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ABSTRACT Talent training is a critical issue of social development. Particularly, talent training in research-
oriented universities plays a key role in human resources management. However, achieving effective talent
development with minimal macro-regulation becomes a challenging problem that has yet to be solved. As an
administrator, the allocation of talent project funding is a viable point of focus, although it is difficult to
analyze due to the complex structure of the universities. Inspired by the complex networks, we model the
academic talent training problem in universities as a multi-layer network in this paper, and the characteristics
which may influence the development of faculty are investigated. Then, the development of each scholar is
fitted by a growth curve in the life-course pattern, based on which a research funding allocation scheme is
proposed from the perspective of human resources managers. In the proposed scheme, the funding quotas
of multiple levels are allocated to different colleges at the proper time to obtain the global optimization of
talent training for the whole university. The simulation results show that the proposed funding allocation
scheme can improve the final academic ability and the normalized score of outstanding scholars compared
with those of the traditional proportion-based allocation scheme.

INDEX TERMS Multi-layer networks, academic talents training, life-course pattern, research funding
allocation, research-oriented universities.

I. INTRODUCTION
The cultivation of talents is a crucial issue of the social devel-
opment [1], [2], which is related to the growth of employees,
the development of the enterprise and even the destiny of the
country [3]. Especially for the research-oriented university,
the growth of faculty is more critical to the progress of
national science and technology, as well as the reserve of
talent for the country [4], [5]. In the last decades, higher
education around the world is in a stage of rapid development
both in the number of subjects and students [6], [7], [8].
With the popularization of undergraduate education, graduate
education is gradually becoming a popular choice for students
who demand to further improve their professionalism [9].
Therefore, academic ability has become a critical criterion
for the training of faculty in universities. In addition, it can be
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seen from [10] that the productivity of scientific research is
closely related to the development of the countries. The coun-
tries with more research documents and citations in 2020 also
develop rapidly in other aspects, such as economy, military
and culture, which is also inseparable from the improvement
of academic capabilities of the scholars in university.

In recent years, some researchers have begun to focus
on the growth of scholars in universities in terms of their
academic productivity and research ability [11], [12]. In their
studies, one of the most important factors that influence
the scholars is age [13], [14], [15]. On the one hand, aca-
demic research activity is a long-term process in which a
lot of time and energy should be invested. It is a great chal-
lenge, both physically and spiritually. On the other hand,
the research activity is also an accumulation process of
knowledge and experience. Early accumulation of experi-
ence is very important for later development. Therefore,
Gyorffy et al. pointed out that the best age for scientific
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research was around 41 [16]. The scholars in this stage
not only have enough research experience but also have
favorable physical conditions to support long-term energy
consumption.

In order to analyze the impact of age on researchers, a life-
course pattern was proposed by Fu et al. in [17], in which
the faculty with different characteristics such as gender, the
research fields and the learning ability, etc. were analyzed
according to their life trajectories [18], [19]. In the analysis
of life-course patterns, some classical theories were crucial
to model the life trajectories of the faculty in universities,
including the cumulative advantage, utility-maximizing and
obsolescence theory, etc.

The cumulative advantage is a process of social selection
in the field of science through which various opportunities
for scientific research, rewards for results and allocation of
resources tend to accumulate for certain individual scientists
or scientific institutions. The cumulative advantage theory
shows that the scholars who havemore academic productivity
in their earlier research stage may make greater achievements
in the latter with a higher probability [20]. This is due to that
earlier positive outcomes can provide scholars with correct
research experience, more academic awards, social networks,
research funding and equipment. This theory is similar to
the well-known Matthew effect, which implies that famous
scientists usually get more prestige compared with those who
are not well-known, even if their achievements are similar.
In the same way, reputation is usually given to those who
are already well-known on a project [21], [22]. Thus, we will
pay more attention to the young scholars with more initial
productivity at the beginning of the life-course analysis.

In the field of economics, the utility-maximizing the-
ory states that consumers decide to allocate their money
to incomes so that the last dollar spent on each product
yields the same amount of extra marginal utility. Similarly,
in the process of talent growth, the utility-maximizing theory
denotes that the scholars will change their tasks by shifting
their priority to different types of work including research,
teaching, administration, or professional activities. At the
different stages of the career, different faculty may choose
their priority from a variety of jobs based on the maximal
utility they can gain [23].

Finally, the obsolescence theory presents that the research
productivity of scholars may decrease with their age when
they are old [24]. This is because the natural decline of intel-
ligence is inevitable when scholars are old and they can not
catch up with the cutting-edge development of topics within
the context of major technological advances. Therefore, the
slow growth of research ability in the late stage of the faculty
should be considered in the life-course model [25].

In addition, another crucial factor for the growth of scholars
in university is the research funding allocation, especially the
granting of talent projects [26], [27], [28]. This is because
the resource allocation in the university is usually closely
related to the rank of the talent projects obtained by fac-
ulty. For example, the number of graduate students, the area

of the laboratory, the funding and the laboratory apparatus
are typical resources that should be allocated to the faculty
according to their talent projects and these resources may
make important impacts on their future development [29],
[30]. Scholars with higher ranks in talent projects can obtain
more research resources and then develop more rapidly than
scholars with lower ranks. Moreover, the faculty with high
ranks of talent projects can also catch more external resources
such as research funding and awards from the other research
institutions in society [31], [32], which is beneficial to the
development of faculty. However, if most of the scholars are
allocated to higher-rank talent projects, the internal resource
of the university tends to be distributed equally among all
the faculty, which may decrease the growth rate of the distin-
guished faculty. Therefore, talent project allocation is critical
for the managers of research-oriented universities when the
life-course academic ability of all the faculty is analyzed.

In recent years, resource allocation problems were studied
in various fields. For example, the human resource man-
agement strategies for environmental disruptions were sum-
marised by Kim et al.. in [33]. Besides, Wu et al. studied the
regional water resources allocation problem and an effective
slime mould algorithm was proposed to solve the optimal
problem [34]. In [35], the resource allocation optimization
problem was formulated by Jain et al.. for the post-disaster
emergency relief, and the meta-heuristics were used to obtain
the optimal solution. In addition, Mayerle et al.. proposed a
teaching resource matching problem, which was meaningful
for the public school system [36]. However, at present, the
problem of resource allocation in research-oriented universi-
ties has not been addressed effectively, which is a meaningful
research component for talent development in universities.

Recently, multi-layer networks have received extensive
attention from scholars, which provide a novel research
method for the study of resource allocation [37], [38], [39].
In a university, the colleges, the research groups and the
faculty form amulti-layer network. Besides, research funding
allocation based talent projects, research resources, and aca-
demic production can be seen as the input and output among
the network nodes. In particular, in this paper, the talent
project quota is employed to characterize the research funding
allocation problem with a multi-layer network model.

The contributions of this paper are summarized as follows:
1) An academic talent training problem for research-

oriented universities is modeled from the perspective
of multi-layer networks, in which the life-course aca-
demic abilities of faculty and the relevant factors are
quantified. To the best of the authors’ knowledge, this
is the first paper that considers the talent development
problem in terms of resource allocation and the life-
course model.

2) We fit the life-course academic ability of each
scholar by the ‘‘S’’ curve with the consideration of
some relevant theories including cumulative advantage,
utility-maximizing and obsolescence theory. Through
quantification, a clear relationship is established
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TABLE 1. Contrasting our contribution to the reference.

