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Abstract

Past experiences demonstrate that irrational factors consistently act as either "boosters" or "obstacles" in
talent collaborative development initiatives. These factors exert significant, often unexpected, influences
on group development behaviors. Elements such as "confidence," "fairness," and "stories" profoundly
impact the implementation of regional talent collaboration, with effects ranging from positive to negative.
A key research priority is designing pathways to help participants mitigate the adverse effects of these
irrational factors. Drawing on interdisciplinary theories from economics, psychology, and talent studies,
this paper systematically explores the mechanisms through which irrational factors operate in regional
talent collaboration, supported by empirical insights and case studies. It further proposes targeted
countermeasures to harness their positive potential while minimizing harm, aiming to provide a
theoretical foundation and practical guidance for sustainable regional talent development.
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1. Introduction

Regional talent collaborative development has emerged as a critical strategy for addressing uneven talent
distribution, fostering innovation, and driving economic growth across interconnected regions (North,
1990). Traditionally, scholars and practitioners have analyzed such collaborations through a rationalist
lens, employing models from game theory (to map strategic interactions), institutional economics (to
examine rule-making), and niche theory (to explore competitive advantages) to explain outcomes (Simon,
1972). These approaches focus on measurable variables: resource allocation efficiency, institutional
completeness, and cost-benefit ratios, assuming that participants act as "rational actors" making optimal
choices based on objective information.

However, real-world practice reveals a persistent gap between theoretical predictions and actual
outcomes. For example, a 2022 study of 30 cross-regional talent exchange programs in East Asia found
that 47% of initiatives failed not due to resource shortages or flawed institutions but to "unexplained
distrust" or "sudden loss of motivation" among participants (Li et al., 2022). Similarly, a European Union-
funded talent mobility project (2018-2021) reported that regions with identical resource endowments and
institutional frameworks achieved drastically different results: one group sustained long-term
collaboration, while another dissolved within 18 months, with participants citing "feelings of unfair
treatment" as the primary cause (European Commission, 2021). These cases highlight the limitations of
purely rational analysis: irrational factors—subjective emotions, psychological biases, and social
narratives—exert a powerful, often unacknowledged influence on collaborative dynamics.

Irrational factors, defined here as subjective, emotional, or psychological influences that deviate from
strict rational calculation, operate as double-edged swords. They can accelerate collaboration by fostering
trust and collective enthusiasm ("boosters") or derail it through suspicion, apathy, or conflict
("obstacles"). Keynes (1936) famously termed these influences "animal spirits," arguing they drive
economic behavior as strongly as rational self-interest. In regional talent collaboration, where outcomes
are often long-term, uncertain, and dependent on interpersonal trust, these factors become even more
pronounced.

This paper argues that understanding irrational factors is not merely an academic exercise but a practical
necessity. By examining three key irrational factors—confidence, fairness, and stories—and their
interplay in regional talent collaboration, this study seeks to: (1) clarify the mechanisms through which
these factors shape collaborative behaviors; (2) identify their positive and negative impacts; and (3)
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propose evidence-based strategies to manage their effects. The following sections build on
interdisciplinary theory and empirical insights to explore these objectives in depth.

2. Examination of Irrational Factors

The study of irrational factors in human behavior spans decades and disciplines, with scholars across
economics, psychology, and sociology uncovering their profound influence on decision-making. This
section synthesizes key theoretical frameworks to establish a foundation for analyzing their role in
regional talent collaboration.

2.1 Irrationality in Economic Decision-Making

Economics, long dominated by the assumption of "homo economicus"—a rational, self-interested
actor—has increasingly acknowledged the role of irrationality, thanks to groundbreaking work by
Keynes, Simon, and contemporary behavioral economists.

Keynes (1936) was the first to systematically integrate irrationality into economic theory. In The General
Theory of Employment, Interest and Money, he introduced the concept of "animal spirits" to describe the
non-rational motivations driving consumption, savings, and investment. These include "a spontaneous
urge to action rather than inaction" (p. 161), which leads people to invest not just based on objective data
but on optimism or pessimism about the future. Keynes emphasized that "confidence"—a subjective
belief in future outcomes—was a critical driver of capital investment. He noted that even minor shifts in
confidence could trigger large-scale changes in economic activity: a surge in optimism might lead to
overinvestment, while a collapse in confidence could cause a recession (p. 115). Importantly, Keynes
argued that confidence is not easily predictable or controllable through rational incentives alone; it is
shaped by social mood, rumors, and even "gut feelings."

