v . 24 4.2 Lifestyle . . 26
122 Ease of doing business ... B B ) 13 4.21 Environmental performance 28
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 88 422 Personal safety ... T v : 40
124 R&Dexpenditure....... ..ot X 40 423 Physician density 6
125 CTinfrastructure. .o . 50 424 SANITATION .. . 60
1.26  Technology utilisation..............cooiiiiiiiiiiniiii. { 22
13 Business and Labour Landscape.............ooovveeieaii.. 65.18 34
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..39.48 58
131 Ease of NiMNg. ..o 100.00 1 5.1 Mid-Level Skills ... 48.74 43
132 Easeofredundancy ... 75.00 45 511 Workforce with secondary education ...................... 71.24 20
13.3  Active labour market policies. ... 5444 43 512 Population with secondary education...................... 4579 40
1.34  Labour-employer cooperation ..............cooviiiiiiin. 43.56 54 513  Technicians and associate professionals.................... 41.52 54
Management Practice 514  Labour productivity peremployee......................... 36.40 4
1.3.5  Professional management. .............ooiiiiiiiaiii.. 56.45 37 5.2 Employability. . ... 30.23 95
13.6  Relationship of pay to productivity......................... 61.61 43 521  Ease of finding skilled employees ... T 2459 M
5.2.2  Relevance of education system to the economy ........... 34.26 68
523  Skills matching with secondary education.................. 2714 105
2 ATTRACT oo, . . 50 524  Skills matching with tertiary education..................... 3493 86
2.1 External Openness 77
Attract Business
PAR FDI and technology transfer.............ccoooviiieaon. 70.39 31 6 GLOBAL KNOWLEDGE SKILLS ......ccvvvuivinvnnnn, 41.81 27
212 Prevalence of foreign ownership ... 55.92 71 6.1 High-Level Skills ... 52.59 22
Attract People 6.1.1 Workforce with tertiary education......................... 65.03 12
213 MiIgrant StOCK. ... 8.78 58 6.1.2 Population with tertiary education......................... 54.33 15
214 International students..............i 20.61 47 6.1.3  Professionals........ ..o 63.76 13
205 Brain Qain. .o . 107 6.04  Researchers............ ..o 3548 28
22 Internal Openness 39 6.1.5  Senior officials and managers ... 5298 14
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 4395 55
221 Tolerance of MiNOIties ............ovviiiiiiia i, 61.18 31 6.2 Talent Impact......... L . . 38
222 Tolerance of IMMIGrants. .........cooviiiiiieiiiiiai, 1622 112 6.21  Innovation output 43
223 Social mobility. ... 56.37 43 6.2.2  High-value exports...........cooiiiiiiiiii 2132 39
Gender Equality 6.23  New product entrepreneurial activity ...................... 46.68 22
224 Femalegraduates ... 86.60 18 6.24  New businessdensity ... 16.00 36
225  Gender earnings gap ... .. eiiei i 66.55 23 6.2.5  Scientific journal articles................cooi 30.88 33
226  Leadership opportunities forwomen....................... 56.65 36
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COUNTRY PROFILES