TABLE 2. Main notation and relevant mathematical symbols used in the
text.

between the input of resources and the output of aca-
demic capabilities in the talent growth process.

3) An effective talent project allocation scheme is pro-
posed for the introduced model to maximize the overall
growth of all the scholars in different colleges and
ensure the development of outstanding scholars at the
same time.

4) The simulation results are given and show that the
proposed talent project funding allocation scheme can
achieve a better average score than the traditional
proportional-based allocation scheme.

Our new contributions are boldly and explicitly contrasted
to the literature at a glance in Table 1.

The rest of this paper is organized as follows. Section II
introduces the system model. The proposed talent project
allocation scheme and relevant mechanism are explained in
Section III. In addition, the numerical simulations of the pro-
posed scheme are analyzed in Section IV. Finally, we con-
cluded this paper in Section V.

Themain notation and relevantmathematical symbols used
in the text are summarized in Table 2.

II. SYSTEM MODEL
As shown in Fig. 1, a research-oriented university with S
colleges is considered in this paper. In the sth college, there
are Is faculty and they form Js research groups to achieve
better academic research results. It is assumed that the num-
ber of faculty in the jth group of college i is Nij. Each year,
the university has several talent project funding to support

the scientific research of outstanding talents in each college.
These project funding will first be assigned by the school to
the colleges, which will then assign them to the individuals
in the groups. Then, from this perspective, the university, the
S colleges, the research groups and individuals form a com-
plex multi-layer network. Due to the talent project funding
allocation, the flow of resources in college and the growth of
talent are coupled with each other, it is difficult to analyze
with traditional methods. Therefore the resource allocation
analysis approach for the multi-layer networks can be applied
to solve this complex problem.

As for each scholar, a life-course ability model is used
to analyze the development process of talents in research-
oriented universities. According to the statistical results
in [40], the age of the elected members of the Chinese
Academy of Sciences was concentrated between 51 and
65 years old. In addition, depending on the stage of education
in different countries, the average age at which researchers
receive their PhD and begin full-time research is between
28 and 30 years old. Hence, in this model, the scientific
research ability of researchers is analyzed among the age of
28 to 68 in terms of the degree of discipline matching, the
work environment, the talent project quota allocation scheme,
and the resources within and outside the college. In the anal-
ysis of the life-course ability, several prevailing and relevant
theories including cumulative advantage, utility-maximizing
and the obsolescence theory are considered. According to
these rules and the study in literature [41], we use the ‘‘S’’
curve to fit the development process of the faculty, the func-
tion of which is shown in Eq. (1)

y (t) =
1

1+ e−t
. (1)

The corresponding ability curve of a researcher is shown
in Fig. 2, where t ∈ [−3, 9] and the sampling rate is 10

3 .
It can be seen from the figure that the research ability of
academic researchers increases slowly in the early stage of
their careers. Then, there will be a dramatic increase between
35 and 45 when they are in the middle stage of their careers.
Finally, according to the utility-maximizing and the obso-
lescence theory, when they are at the age of over 45, both
competent and less competent researchers will choose to
reduce their research efforts over time, because they think
other tasks may be more advantageous. Faculty might spend
more time in administrative jobs or professional activities
outside the university once they think that further effort in
research cannot increase their chances of rewards. Therefore,
their ability curves increase slowly again and their ability will
be close to the maximum value of their lives.

According to the theories mentioned above, we use the
derivative of Eq. (1) to fit the variation of their ability curves
in each year for the purpose of analyzing the life-course
academic ability of the faculty quantitatively. The derivative
of Eq. (1) can be calculated as

y′ (t) =
e−t(

1+ e−t
)2 . (2)
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FIGURE 1. System model of the proposed research funding allocation scheme and corresponding multi-layer network.

FIGURE 2. Academic ability curve.

Besides, with consideration of the other factors which may
affect the scholars, the discrete academic ability increment of
Usi in their nth year can be denoted as

1ysi [n] =
ksi [n] e−t[n](
1+ e−t[n]

)2 , (3)

where ksi [n] can be seen as the growth factor of Usi, which
includes the internal resource psi [n] allocated by the college,
the external resource qsi [n] attracted by the scholars and the
ability of internal resource transformation λsi. The relation-
ship between these factors can be expressed as

ksi [n] = λsipsi [n]+ qsi [n] . (4)

For internal resource transformation ability λsi, it can be
modeled as a random scalar following the Gaussian distri-
bution, i.e., λsi ∼ N

(
csi, σ 2

0

)
, where csi is the matching

degree between the college and the majors of the researchers.
The variance σ 2

0 reflects their adaptability to the working
environment, which means that if the scholars can not adapt
to the working environment, they can not utilize the resource

from the colleges effectively even if their majors coincide
with the discipline of the colleges. Therefore, fewer internal
resources will be allocated to these people with a higher
probability.

As mentioned above, it is assumed that the internal
resource allocated to the faculty is proportional to the ranks of
obtained talent projects, i.e., psi[n] ∼ N

(
p̄si [n] , σ 2

1

)
, where

p̄si [n] is the mean of psi [n], which can be calculated by

p̄si [n] =
asi [n]
Is∑
j=1

asj [n]

Ptotals . (5)

In Eq. (5), asi[n] denotes the indicator which reflects the
rank of talent project obtained by Usi, and Ptotals is the total
resource of the sth college. It means that the scholars who
obtain the higher rank of talent projects may acquire more
internal resources with higher probabilities, and the variance
σ 2
1 reflects that the resource allocation in practice is a random

event that can not be determined in advance.
At the nth year, we assume that the ability of Usi to com-

pete for external resources is proportional to his (her) talent
protects as well as the current capabilities, and the external
resource attracted by Usi in the group Gsj can be calculated
as asi[n]ysi[n − 1]. All the members in the group Gsj leave
1
β
of the external resource attracted by themselves and share

the rest to the group, which can be equally divided among
the members of the group. Then, the mean of total external
resource obtained by Usi is

q̄si [n] =
1
β
asi [n] ysi [n− 1]+

6sj [n]
Nsj

, (6)

where 6sj [n] is the common resource of group Gsj, which
can be calculated by

6sj [n] =
∑
i∈Gsj

(
1−

1
β

)
asi [n] ysi [n− 1]. (7)
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Similar to the allocation of internal resources, the exter-
nal resource obtained by Usi in practice can be denoted as
qsi [n] ∼ N

(
q̄si [n] , σ 2

2

)
. According to Eq. (7), we can

find that the outstanding scholars who catch more external
resources can drive the development of other people in the
same group. It is a crucial basis that should be considered in
the project quota allocation problem. Given Eq. (3)-(7), the
ability of Usi at the nth year can be obtained by

ysi [n] = ysi [n− 1]+1ysi [n] . (8)

III. QUOTA ALLOCATION
According to the theories introduced above, the ranks of
talent projects obtained by the faculty are crucial to their
development due to both the internal and external resources
associated with the ranks. In addition, distinguished schol-
ars with higher ranks of projects can obtain more resources
and share their external resources with the team members
to accelerate their growth. Therefore, one of the main con-
cerns of project quota allocation is to find outstanding young
scholars who have greater development potential and give
them higher ranks in talent projects. Then, more internal and
external resources will tend to be allocated to this kind of
scholar, which can ensure a faster growth rate for distin-
guished researchers. Finally, due to the existence of groups,
the common resource can be shared with people with lower
ranks, and they will get more achievements with the help of
the team. In this paper, we assume that there are three ranks
of talent projects in the career of scholars, which are interme-
diate, deputy-senior and senior ranks. Denote the indicator
value of these three ranks as r1, r2 and r3 respectively, i.e.
asi ∈ {r1, r2, r3}. In addition, we denote the total quota for the
deputy-senior projects as R1 and the total quota for the senior
projects as R2, which are limited in a university. Besides, due
to the ratio of different ranks should be kept stable in practice,
we need to set a maximum limit for the grant of talent projects
each year, which is denoted as m.