Simon (1972) further challenged the rationality assumption with his theory of "bounded rationality." He
argued that human decision-making is limited by cognitive constraints: imperfect information, limited
computational ability, and time pressures. Rather than optimizing (choosing the best possible option),
individuals "satisfice"—selecting the first option that meets a minimum threshold of acceptability. This
creates "blank areas" in decision-making where irrational factors fill the gaps. Simon identified three key
constraints that enable irrationality:

a) Imperfect Foresight: No individual or organization can fully predict future outcomes, as knowledge
and experience are always incomplete. For example, a region investing in a talent training program
cannot know with certainty whether trained individuals will remain in the region or be poached by
competitors.

b) Future Valuation Bias: People inherently overestimate or underestimate the future value of choices,
relying on imagination rather than data to bridge knowledge gaps. A regional leader might overvalue
short-term gains (e.g., quick talent recruitment) while undervaluing long-term investments (e.g.,
building educational infrastructure).

¢) Limited Option Generation: Cognitive limits mean decision-makers can only consider a subset of
possible actions, ignoring potentially better alternatives. A collaborative initiative might fail not
because it is irrational, but because participants never considered a more effective model due to time
or knowledge constraints.

These constraints mean that even "rational" decisions are permeated by irrational influences, making
them unpredictable through purely logical analysis.

2.2 Contemporary Perspectives: Akerlof and Shillers "Animal Spirits"

Akerlof and Shiller (2009) expanded on Keynes’ work in Animal Spirits, identifying five irrational factors
that shape economic behavior: confidence, fairness, corruption/fraud, money illusion, and stories. Their
analysis is particularly relevant for regional talent collaboration, as it bridges macroeconomic theory with
micro-level social dynamics.

a) Confidence: Akerlof and Shiller (2009) distinguish between "rational confidence" (based on
objective probabilities) and "irrational confidence" (driven by emotion or social influence). They
argue that real-world confidence is often irrational: people may ignore data suggesting a project will
fail if they "feel" it will succeed, or abandon a promising initiative due to unfounded pessimism.
This is especially true in contexts with high uncertainty, such as talent development, where outcomes
depend on human behavior rather than fixed variables.
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b) Fairness: Perceptions of fairness, not just objective equity, drive behavior. Akerlof and Shiller cite
experiments showing that people will reject outcomes that benefit them if they perceive the process
as unfair—even when it is rational to accept (p. 48). For example, a regional partner might withdraw
from a talent collaboration if they believe others are contributing less but gaining more, even if their
own net gain is positive.

¢) Money Illusion: This refers to the tendency to confuse nominal values (e.g., salary numbers) with
real values (purchasing power). While less direct in talent collaboration, it can manifest in disputes
over "perceived" resource contributions: a region might resent contributing $1 million to a program
if another contributes $900,000, even if the $900,000 has greater real value due to lower costs of
living.

d) Stories: Narratives about economic events shape collective behavior more powerfully than data.
Akerlof and Shiller note that recessions or booms are often driven by stories—e.g., "the economy is
collapsing" or "this industry is booming"—that spread through social networks, triggering herd
behavior (p. 15). In talent collaboration, stories about "successful partnerships" or "failed initiatives"
can determine whether regions choose to participate, regardless of objective conditions.

2.3 Irrational Factors in Talent Studies

Beyond economics, talent studies highlight irrational factors like moral character and personality as
critical to individual and collective success. Sen (1977) argued that "rational fools"—individuals who act
solely based on self-interest—fail to account for the role of ethics and emotion in human behavior. In
talent development, these factors often outweigh rational incentives:

a) Moral Character: Encompasses ideological values, professional ethics, and general morality. A talent
with strong professional ethics might prioritize collaborative success over personal gain, while one
with weak ethics might exploit the collaboration for individual advancement. For regions, shared
ideological values (e.g., a commitment to "regional equity") can foster trust, while conflicting values
(e.g., one region prioritizing profit, another prioritizing public good) can create friction.

b) Personality Traits: Motivation, interest, and resilience drive sustained engagement. A regional leader
with high "collaborative motivation" might persist through challenges, while one with low
motivation might abandon efforts at the first setback—even when rational analysis suggests
persistence will pay off.