LUXEMBOURG

Key Indicators

Rank (out of 125). ..ot 10

GDP per capita (PPPUSS) .........oooiiiiiii.n. 103,661.76
Income group . ......viiiiiii High income GDP (US$ billions) .. ..oovieeet e 62.40
Regionalgroup........ ... i Europe GTCLSCOTE. v vttt et e e e e e e e e 71.18
Population (millions) ... 0.60 GTCI score (income group average) ........................ 59.93
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. ..iiiiiiiitiineeiaeenneennsecnsssnnsenanens 60.66 19
3.1 Formal Education. ... 3271 55
Enrolment
AR Vocational enrolment ... 69.10 14
Global Attract 312 Tertiéry enrolment. . ... 15.64 88
knowledge skills Quality
313 Tertiary education expenditure. . .. 91
314 Reading, maths, and science ... 31
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 69.05 21
321 Quality of management schools.................coooiiin. 4942 44
. 322 Prevalence of training infirms..................o n/a n/a
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 88.68 4
33 Access to Growth Opportunities .....................o...... 80.21 "
Empowerment
331 Delegation of authority. ..o 79.33 16
Retain 332 Personal rights. ... ... 9337 12
Collaboration
® Luxembourg Income group average 333 Use of virtual social networks. ..., 17
334  Use of virtual professional networks. 8
Score  Rank 33.5  Collaboration within organisations......................... 17
336  Collaboration across organisations ......................... 16
1 ENABLE............... ....77.96 17
11 Regulatory Landscape. .........oooueeiiiiiiiiia i 91.55 4
111 Government effectiveness ..................cooiiiiii... 8710 12
112 Business-government relations. ... . 94.04 4 RETAIN. ..o B 84.94 8
113 Political Stability ... oooo e ] 3 4.1 Sust§|nab\\|ty ............................................... 3
114 REGUIALOTY QUAIILY . .+ v veeeeee oo ! ) 411 Pengon system ............................................ 1
105 COMUPLION oo oo ; 8 412 Social proteft\on ........................................... 4
1.2 Market Landscape.............oooiiiii . 19 413 B.rain PRTENTION L 8
121 COMPELLION INEENSILY v . 47 4.2 Lifestyle . 28
1.2.2  Ease of doing business ... . . . 58 421 Environmental performance /
1.23  Clusterdevelopment........oooviiiiiiiiiiii e . 12 422 Personal safety ... n/a
124 R&Dexpenditure....... ..ot X 29 423 Physician density 39
125 CTinfrastructure. oo . 1 424 SANITATION .. 37
1.26  Technology utilisation..............ooviiiiiiiainiii. . 1
13 Business and Labour Landscape.............ooovveiieiiit 68.96 30
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... ..59.61 26
131 Ease of NiMNg......ooo 2233 112 5.1 Mid-Level Skills ... 60.22 20
132 Easeof redundancy ............cooooiiiiiiiiii 62.50 64 511  Workforce with secondary education ...................... 41.21 66
13.3  Active labour market policies. ... 91.81 4 512 Population with secondary education...................... 4394 43
134 Labour-employer cooperation ................ccooieiiii... 80.82 10 5.13  Technicians and associate professionals.................... 75.89 12
Management Practice 514  Labour productivity peremployee......................... 79.83 5
1.3.5  Professional management. .............ooiiiiiiiaiii.. 84.37 15 5.2 Employability. . ... 59.00 32
13.6  Relationship of pay to productivity......................... 7194 23 521  Ease of finding skilled employees ... T 52.23 58
5.2.2  Relevance of education system to the economy ........... 5347 37
523  Skills matching with secondary education.................. 63.06 25
2 ATTRACT oo, P 524  Skills matching with tertiary education..................... 67.23 27
2.1 External Openness 3
Attract Business
AR FDI'and technology transfer.................ooooo. 92.25 6 GLOBAL KNOWLEDGE SKILLS ......ccovvvvinnnnn. 58.88 9
212 Prevalence of foreign ownership .......................... 98.00 3 6.1 High-Level Skills.................... 54.11 21
Attract People 6.1.1 Workforce with tertiary education......................... 62.19 15
213 MiIgrant StOCK. ... 9347 6 6.1.2 Population with tertiary education......................... 56.37 13
214 International students..............oi 100.00 1 6.1.3  Professionals............ooi 100.00 1
205 Brain QaiN. . 6 6.04  Researchers............ ..o 52.69 19
22 Internal Openness 8 6.1.5  Senior officials and managers ... 12.50 79
Social Inclusion 6.1.6  Availability of scientists and engineers ..................... 4092 59
221 Tolerance of minorities .............. ... ... ............ 78.82 8 6.2 Talent Impact......... 2
222 Tolerance of IMMIGrants. .........oooiiiiiiiiiiii i, 89.19 9 6.21  Innovation output 4
223 Social mobility. ... 89.21 12 6.2.2  High-value exports...........cooiiiiiiiiii 13.79 55
Gender Equality 6.2.3  New product entrepreneurial activity ..................... 100.00 1
224 Femalegraduates ... 71.60 58 6.24  New business density ............coooiiiiiiiiiiii... 7393 7
225  Genderearnings gap ... ..ottt 5544 52 6.2.5  Scientific journal articles................cooi 54.66 19
226  Leadership opportunities forwomen....................... 72.22 17
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COUNTRY PROFILES