A. DIRECT GRANT MECHANISM
According to the cumulative theory, the initial achievement
may lead to more research productivity in the later stage of
the career. It means that if distinguished scholars can publish
more high-level academic papers or be widely recognized
by peer experts in their research field when they are at their
earlier stage of career, they may have more opportunities to
obtain higher achievements such as producing more publica-
tions or getting more awards with higher probabilities. This
is because that young researchers who are outstanding in
their research fields may accumulate more successful expe-
riences, research funding, academic awards, social networks,
and necessary equipment. These cumulative advantages will
be critical support to the later research in their academic
careers. In addition, the utility-maximizing theory and the
obsolescence theory denote that the growth of academic capa-
bilities will become slow when scholars are old. This is due
to the decrease in research effort over time and the natural

decline in intelligence that come with aging. Hence, for the
leaders of human resource management in research-oriented
universities, it is necessary to discover outstanding young
scholars with great potential and give them enough support
at the earlier stage of their careers. Then, they can develop
more rapidly and achieve higher levels before their abilities
increase slowly in their later career. To this end, we introduce
a direct grant mechanism in the proposed scheme. In the
following two scenarios, the direct grant mechanism will be
implemented for Usi.

The first scenario is that the faculty whose ability achieves
a threshold Y th

1 at the beginning of their full-time work
in the university can be granted the deputy-senior talent
projects. This is the recognition of their initial productions
and research capabilities when they begin their academic
career. Due to some outstanding scholars beginning to show
superior research ability in their master’s or doctor’s degree,
the researchers with more publications and awards at the
beginning of their academic career may have greater potential
with higher probabilities. Hence, we can support them to
directly award the deputy-senior projects. In addition, if the
faculty whose ability achieves the threshold Y th

2 (Y th
2 > Y th

1 ),
they can be awarded the senior projects directly. In practice,
only a few people can meet this condition, and most dis-
tinguished scholars should begin with deputy-senior talent
projects. The system model of the first scenario of the direct
grant mechanism can be denoted as

asi [1] =
{
r2, ysi [0] ≥ Y th

1
r3, ysi [0] ≥ Y th

2 .
(9)

The second scenario is that the faculty whose capabilities
achieve the threshold Y th

2 before they are 40 years old can
be awarded the senior rank of talent projects directly with
probability pd . The reason is that a large number of sur-
veys show that most scholars can achieve the largest growth
rate of their abilities at the age of 40. Therefore, 40 years
old is seen as the upper limit when defining outstanding
young scholars in many policies. Hence, scholars who have
very distinguished research productions may reach higher
achievements in the future with high probabilities. Therefore,
they can be granted senior-rank projects to ensure enough
preference of the resource and policy from the college, and
get more research funding from external. Another reason to
support the outstanding young scholars with the direct grant
mechanism is that the distinguished scholars can provide
more assistance to the other members in the same group if
they can develop rapidly, and they indeed tend to achieve
better development than others with the existing outstanding
achievements. The system model of the second scenario of
the direct grant mechanism can be denoted as

asi [n] = r3, if ysi [n− 1] ≥ Y th
2 and 1 < n ≤ 12, (10)

which occurred with probability pd . It is worth noting that the
people who catch the opportunity to be granted higher ranks
of talent projects directly do not account for the total quota of
the university.
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B. ESTIMATION OF THE INTERNAL RESOURCE
TRANSFORMATION ABILITY
As for the faculty who can not achieve the threshold of
direct grant but can meet the conditions of awarding the
higher rank of projects, they should compete for the limited
quotas with other people in the same college. In the proposed
scheme, we assume that the grant threshold of the deputy-
senior projects is yth1 , and the threshold of the senior projects
is yth2 . It means that if Usi has been awarded an intermediate
rank of talent project and his/her academic ability satisfies
ysi [n] ≥ yth1 , thenUsi can apply for the deputy-senior project.
Similarly, ifUsi has been awarded a deputy-senior project and
his/her ability satisfies ysi [n] ≥ yth2 , then Usi can apply for
the senior project. However, due to the number of deputy-
senior and senior projects is limited, the scholars who meet
the application condition may not be awarded successfully.
The researchers with more production and better environ-
mental adaptability may catch the opportunities with higher
probabilities.

Denote the probability that Usi can obtain an opportunity
by Prsi[n], which is proportional to his/her ability of internal
resource transformation λsi and the current academic ability
ysi[n−1], i.e., Prsi [n] ∝ λsiysi [n− 1]. The current academic
ability can be obtained according to his/her scientific produc-
tion. However, due to the exact value of λsi is not available
in practice, we should estimate this parameter according to
their actual performance before the allocation of the projects
indicator.

In the beginning, due to the lack of valid data, we use the
degree of major matching csi to approximate the estimation
of λsi, i.e., λ̄si [0] = csi, where λ̄si [n] is the estimation of λsi
at time n. As for the time n ≥ 1, we can estimate λsi with
the previous data {ysi [0] , ysi [1] , · · · , ysi [n]}. According to
Eq. (3), we can have

1ysi [n] =
e−t[n] (λsipsi [n]+ qsi [n])(

1+ e−t[n]
)2

= λsi
e−t[n]psi [n](
1+ e−t[n]

)2 + e−t[n]qsi [n](
1+ e−t[n]

)2 . (11)

Due to the parameters psi [n] and qsi [n] are random vari-
ables which can not be available in practice, we use the mean
of these parameters to realize the estimation of λsi. Summing
up all the previous data and taking the expectation of the
summation, we can obtain Eq. (12), as shown at the bottom
of the next page.

Then, the estimation of λsi can be calculated as

λ̃si [n] =

n∑
x=1

1ysi [x]−
n∑

x=1

e−t[x]·E{qsi[x]}
(1+e−t[x])

2

n∑
x=1

e−t[x]·E{psi[x]}
(1+e−t[x])

2

. (13)

The expectation E {psi [x]} and E {qsi [x]} can be obtained
from Eq. (5) and Eq. (6) respectively.