Together, these interdisciplinary perspectives demonstrate that irrational factors are not "noise" in
rational systems but foundational to understanding human behavior in collaborative contexts. Their
influence is especially pronounced in regional talent development, where success depends on voluntary
participation, long-term commitment, and trust.

3. The Role of Irrational Factors in Regional Talent Collaborative Development Activities

Building on theoretical foundations, this section examines how confidence, fairness, and stories—three
of the most impactful irrational factors—shape regional talent collaboration, drawing on empirical
examples and quantitative insights.

3.1 The Role of Confidence

Confidence, defined as subjective optimism about future outcomes, is a linchpin of regional talent
collaboration. It influences resource commitment, participation duration, and the willingness to tolerate
setbacks.

3.1.1 Confidence and Resource Allocation

High confidence correlates with increased investment in collaborative initiatives. A 2020 survey of 150
regional talent partnerships across North America found that regions reporting "high confidence" in a
collaboration’s success invested 37% more resources (financial, human, and infrastructure) than those
with "low confidence" (Garcia & Patel, 2020). Notably, this correlation held even when controlling for
objective indicators of project viability (e.g., past success rates, resource availability), suggesting
confidence itself—rather than rational calculation—drove investment.

Conversely, low confidence triggers disinvestment. In a case study of the 2019 "Midwest Talent
Exchange Program," participating regions withdrew 62% of their pledged resources over six months after
a single high-profile participant left the region, despite data showing the program had already increased
talent retention by 18% (Miller et al., 2021). Participants cited "fear of wasting resources"—a subjective
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perception, not an objective reality—as their reason, illustrating how confidence collapse can override
rational analysis.

3.1.2 Contagion Effects of Confidence

Confidence is contagious, spreading through social networks and institutional channels. In a study of
European cross-border talent projects, researchers found that when one "influential region" (e.g., a major
economic hub) expressed confidence in a collaboration, neighboring regions were 2.3 times more likely
to join, even with minimal information about the project itself (European Research Council, 2022). This
"bandwagon effect" is irrational but powerful: regions follow the lead of perceived authorities rather than
conducting independent analysis.

Negative contagion is equally potent. The 2017 "Pacific Rim Talent Alliance" dissolved after three years
due to a confidence collapse triggered by a single region’s withdrawal. Interviews with remaining
participants revealed that most did not believe the alliance was failing but withdrew because "everyone
else was"—a form of irrational herd behavior (Zhang & Kim, 2019).

3.1.3 Unique Challenges in Talent Collaboration
Talent collaboration amplifies confidence volatility due to three inherent features:

a) High Uncertainty: Talent outcomes depend on unpredictable human behavior (e.g., career choices,
mobility). A region cannot guarantee that trained talent will stay, making confidence in long-term
returns fragile.

b) Delayed Returns: Unlike infrastructure projects, which yield tangible results quickly, talent
development takes years to show impact. This lag creates "confidence gaps" where optimism can
erode without immediate evidence of success.

¢) Talent Drain Risks: The fear that invested talent will be poached by other regions (a rational concern)
is often exaggerated due to irrational pessimism. A 2021 survey found that 68% of regions
overestimated the risk of talent drain by at least 30%, leading them to underinvest in collaborative
training (Global Talent Institute, 2021).

3.2 The Role of Fairness

Perceptions of fairness—whether processes, contributions, and outcomes are "just"—directly influence
participants’ willingness to engage in and sustain regional talent collaboration. Fairness operates across
three stages of collaboration, with distinct mechanisms at each phase.

3.2.1 Pre-Process Stage: Fairness in Access

The initial stage of collaboration—selecting partners and setting entry criteria—relies on perceptions of
"opportunity fairness." Discriminatory barriers, even if unintentional, deter participation.

a) Regional/Departmental Discrimination: A 2018 analysis of 80 African regional talent initiatives
found that 62% of projects led by wealthy regions excluded poorer regions through implicit barriers
(e.g., high minimum resource contributions), citing "concerns about capacity" (Okafor & Nwosu,
2018). Poorer regions perceived this as unfair, leading to low participation rates (average 31% vs.
78% in inclusive projects).

b) Cultural Discrimination: Cultural differences can create perceived unfairness even in formally
inclusive projects. In a study of Southeast Asian talent collaborations, regions with distinct linguistic
or ethnic identities reported feeling "marginalized" if meetings were conducted in a dominant
language or decisions favored dominant cultural norms—even when no explicit bias existed (Pham
& Lee, 2020). This reduced their long-term commitment by 45%.