MADAGASCAR

Key Indicators

Rank (out of 125). ..ot 1 19 GDP per capita (PPPUSS) ..., 1,555.04
INCome group . ...oouviit i Low income GDP (US$ billions) .. ..oovieeet e 11.50
Regional group................. ... ... ... Sub-Saharan Africa GTCI SCOTE. vttt ettt ettt e e 22.70
Population (millions) ... 25.57 GTCI score (income group average) ...................o..... 24.81
GTCI 2019 Country Profile by Pillar Score  Rank
3 GROW. . iiiiiiiiiiinenineenesesnscenasenascnnnenns 20.41 118
Enable .
31 Formal Education. ....... ..o 4.05 121
;go Enrolment
80 AR Vocational enrolment ... 418 100
Global ZS Attract 312 Tertiary enrolment. . ... i 333 112
knowledge skills ig Quality
0 313 Tertiary education expenditure...............ooiieiiiiaii. 8.71 95
io 314 Reading, maths, and science ... n/a n/a
315 University ranking ... 0.00 78
32 Lifelong Learning. .......oooi i 2527 113
321 Quality of management schools.................coooiiin. 3873 70
. 322 Prevalence of training infirms......................L. 12.27 84
Y:;g:i:fi;;llli Grow 323  Employee development.... R L LT EEEREEE PR R P RRERR 24.82 98
33 Access to Growth Opportunities .....................o...... 3190 102
Empowerment
331 Delegation of authority. ..o 3138 100
Retain 332 Personal rights. ... ... 51.32 74
Collaboration
® Madagascar Income group average 333 Use of virtual social networks. ..., 5474 101
334  Use of virtual professional networks. 116
Score  Rank 33.5  Collaboration within organisations......................... X 72
336  Collaboration across organisations ......................... . 90
1 ENABLE............... .. ....26.91 121
1.1 Regulatory Landscape. .........oooueeiiiiiiiiia i 2968 115
111 Government effectiveness ..................cooiiiiii... 1613 120
112 BUSINESS-GOVErNMENt Felations. . ... .v\vveee oo oeeeern 3466 m 4 RETAIN....coviviiiiiinnnnnnns Cereeeeeneteeeanaean 15.85 124
113 Political Stability ... 5537 83 4.1 Sustainability ... 1435 120
114 REGUIALOTY QUAIILY . .+ v veeeeee oo 3134 106 411 PENSION SYStEM. ... 3.37 99
105 COMUPLION oo oo 1096 118 41,2 Social protection ... ....ooi X 118
12 Market LandSCape. ... .o .veveeoeeeoeseeeeeeeeee, 2594 119 413 Brain retention ... 67100
121 COMPELLION INEENSILY - vveeee e 5013 84 4.2 Lifestyle . . 124
1.2.2  Ease of doing business ... . . ...3007 117 421 Environmental performance n9
1.23  Clusterdevelopment........oooviiiiiiiiiiii e 1530 109 422 Personal safety T v 80
124 R&D eXpenditure ... .ooooeeee 000 1M 423 Physician density ... 200 107
125 ICTinfrastructure. ..o 776 19 424 SANITATION © .ottt 323 124
1.26  Technology utilisation..............ooviiiiiiiainiii. 43.30 83
13 Business and Labour Landscape.............ooovveeieaii.. 2510 121
Labour Market 5 VOCATIONAL AND TECHNICAL SKILLS........... .23.82 110
131 Ease of NiMNg.....oooo 000 121 5.1 Mid-Level Skills ... 15.86 101
132 Easeofredundancy ... 50.00 85 511 Workforce with secondary education ...................... 4398 62
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