C. PROJECTS QUOTA ALLOCATION
Before determining the optimal project quotas, we should
distinguish different kinds of faculty first. At the nth year,
the number of faculty who obtained the rank of intermediate,
deputy-senior and senior projects in college s is denoted as

DLs [n], D
M
s [n] and DHs [n] respectively, which are known

before quota allocation. The faculty who obtained the rank
of intermediate projects can be further divided into the fol-
lowing four categories: the faculty who satisfy the condition
of applying for the deputy-senior project, the faculty who do
not satisfy the condition of applying, the faculty who can
apply for the senior rank directly, and the faculty who can
apply for the deputy-senior projects directly. We can denote
the set of faculty in these four categories by DL1

s [n], DL2
s [n],

DL3
s [n], DL4

s [n], and denote the number of faculty in these
four categories by DL1s [n], DL2s [n], DL3s [n], DL4s [n] respec-
tively. Similarly, the faculty who obtain the rank of deputy-
senior projects can be further divided into the following three
categories: the faculty who satisfy the condition of applying
for the senior projects, the faculty who do not satisfy the
condition of applying, and the faculty who can apply for
the senior projects directly. We denote the set of these three
categories byDM1

s [n],DM2
s [n],DM3

s [n], and denote the num-
ber of faculty in these three categories by DM1

s [n], DM2
s [n],

DM3
s [n] respectively. It is not difficult to know that the above-

mentioned parameters satisfy the following relationship.

Is = DLs [n]+ D
M
s [n]+ DHs [n] . (14)

DLs [n] = DL1s [n]+ DL2s [n]+ DL3s [n]+ DL4s [n] . (15)

DMs [n] = DM1
s [n]+ DM2

s [n]+ DM3
s [n] . (16)

Assume that at the nth year, the quota of deputy-senior
projects allocated to college s is XDs [n], and the quota of the
senior projects allocated to college s is XSs [n]. With the esti-
mated λ̃si, we can determine the optimal allocation strategy
by solving the optimization problem in Eq. (17), as shown
at the bottom of the next page, where α in Eq. (17) is a
parameter reflecting the preference to the faculty with high
academic ability, which satisfies α ≥ 1. It means that the
larger the parameter α, the proposed scheme is more inclined
to cultivate excellent scholars with high academic ability,
even though the growth of some ordinary scholarsmay be sac-
rificed at the beginning of their careers because of the limited
internal resource. Actually, the intellectual contribution of
excellent scholars such as academicians may be several times
that of other scholars. Therefore, the parameter α should
be set reasonably in the objective function of Eq. (17) to
reflect the importance of the distinguished scholars. Then,
the proposed scheme can give more priority to ensure the
growth of outstanding researchers. In addition, distinguished
scholars can also drive the development of other members
in the same group by sharing their resources. Hence, giving
more weight to the distinguished faculty is usually beneficial
to the whole personnel system.

The optimal problem in Eq. (17) is difficult to solve due
to the existence of expectations. Therefore, we simplify the
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objective function as

E

{
S∑
s=1

Is∑
i=1

(ysi [n]+1ysi [n+ 1])α
}

=

S∑
s=1

Is∑
i=1

E
{
(ysi [n]+1ysi [n+ 1])α

}
. (18)

Due to n ≥ 0, α ≥ 1 and ysi [n]+1ysi [n+ 1] ≥ 0,
therefore (ysi [n]+1ysi [n+ 1])α is convex. Then, according
to the Jensen Inequality, we can obtain

E
{
(ysi [n]+1ysi [n+ 1])α

}
≥ (E {ysi [n]+1ysi [n+ 1]})α

= (ysi [n]+ E {1ysi [n+ 1]})α. (19)

Then, we can scale the original optimization problem (17)
to the optimization problem shown in Eq. (20), at the bottom
of the next page, and obtain a suboptimal solution of the
original problem.

According to Eq. (3) and Eq. (4), we can rewrite the
expectation E {1ysi [n+ 1]} in Eq. (20) to the format shown
in (21), at the bottom of the next page.

Suppose that at the nth year, XLs deputy-senior projects
and XHs senior projects are allocated to college s. Then,
according to Eq. (14), (15) and (16), the numbers of faculty
with different ranks at the (n+ 1)th year are

DLs [n+ 1] = DLs [n]− X
L
s − D

L3
s [n]− DL4s [n] . (22)

DMs [n+ 1] = DMs [n]− XHs − D
M3
s [n]+ XLs + D

L4
s [n] .

(23)

DHs [n+ 1] = DHs [n]+ XHs + D
L3
s [n]+ DM3

s [n] . (24)

As mentioned in the previous parts, the internal resource
allocated to the faculty is proportional to their ranks. There-
fore, E {psi [n+ 1]} can be calculated as

E {psi [n+ 1]} =
3∑

x=1

rxPtotals

8s
Pr (asi [n+ 1] = rx), (25)

where 8s = r1DLs [n+ 1] + r2DMs [n+ 1] + r3DHs [n+ 1].
We take the scholar Usi who obtains the rank of the inter-
mediate project as an example to explain the calculation of
Pr (asi [n+ 1] = rx), x ∈ {1, 2, 3}. At the nth year, if scholar
Usi ∈ DL2

s [n], it is easy to know

Pr (asi [n+ 1] = rx) =
{
1, if x = 1
0, otherwise

. (26)

In addition, if scholar Usi ∈ DL3
s [n], we can obtain

Pr (asi [n+ 1] = rx) =
{
1, if x = 3
0, otherwise

. (27)

Similarly, if scholar Usi ∈ DL4
s [n], we can have

Pr (asi [n+ 1] = rx) =
{
1, if x = 2
0, otherwise

. (28)

Otherwise, if scholar Usi ∈ DL1
s [n] and XLs = 0, it means

that no indicator is allocated to college s. The probability
Pr (asi [n+ 1] = rx) is the same as Eq. (26). If scholar Usi ∈
DL1
s [n] and XLs = 1, due to the probability that Usi can catch

a application opportunity is proportional to λsi and ysi[n],
we can calculate the probability as

Pr (asi [n+ 1] = rx) =


1− ysi[n]·λ̃si[n]

0s
, if x = 1

ysi[n]·λ̃si[n]
0s

, if x = 2
0, otherwise

. (29)

where 0s =
∑

d∈DL1s

ysd [n] · λ̃sd [n]. Finally, if scholar Usi ∈

DL1
s [n] and XLs > 1, we can obtain the probability as shown

in Eq. (30), at the bottom of the next page. where θsi is the
grant probability of Usi when only one quota is allocated to
college s, which can be calculated by Eq. (29).

Proof: Suppose that the index of faculty in DL1
s is{

d1, d2, · · · , dDL1s

}
and the index of faculty who catch the

E

{
n∑

x=1

1ysi [x]

}
=

n∑
x=1

1ysi [x]

= λ̃si

n∑
x=1

e−t[x] · E {psi [x]}(
1+ e−t[x]

)2 +

n∑
x=1

e−t[x] · E {qsi [x]}(
1+ e−t[x]

)2 . (12)

{
XL1 [n] , · · · ,XLS [n] ,XH1 [n] , · · · ,XHS [n]

}
= argmax{

XD1 ,··· ,X
D
S ,X

S
1 ,··· ,X

S
S

}E
{

S∑
s=1

Is∑
i=1

(ysi [n]+1ysi [n+ 1])α
}

s.t.XDs ∈ N
XSs ∈ N

XDs ≤ min
{
RD [n] ,DL1s [n],m

}
XSs ≤ min

{
RS [n] ,DM1

s [n],m
}
, (17)
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grant opportunity is X =
{
dx1 , dx2 , · · · , dXLs