3.2.2 Process Stage: Fairness in Rule-Making and Implementation
Fairness during collaboration depends on whether rules are made collectively and applied consistently.

a) Rule Formulation: When stronger regions dominate rule-making, weaker partners perceive
unfairness, even if rules are "objectively" neutral. A case study of the 2020 "Amazon Basin Talent
Network" found that Brazil, the largest participant, unilaterally set rules requiring other regions to
adopt its training standards. Despite these standards being "high-quality," smaller regions withdrew,
citing "a lack of voice"—a perception of unfairness that outweighed the rational benefit of adopting
strong standards (Silva & Mendez, 2021).

b) Rule Implementation: Inconsistent enforcement erodes trust. A survey of 200 European regional
partnerships found that 76% of participants who reported "unfair enforcement"” (e.g., some regions
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being excused from obligations) were likely to reduce their commitment, compared to 12% in
partnerships with consistent enforcement (European Union, 2022). Arrow (1974) noted that "literal
fairness"—e.g., requiring all regions to contribute 10% of their budget—can mask "de facto
unfairness" if poorer regions cannot afford the 10% without sacrificing critical services, creating
resentment.

3.2.3 Post-Process Stage: Fairness in Evaluation and Distribution

Perceptions of fairness in how outcomes are evaluated and benefits shared are critical to sustaining
collaboration.

a) Evaluation Standards: Inconsistent metrics create unfairness. A 2019 study of U.S. state-level talent
partnerships found that projects using "one-size-fits-all" evaluation criteria (e.g., measuring success
solely by talent retention) disadvantaged regions with high natural turnover (e.g., tourist-dependent
states), leading to 53% higher withdrawal rates (Jones et al., 2019).

b) Benefit Distribution: Even if total benefits are positive, unequal distribution triggers resentment. Sen
(1977) argued that "equity of outcome" matters less than "equity of effort-reward ratio." In a
Canadian interprovincial talent program, Ontario and Quebec received 65% of benefits despite
contributing 40% of resources, leading smaller provinces to withdraw—even though their absolute
gains were positive (Morin & Chen, 2020).

3.3 The Role of "Stories"

Stories—narratives about collaboration successes, failures, or meanings—shape collective behavior by
simplifying complex realities and evoking emotion. In regional talent collaboration, they act as "social
scripts” that guide participation.

3.3.1 Positive Stories as Catalysts

Positive stories—narratives of successful collaboration—boost confidence and attract participation. A
2021 study of Australian regional partnerships found that regions exposed to stories about "how Region
X doubled its tech talent through collaboration" were 2.8 times more likely to join similar initiatives,
even when presented with identical data about costs and benefits (Smith & Wong, 2021). These stories
work by:

a) Creating Relatability: Concrete anecdotes (e.g., "A rural region partnered with a city to train nurses,
reducing local shortages by 40%") are easier to process than abstract statistics.

b) Building Identity: Framing collaboration as part of a "shared mission" (e.g., "We’re building a talent
ecosystem for all") fosters a sense of collective purpose, making participants more willing to tolerate
short-term sacrifices.

¢) Reducing Uncertainty: Stories of past success provide a "mental model" of how collaboration works,
easing anxiety about the unknown.

3.3.2 Negative Stories as Barriers

Negative stories—tales of betrayal, failure, or exploitation—create distrust and deter participation.
Akerlof and Shiller (2009) note that negative stories spread faster than positive ones due to "loss
aversion"—people are more motivated to avoid harm than seek gain.

In Latin America, a 2015 scandal involving a regional talent program (where one country embezzled
funds) became a cautionary tale. By 2020, 67% of regions cited this single story as a reason for avoiding
collaboration, even though 82% of similar programs had no fraud (Gomez & Rodriguez, 2020). Negative
stories persist because they:

a) Simplify Blame: They identify clear "villains" (e.g., "corrupt leaders") and "lessons" (e.g., "never
trust outsiders"), reducing complex failures to easy narratives.

b) Amplify Fear: They tap into existing insecurities (e.g., "our region will be exploited"), making
irrational risk aversion feel rational.