}
. The proba-

bility that Usi with i ∈ DL1
s can obtain the opportunity to be

granted the talent project can be denoted as

Pr (i ∈ X) =

∑
X̄∈D̄L1s

(
θsi + θsdx1

+ θsdx2
+ · · · + θsdXLs

)
∑

X∈DL1s

(
θsdx1
+ θsdx2

+ · · · + θsdXLs

) ,

(31)

where X̄ is the set that remove i fromX and D̄L1
s is the set that

remove i from DL1
s . Then, the numerator of Eq. (31) can be

rewritten as∑
X̄∈D̄

(
θi + θdx1

+ θdx2
+ · · · + θdXLs

)
= C

XLs −1

D
L1
s −1
· θsi +

∑
X̄∈D̄

(
θsdx1
+ θsdx2

+ · · · + θsdXLs

)
= C

XLs −1

D
L1
s −1
· θsi + C

XLs −2

D
L1
s −2
· (1− θsi) . (32)

In addition, the denominator of Eq. (31) can be rewritten
as ∑

X∈D

(
θdx1
+ θdx2

+ · · · + θdXLs

)
= C

XLs −1

D
L1
s −1
·

(
θd1 + θd2 + · · · + θd

D
L1
s

)
= C

XLs −1

D
L1
s −1

, (33)

which completes the proof.
Similarly, if Usi is awarded the rank of deputy-senior

project and Usi ∈ DM2
s , or Usi ∈ DM1

s but the allocated quota
XHs = 0, we can get the probability Pr (asi [n+ 1] = rx) as

Pr (asi [n+ 1] = rx) =
{
1, if x = 2
0, otherwise

. (34)

In addition, if Usi ∈ DM3
s , he or she can catch the project

with senior rank directly. Therefore

Pr (asi [n+ 1] = rx) =
{
1, if x = 3
0, otherwise

. (35)

Otherwise, if Usi ∈ DM1
s and XHs = 1, the probability

Pr (asi [n+ 1] = rx) can be calculated as

Pr (asi [n+ 1] = rx) =


1− ysi[n]·λ̃si[n]

0s
, if x = 2

ysi[n]·λ̃si[n]
0s

, if x = 3
0, otherwise

, (36)

where 0s =
∑

d∈DM1
s

ysd [n] · λ̃sd [n]. Last, if Usi ∈ DM1
s and

XHs > 1, we can get the probability as it is shown in (37),
at the bottom of the next page, where γsi is the probability of
Usi catching the project when only one indicator is allocated
to college s, which can be calculated by (36).

Proof: We omit the detailed proof here since it is similar
to the proof of Eq. (30).

As for E {qsi [n+ 1]}, it can be calculated by (38), as
shown at the bottom of the next page, where E {asi [n+ 1]}

{
XL1 [n] , · · · ,XLS [n] ,XH1 [n] , · · · ,XHS [n]

}
= argmax{

XD1 ,··· ,X
D
S ,X

S
1 ,··· ,X

S
S

}
S∑
s=1

Is∑
i=1

(ysi [n]+ E {1ysi [n+ 1]})α

s.t.XDs ∈ N
XSs ∈ N

XDs ≤ min
{
RD [n] ,DL1s [n],m

}
XSs ≤ min

{
RS [n] ,DM1

s [n],m
}
, (20)

E {1ysi [n+ 1]} =
e−t[n+1](

1+ e−t[n+1]
)2 · E {λ̃sipsi [n+ 1]+ qsi [n+ 1]

}
=

e−t[n+1](
1+ e−t[n+1]

)2 · (λ̃siE {psi [n+ 1]} + E {qsi [n+ 1]}
)
. (21)

Pr (asi [n+ 1] = rx) =



1−
C
XLs −1

D
L1
s [n]−1

·θsi+C
XLs −2

D
L1
s [n]−2

·(1−θsi)

C
XLs −1

D
L1
s [n]−1

, if x = 1

C
XLs −1

D
L1
s [n]−1

·θsi+C
XLs −2

D
L1
s [n]−2

·(1−θsi)

C
XLs −1

D
L1
s [n]−1

, if x = 2

0, otherwise

, (30)
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Algorithm 1 Indicator Allocation Scheme of Talent Project
1: Initialize ysi[0], csi and λsi.
2: At the nth year with n ∈ N, determine the faculty who can

obtain the talent projects directly and update their rank
indicator asi.

3: For the people Usi who can not catch the projects
directly butmeet the requirements of the application, esti-
mate their internal resource transformation ability λ̃si[n]
according to Eq. (13).

4: Determine the quota allocation scheme of talent projects
according to (20).

5: The people who meet the requirements compete for the
opportunity of the application according to their abili-
ties and allocated quota. In addition, the people whose
academic ability can not meet the requirements remain
at their current rank of project. Then, all the indicators
asi[n+ 1] are determined.

6: During the nth year, the faculty finish their research
work and their academic abilities have increased by
1ysi [n+ 1] with the internal resource psi [n+ 1] and
external resource qsi [n+ 1]. Then, the academic ability
of Usi becomes ysi[n+ 1] = ysi[n]+1ysi [n+ 1].

7: Set n=n+1. Repeat step 1 to step 5 until the age of faculty
reaches the maximum.

can be calculated by Eq. (25)-(37). Then, the final quota
allocation scheme of talent projects can be determined by (20)
with the obtained λ̃si, E {psi [n+ 1]} and E {qsi [n+ 1]}. The
complete process of the proposed quota allocation scheme is
summarized in Algorithm 1.

Although the resource allocation scheme was studied in
various fields, to the best of the authors’ knowledge, this is
the first paper that considers the talent development problem
in terms of resource allocation and life-course model. Before
that, most universities allocated limited research funding to
the colleges based on the ratio of the number of talents in

each college, which is denoted by the proportional scheme
in this paper. The proportional scheme only concerns the
number of faculty who meet the requirements in different
colleges. Therefore, the characteristics of each talent and the
macro-regulation of resources are ignored. In contrast, the
proposedmethod takes these issues into account in a complete
way. In the simulation, the traditional proportional scheme is
presented as a comparison of the introduced method, which
illustrates the effectiveness of the proposed method.

IV. SIMULATION RESULTS
In this section, the simulation results are presented to validate
the effectiveness of the proposed quota allocation scheme.
In the simulation, a simplified research-oriented institute with
three colleges is considered. We assume there are 10, 20 and
40 full-time faculty in the 1st, 2nd and 3th college respec-
tively. In addition, the number of groups in each college is set
to 3. The number of researchers in the three groups of these
colleges is [3, 3, 4], [6, 6, 8] and [10, 10, 20] respectively.
The total internal resources are 20, 40 and 40 to reflect
the different scales of college. The initial abilities of the
researchers are assumed to obey the Gaussian distribution
with a mean of 0.5 and a variance of 0.05. The matching
degree between the college and the major of researchers are
divided into three levels, which are 0.2, 0.4 and 0.6 with the
probabilities of 0.2, 0.6, and 0.2 respectively. The variance of
λ is set to 0.1 to distinguish faculty with different adaptive
capacities to the environment. All the parameters used in the
simulation are listed in table 3. In addition, it is worth noting
that in order to balance the total number of different ranks of
projects among the university, we assume that the summation
of quotas allocated to different colleges is less than 5 except
for direct promotion.

In the simulation, the traditional proportional scheme is
presented as a comparison, i.e., the quota allocated to each
college is proportional to the number of faculty who meet the
application threshold.

Pr (asi [n+ 1] = rx) =



1−
C
XHs −1

D
M1
s [n]−1

·γsi+C
XHs −2

D
M1
s [n]−2

·(1−γsi)

C
XHs −1

D
M1
s [n]−1

, if x = 2

C
XHs −1

D
M1
s [n]−1

·γsi+C
XHs −2

D
M1
s [n]−2

·(1−γsi)

C
XHs −1

D
M1
s [n]−1

, if x = 3

0, otherwise

, (37)

E {qsi [n+ 1]} = E


1
β
asi [n+ 1] ysi [n]+

∑
x∈Gsj

(
1− 1

β

)
asx [n+ 1] ysx [n]

Nsj


=

1
β
E {asi [n+ 1]} ysi [n]+

∑
x∈Gsj

(
1− 1

β

)
E {asx [n+ 1]} ysx [n]

Nsj
. (38)
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TABLE 3. Summary of parameters used in simulation.

FIGURE 3. Average score of the proposed scheme and comparison
scheme.

The average score of the proposed scheme and
proportional-based scheme are shown in Fig. 3, which is
calculated by

∑S
s=1

∑Is
i=1 (ysi [n])

α . For the convenience of
analysis, we normalized the curves by dividing them by
their maximum value. In addition, both curves are obtained
with the average of 30 random initial data generations, and
30 Monte Carlo iterations in each initial data generation.
It can be seen that the proposed scheme can obtain a 13%
performance improvement compared with the proportional
scheme. It means that the proposed scheme can achieve a
better talent training effect in most cases.

In order to clarify the specific impact of the proposed quota
allocation scheme, we take out one of the above 30 random
experiments and analyze the growth process of all the faculty.
Their internal resource transformation ability λ and initial

FIGURE 4. λ and y [0] of faculty.

FIGURE 5. Direct grant of the proposed scheme.

academic ability y[0] is shown in Fig. 4. It can be seen that
the scholars with outstanding initial academic abilities and
internal resource transformation abilities are only a small
part of the faculty. The proportion of faculty who meet the
condition of direct grant for deputy-senior projects is about
20%. In addition, we find that there are some faculty whose
initial academic abilities are outstanding while their internal
resource transformation abilities are poor. This is because the
correlations between their major and college discipline devel-
opment are low or their environmental adaptability is poor.
It is unfavorable for their later growth. On the contrary, some
faculty have excellent internal resource transformation abili-
ties while their initial academic abilities are not remarkable.
This kind of peolpe can usually develop well if the college
provides themwith enough resources. The direct grant results
of the proposed scheme are shown in Fig. 5. We can find that
the faculty whose initial academic abilities are more than Y th

1
can obtain the deputy-senior project when they begin their
career, such as the 6th and the 10th scholars in college 1.
Moreover, Fig. 5 shows that the 8th scholar in college 1, the
12th scholar in college 2 and the 13th scholar in college 3 are
awarded to the projects of senior rank directly in the proposed
scheme. According to Fig. 4, these faculty do have higher
initial academic abilities and internal resource transformation
abilities. Especially for the 8th scholar in college 1, we can
find that the higher λ is critical for the growth of scholars.

We present the quota allocation results of the deputy-senior
rank projects and senior rank projects in Fig. 6 and Fig. 7.
It can be seen that the traditional proportional-based scheme
allocated the quota according to the number of candidates.
On the contrary, the proposed scheme tends to allocate the
quota to the college which can obtain more academic ability
increase. In addition, we can find that the proposed scheme
allocated the quota more slowly than the proportional-based
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FIGURE 6. Allocated indicator of the proposed scheme.

FIGURE 7. Allocated indicator of the proportional-based scheme.

scheme. This is because the internal resource of colleges is
limited, if more quota is allocated to the college in the early
stage, the internal resource allocated to the distinguished
people will decrease due to it should be divided among more
people with a higher title. Therefore, the proposed scheme
allocated the quota more slowly to ensure the growth of a
small group of outstanding people. Then, they can drive the
development of other members in the same group at a later
stage, which is beneficial in the long term.

Then, we present the final rank of talent projects obtained
by all the faculty in Fig. 8. It can be seen that the final
project ranks of the proposed scheme and the proportional-
based scheme are the same due to the excellent scholar can
obtain higher rank projects no matter in which scheme. In the
proposed scheme, we can find that the number of senior rank
projects in college 2 and college 3 is not proportional to the
total number of people in the colleges. This is because the
average internal resource of college 3 is much less than that of
college 2. Then, the scholars in college 3 developmore slowly
in the early stage. In addition, it is shown that the scholars
who have a larger λ such as the 10th person in college 2 and
the 7th person in college 3 can obtain the senior rank project
even if they do not have a larger initial academic ability,
which is consistent with the conclusion proposed before.
As for the people with both large initial academic ability
and internal resource transformation ability such as the 10th
person in college 2, they can catch the higher rank project in
the proposed scheme.

In addition, the life growth trajectories of all the faculty
are shown in Fig. 9, Fig. 10 and Fig. 11, in which the solid
lines and the dashed lines indicate the proposed scheme and
the proportional-based scheme respectively. It is not hard to
find that the proposed scheme ensures the growth of some
outstanding scholars, especially in college 1 and college 2.

FIGURE 8. Final rank of the faculty.

FIGURE 9. Academic ability of faculty in college 1.

FIGURE 10. Academic ability of faculty in college 2.

FIGURE 11. Academic ability of faculty in college 3.

In addition, it can be seen that distinguished scholars can lead
the development of other members in the same group. For
example, the members in group 3 of college 1 can achieve a
higher final ability than group 1 and group 2, even though the
initial academic abilities and internal resource transformation
abilities of some members in group 3 are less than that of
the members in the other two groups. This is because that
outstanding scholar can share their external resource with the
members of the same group to enhance their development.
However, due to the the limited internal resource and its
crucial role in the early stage, the scholars with low internal
resource transformation abilities can not obtain a high aca-
demic ability in the end compared to the outstanding scholars.
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FIGURE 12. Normalized score of the selected experiment.

Finally, we show the normalized score of this experi-
ment in Fig. 12. We can see that there are approximately
27% performance improvements in the proposed method
compared to the traditional proportional-based scheme. This
is because the proposed scheme can ensure the growth of
outstanding scholars with more resources at the beginning
of their careers and then drive the development of other
scholars in the same group with resource sharing. In addi-
tion, due to the proposed scheme being more inclined to
support the growth of outstanding researchers, the final aca-
demic abilities of distinguished scholars in the proposed
scheme are far more than that in the proportional-based
scheme. Therefore, the proposed scheme can achieve a higher
score.

V. CONCLUSION
In this paper, the talent training process of a research-oriented
university is analyzed with the life-course model. Based
on this model, a talent project funding allocation scheme
is proposed according to multi-layer network theory as a
viable point of macro-control, which aims to optimize talent
training performance for the whole university. The simulation
results show that a sufficient performance improvement can
be achieved by the proposed scheme compared to the tradi-
tional proportional-based allocation scheme. However, some
of the parameters used in this paper are obtained from limited
data and practical experience. In future work, more talent
development data is needed to fit the parameters of the model
proposed in this paper and to further modify the life-course
mode model.