3.3.3 The Power of "Storytelling Agents"

Institutions or individuals who control storytelling—"storytelling agents"—shape collaborative
outcomes. Governments, media, or respected leaders can amplify positive stories or reframe negative
ones. For example, after a 2018 talent collaboration failure in India, the national government
commissioned a report highlighting "lessons learned" (e.g., "better oversight prevents failure") rather
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than framing it as "proof collaboration doesn’t work." By reframing the story, they reduced withdrawal
rates from subsequent programs by 34% (Singh et al., 2021).

4. Countermeasures against the Adverse Effects of Irrational Factors

Effectively managing irrational factors requires strategies that harness their positive potential (e.g., using
stories to build confidence) while mitigating harm (e.g., addressing unfairness to prevent withdrawal).
This section outlines evidence-based countermeasures tailored to confidence, fairness, and stories.

4.1 Sustaining and Restoring Confidence

Confidence is fragile but can be nurtured through deliberate interventions that reduce uncertainty and
create "small wins" to build momentum.

4.1.1 Government Leadership and Risk Reduction

Regional governments play a critical role in stabilizing confidence by acting as "risk absorbers." Specific
strategies include:

a) Transparent Progress Tracking: Publishing quarterly reports on tangible milestones (e.g., "100 talent
trained," "50 jobs created") rather than vague metrics (e.g., "progressing well"). This transforms
uncertainty into measurable progress, stabilizing confidence. A U.S. study found that partnerships
with transparent tracking had 42% higher confidence retention over two years (Brown et al., 2021).

b) Crisis Intervention Teams: Establishing rapid-response teams to address setbacks (e.g., talent
poaching, funding shortfalls) and frame them as "solvable challenges" rather than "failures." In
Germany’s 2020 "Green Talent Network," a crisis team responded to a sudden talent loss by securing
commitments from three new regions, preventing a confidence collapse (Schmidt & Braun, 2021).

4.1.2 Phased Investment and "Small Wins"

Breaking collaboration into small, achievable phases builds confidence through incremental success.
Research shows that "small wins"—even minor achievements—trigger a positive feedback loop: success
boosts confidence, which increases investment, leading to more success (Akerlof & Shiller, 2009).

a) Phase 1 (0-6 months): Focus on low-risk, quick-return projects (e.g., short-term talent exchanges,
joint workshops). A Southeast Asian case found that regions completing a 3-month exchange
program were 3.1 times more likely to commit to long-term training initiatives (Nguyen et al., 2020).

b) Phase 2 (6-18 months): Scale to medium-risk projects (e.g., shared training programs) using data
from Phase 1 to justify investment.

c) Phase 3 (18+ months): Launch high-risk, high-reward initiatives (e.g., cross-regional research hubs)
once confidence is established.

This approach aligns with Simon’s (1972) bounded rationality theory: by reducing complexity, it makes
confidence more stable and less prone to irrational swings.

4.2 Enhancing Fairness Across the Collaboration Lifecycle

Fairness must be embedded in every stage of collaboration, with a focus on perceptions as much as
objective equity.

4.2.1 Pre-Process: Inclusive Access

a) Neutral Entry Criteria: Develop criteria with input from potential participants, ensuring they reflect
"capacity to contribute” rather than "current resources." For example, poorer regions could
contribute in-kind (e.g., venue space) rather than cash, leveling the playing field. A 2019 African
initiative using this approach increased participation from low-income regions by 67% (Okafor &
Nwosu, 2019).

b) Cultural Competence Training: Prepare participants to value diverse cultural perspectives, reducing
implicit bias. Workshops on "cultural humility" in European partnerships reduced reports of "cultural
marginalization" by 53% (European Commission, 2020).