REFERENCES
[1] D. Q. Xu and S. K. Cai, ‘‘The research of the training model of engineering

application talents,’’ Appl. Mech. Mater., vols. 268–270, pp. 2001–2007,
Dec. 2012.

[2] H. Shuzhen, ‘‘Innovative talents training mode of science and engineering
universities based on the human resources demand of modern enterprise
in IoT technology,’’ J. Intell. Fuzzy Syst., vol. 37, no. 3, pp. 3303–3310,
Oct. 2019.

[3] J. Li, P. Gong, Y. Xiang, G. Liu, and W. Xing, ‘‘Deep thinking on tal-
ents cultivation in the field of civil-military integration under the domain
of science, technology, and equipment of national defense,’’ in Proc.
Man-Mach.-Environ. Syst. Eng. (MMESE), Nanjing, China, Oct. 2018,
pp. 71–77.

[4] X. Fan, X. Yang, and L. Chen, ‘‘Diversified resources and academic influ-
ence: Patterns of university–industry collaboration in Chinese research-
oriented universities,’’ Scientometrics, vol. 104, no. 2, pp. 489–509,
Aug. 2015.

[5] P. Ahlgren, T. Yue, R. Rousseau, and L. Yang, ‘‘The role of the Chinese
key labs in the international and national scientific arena revisited,’’ Res.
Eval., vol. 26, no. 2, pp. 132–143, Apr. 2017.

[6] L. Niu and M. Shang, ‘‘Analysis of development pattern for higher educa-
tion,’’ inProc. 6th Int. Conf. Electron.,Mech., Inf.Manage. Soc., Shenyang,
China, 2016, pp. 1623–1626.

[7] V. Donche and D. Gijbels, ‘‘Understanding learning pattern development
in higher education: A matter of time, context and measurement,’’ Stud.
Educ. Eval., vol. 39, no. 1, pp. 1–3, Mar. 2013.

[8] L. Wang andW. Xiao, ‘‘Higher education development and regional differ-
ences in China,’’ EURASIA J. Math., Sci. Technol. Educ., vol. 13, no. 10,
pp. 6789–6798, Oct. 2017.

[9] M. S. Tong, D. Wang, and G. C. Wan, ‘‘Analysis and reform of engineer-
ing curriculums for graduate students in China,’’ in Proc. IEEE 6th Int.
Conf. Teach., Assessment, Learn. Eng. (TALE), Hong Kong, Dec. 2017,
pp. 163–166.

[10] Scimago Institutions Rankings. (2020). SJR Scimago Journal & Country
Rank. [Online]. Available: https://www.scimagojr.com/countryrank.php?
year=2020

[11] S. Koh and C. Lee, ‘‘A case study for enhancing research productivity of
public research institutes: Focused on E research institute in Korea,’’Korea
Bus. Rev., vol. 21, no. 4, pp. 29–64, Nov. 2017.

[12] K.-H.Kim, ‘‘Determinants of research productivity: AKorean case,’’Asian
J. Innov. Policy, vol. 3, no. 2, pp. 193–215, Nov. 2014.

[13] A. Bonaccorsi and C. Daraio, ‘‘Age effects in scientific
productivity—The case of the Italian national research council (CNR),’’
Scientometrics, vol. 58, no. 1, pp. 49–90, Mar. 2002.

[14] M. Sabharwal, ‘‘Comparing research productivity across disciplines and
career stages,’’ J. Comparative Policy Anal., Res. Pract., vol. 15, no. 2,
pp. 141–163, Apr. 2013.

[15] W. Wang, S. Yu, T. M. Bekele, X. Kong, and F. Xia, ‘‘Scientific collabora-
tion patterns vary with scholars’ academic ages,’’ Scientometrics, vol. 112,
no. 1, pp. 329–343, Jul. 2017.

[16] B. Győrffy, G. Csuka, P. Herman, and Á. Török, ‘‘Is there a golden
age in publication activity?—An analysis of age-related scholarly perfor-
mance across all scientific disciplines,’’ Scientometrics, vol. 124, no. 2,
pp. 1081–1097, May 2020.

[17] Y. Fu, S. Chan, S. Huang, and Y. Lee, ‘‘Life course productivity model to
analyze academic research issues: A longitudinal analysis at one Taiwanese
university,’’ Stud. Higher Educ., vol. 46, no. 3, pp. 1–15, Feb. 2020.

[18] K. Komp-Leukkunen, ‘‘What life-course research can contribute to futures
studies,’’ Futures, vol. 124, pp. 1–9, Dec. 2020.

[19] L. A. Hunter and E. Leahey, ‘‘Parenting and research productivity: New
evidence and methods,’’ Social Stud. Sci., vol. 40, no. 3, pp. 433–451,
Jun. 2010.

[20] D. Dannefer, ‘‘Systemic and reflexive: Foundations of cumulative
dis/advantage and life-course processes,’’ J. Gerontol., B, vol. 75, no. 6,
pp. 1249–1263, Jun. 2020.

[21] M. Bask andM. Bask, ‘‘Cumulative (dis)advantage and theMatthew effect
in life-course analysis,’’ PLoS ONE, vol. 10, no. 11, pp. 1–14, Nov. 2015.

[22] X. Yang, X. Gu, Y. Wang, G. Hu, and L. Tang, ‘‘The Matthew effect
in China’s science: Evidence from academicians of Chinese academy of
sciences,’’ Scientometrics, vol. 102, no. 3, pp. 2089–2105, Mar. 2015.

[23] I.-J.-G. Lu, ‘‘Changing European academics: A comparative study of social
stratification, work patterns and research productivity,’’Higher Educ. Eval.
Develop., vol. 12, no. 2, pp. 115–116, Jan. 2019.

[24] D. Bowman, M.McGann, H. Kimberley, and S. Kimberley, ‘‘’Rusty, invis-
ible and threatening’: Ageing, capital and employability,’’ Work Employ-
ment Soc., vol. 31, no. 3, pp. 456–482, Jun. 2017.

[25] M. Green and F. Popham, ‘‘Life course models: Improving interpreta-
tion by consideration of total effects,’’ Int. J. Epidemiol., vol. 46, no. 3,
pp. 1057–1062, Jun. 2017.

[26] Q. Wenjian, T. Guangxing, X. Xiaofang, and W. Ying, ‘‘The univer-
sity teacher title stable structural model and the evolution solutions,’’ in
Proc. 3rd Int. Symp. Intell. Inf. Technol. Appl., Nanchang, China, 2009,
pp. 302–305.

[27] J. Zhang and N. Liang, ‘‘University teachers’ professional title evaluation
prediction mode based on LVQ neural network,’’ in Proc. Int. Conf. Inf.
Sci. Comput. Appl. (ISCA), Changsha, China, 2013, pp. 107–110.

134072 VOLUME 10, 2022



Z. Jia et al.: Research Funding Allocation Scheme in Multi-Layer Networks for the Growth of Talents

[28] L. Zheng and Y. Zhang, ‘‘Design and realization of professional title eval-
uation system for high educational institutions based on J2EE techniques,’’
in Proc. 27th Chin. Control Decis. Conf., Qingdao, China, May 2015,
pp. 3192–3195.