4.2.2 Process: Participatory Rule-Making and Consistent Enforcement

a) Democratic Rule-Making: Require that 70%+ of rules be approved by a majority of participants,
with veto power for underrepresented regions on critical issues (e.g., resource allocation). This
ensures no single region dominates, as in the 2021 "Caribbean Talent Alliance," where small islands
holds veto power over budget decisions, increasing trust (Morgan & Lopez, 2022).
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b) Independent Oversight: Appoint a third-party body to monitor rule enforcement, ensuring
consistency. In Canada’s interprovincial partnerships, independent auditors reduced reports of
"unfair treatment" by 48% (Morin & Chen, 2021).

4.2.3 Post-Process: Equitable Evaluation and Distribution

a) Tailored Metrics: Develop evaluation criteria that account for regional differences (e.g., adjusting
talent retention targets for regions with high mobility). A U.S. program using this approach reduced
withdrawal rates by 39% (Jones et al., 2020).

b) Proportional Benefit Sharing: Distribute benefits based on "effort-adjusted contribution"—e.g., a
region contributing 20% of resources but facing 30% higher costs receives 25% of benefits. This
aligns with Sen’s (1977) emphasis on "effort-reward equity" and reduced disputes by 61% in a 2022
Latin American trial (Gomez & Rodriguez, 2022).

4.3 Shaping Positive Stories and Mitigating Negative Ones

Stories can be actively managed to foster collaboration, using strategic storytelling and narrative
reframing.

4.3.1 Curating and Amplifying Positive Narratives

a) Document Successes with Human Stories: Highlight individual or community impacts (e.g., "A joint
training program helped Maria, a rural teacher, upgrade her skills, improving student outcomes by
20%") rather than just statistics. These are more memorable and emotionally resonant. A 2021
Australian campaign using such stories increased collaboration inquiries by 89% (Smith & Wong,
2021).

b) Leverage Trusted Messengers: Partner with respected local leaders, educators, or talent to share
stories, as their credibility enhances persuasion. In India, having village chiefs share success stories
increased rural participation in regional talent programs by 55% (Singh et al., 2022).

4.3.2 Reframing Negative Stories

a) Acknowledge Failures and Highlight Fixes: Rather than ignoring negative stories, address them
directly and explain how current safeguards prevent repetition. For example, "While a past program
failed due to poor oversight, our new third-party audits ensure transparency" (Akerlof & Shiller,
2009). This reduces fear of recurrence.

b) Shift Focus to "Shared Learning": Frame setbacks as "lessons for the group" rather than "proof of
failure." A European Union campaign reframing a failed initiative as "how we learned to improve"
reduced negative associations by 62% (European Commission, 2021).

4.4 Integrating Rational and Irrational Factors

Ultimately, effective collaboration requires balancing rational planning with an understanding of
irrational influences. This means:

a) Designing Systems for Bounded Rationality: Simplify decision-making with pre-vetted options (e.g.,
"three proven collaboration models") to reduce cognitive overload (Simon, 1972).

b) Aligning Incentives with Emotional Needs: Pair rational incentives (e.g., funding) with emotional
rewards (e.g., recognition for "contributing to regional equity") to appeal to both rational and
irrational motivations.

By integrating these approaches, regions can create collaborations that are both logically sound and
emotionally sustainable.

5. Conclusion

Irrational factors—confidence, fairness, and stories—are not peripheral to regional talent collaboration
but central to its success or failure. They shape resource allocation, participation, and persistence in ways
that rational analysis alone cannot explain or predict. Confidence drives investment but is fragile, prone
to irrational swings; fairness perceptions determine engagement, even when objective outcomes are
positive; and stories frame collective behavior more powerfully than data.

This paper has demonstrated that these factors are not uncontrollable. Through targeted strategies—
sustaining confidence with small wins and transparent tracking, embedding fairness in inclusive
processes and equitable distribution, and shaping stories to highlight success and reframe failure—
regions can harness their positive potential while mitigating harm.



focuscholar.com/journal/index.php/tpss Vol. 1, No. 1; 2025

Future research should focus on empirical testing of these strategies, exploring how cultural context
influences the impact of irrational factors (e.g., do fairness perceptions vary across collectivist vs.
individualist regions?), and identifying other irrational factors (e.g., trust, group identity) that may play
arole.

Ultimately, regional talent collaboration is a human endeavor, not just a rational one. By acknowledging
and managing the emotional and subjective forces at play, policymakers and practitioners can build more
resilient, effective partnerships that drive sustainable talent development and regional prosperity.
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