[29] S. Ang, P. Liu, and F. Yang, ‘‘Intra-organizational and inter-organizational
resource allocation in two-stage network systems,’’Omega-Int. J. Manage.
Sci., vol. 91, pp. 1–16, Nov. 2018.

[30] I. Liefner, ‘‘Funding, resource allocation, and performance in higher edu-
cation systems,’’ Higher Educ., vol. 46, pp. 469–489, Dec. 2003.

[31] D. Deng, H. Shi, and L. Zhao, ‘‘Research resources and scientific outputs
in China: Based on a survey data,’’ in Proc. Portland Int. Conf. Manage.
Eng. Technol. (PICMET), Honolulu, HI, USA, Sep. 2016, pp. 200–205.

[32] M. Pinar, ‘‘It is not all about performance: Importance of the funding for-
mula in the allocation of performance-based research funding in England,’’
Res. Eval., vol. 29, no. 1, pp. 100–119, Jan. 2020.

[33] S. Kim, V. Vaiman, and K. Sanders, ‘‘Strategic human resource manage-
ment in the era of environmental disruptions,’’ Human Resource Manage.,
vol. 61, no. 3, pp. 283–293, Mar. 2022.

[34] X. Wu and Z. Wang, ‘‘Multi-objective optimal allocation of regional water
resources based on slime mould algorithm,’’ J. Supercomput., vol. 78,
no. 16, pp. 18288–18317, Jun. 2022.

[35] S. Jain and K. K. Bharti, ‘‘A combinatorial optimization model for post-
disaster emergency resource allocation using meta-heuristics,’’ Soft Com-
put., vol. 2022 pp. 1–17, Jun. 2022.

[36] S. F. Mayerle, H. F. Rodrigues, J. N. de Figueiredo, and
D. M. De Genaro Chiroli, ‘‘Optimal student/school/class/teacher/
classroom matching to support efficient public school system
resource allocation,’’ Socio-Econ. Planning Sci., vol. 83, Oct. 2022,
Art. no. 101341.

[37] E. M. Shahrivar and S. Sundaram, ‘‘The strategic formation of multi-
layer networks,’’ IEEE Trans. Netw. Sci. Eng., vol. 2, no. 4, pp. 164–178,
Oct./Dec. 2015.

[38] L. Meng, Y. Hulovatyy, A. Striegel, and T. Milenkovic, ‘‘On the interplay
between individuals’ evolving interaction patterns and traits in dynamic
multiplex social networks,’’ IEEE Trans. Netw. Sci. Eng., vol. 3, no. 1,
pp. 32–43, Jan. 2016.

[39] P. Basaras, G. Iosifidis, D. Katsaros, and L. Tassiulas, ‘‘Identifying influ-
ential spreaders in complexmultilayer networks: A centrality perspective,’’
IEEE Trans. Netw. Sci. Eng., vol. 6, no. 1, pp. 31–45, Jan. 2019.

[40] R. Mu, Y. Liao, and K. Chi, ‘‘Research on the growth law of outstanding
scientists—Case on Nobel science prize winners and academicians of
Chinese academy of sciences,’’ Sci. Res. Manag., vol. 43, no. 10,
pp. 160–171, Oct. 2022.

[41] X. Guo, ‘‘A study of the stage characteristics of science-technology tal-
ents’ growth,’’ J. Southwest Jiaotong Univ., Social Sci., vol. 6, no. 6,
pp. 138–141, Nov. 2005.

ZENGKE JIA received the B.Sc. degree in engi-
neering management and the M.E. degree in
management science and engineering from the
Hebei University of Engineering, Hebei, China,
in 2005 and 2008, respectively, and the Ph.D.
degree in management science and engineering
from Beihang University, Beijing, China, in 2011.
Since 2011, he has been with Beihang Univer-
sity, where he is currently a Staff Member with
the Department of Human Resource. His research

interests include management science and engineering, and human resource
management.

JIAXING WANG (Graduate Student Member,
IEEE) received the B.Sc. degree in information
engineering from the Nanjing University of Aero-
nautics and Astronautics, Jiangsu, China, in 2017.
He is currently pursuing the Ph.D. degree in
transportation information engineering and con-
trol engineering with the School of Electronic
and Information Engineering, Beihang University,
Beijing, China. His research interests include het-
erogeneous communication networks, compressed

sensing, and orthogonal time frequency space modulation.

RUI FENG received the B.Sc. degree in computer
science and technology from Beijing Normal Uni-
versity, Beijing, China, in 2006, theM.E. degree in
computer application from the University of Chi-
nese Academy of Sciences, Beijing, in 2009, and
the M.A. degree in economics from the University
of California at Santa Barbara, Santa Barbara, CA,
USA, in 2011. Since 2013, she has been with
BeihangUniversity, Beijing, where she is currently
a Staff Member with the Department of Human

Resource. Her research interests include management science and engineer-
ing, and human resource management.

YI ZHANG received the B.Sc., M.Sc., and Ph.D.
degrees from the School of Computer Science and
Engineering, Beihang University, Beijing, China,
in 2003, 2007, and 2019, respectively. Since 2007,
he has been with Beihang University, where he
is currently a Staff Member with the Depart-
ment of Human Resource. His research interests
include talent evaluation and higher education
management.

HE ZHU received the B.Sc., M.Sc., and Ph.D.
degrees from the School of Electronic Information
Engineering, Beihang University, Beijing, China,
in 2005, 2009, and 2021, respectively. Since 2009,
she has been with Beihang University, where she is
currently a Staff Member with the School of Cyber
Science and Technology. Her research interests
include ideological and political education, and
management services.

LIN BAI (Senior Member, IEEE) received the
B.Sc. degree in electronic and information engi-
neering from the Huazhong University of Science
and Technology,Wuhan, China, in 2004, theM.Sc.
degree (Hons.) in communication systems from
the University of Wales, Swansea, U.K., in 2007,
and the Ph.D. degree in advanced telecommuni-
cations from the School of Engineering, Swansea
University, U.K., in 2010. Since 2011, he has been
with Beihang University (Beijing University of

Aeronautics and Astronautics, BUAA), Beijing, China, where he is currently
a Professor with the School of Cyber Science and Technology. He has
authored two books published by Springer, in 2012 and 2014. His research
interests include multiple-input multiple-output (MIMO), the Internet of
Things (IoT), and unmanned aerial vehicle (UAV) communications. He has
served as the Symposium Co-Chair for IEEE GLOBECOM 2019 and the
Tutorial Co-Chair for IEEE/CIC ICCC 2019. He is the Founding Chair
of IEEE ComSoc Wireless Communications Technical Committee Special
Interest Group (SIG) on Space Air Ground Integrated (SAGI) Communica-
tions. He has served as an Editor for IEEETRANSACTIONSONSIGNAL PROCESSING

and IEEE WIRELESS COMMUNICATIONS LETTERS, a Lead Guest Editor for IEEE
WIRELESS COMMUNICATIONS, and a Guest Editor for IEEE INTERNET OF THINGS

JOURNAL. He is also serving as an Editor for IEEE TRANSACTIONS ON WIRELESS

COMMUNICATIONS and the Managing Editor for Journal of Communications
and Information Networks. He is a Distinguished Lecturer of the IEEE
Vehicular Technology Society.

VOLUME 10, 2022 134073


