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Introduction
A major foundation of our modern societies since the mid-18th century is the relationship between labour demanders and labour suppliers within a purely pecuniary frame, the connection between capital owners and the individual who “sells” his labour force. The remunerated working relationship that we know since more than a century now, is the centre of our lives. The Law of Supply and Demand determined the party that will impose its conditions to the other.  Traditionally, labour demanders or employers are the ones in strong position; they manage information, their own needs, wages and costs in a professional manner, they have a good overview of current situation and the future prospects in terms of business, and maybe most of all, labour supply is abundant. On the other side, labour force or work force usually has a narrower view and usually non-professional management of labour markets. Of course, this is a very general approach on the functioning of labour markets. To have a better appreciation of their different outcomes, a knowledge on the legal and institutional frame of one country (and as a consequence their flexibility), the cultural background of job seekers that shape somehow their personality and the degree of employers’ risk aversion are precious information.
The beginning of the 21st century is witnessing dramatic mutations that may question the “traditional” and acknowledged balance of power in labour markets and the employer-employee relationship. Labour that was contained within national boundaries and consider as “hardly” mobile appear to move closer to capital behaviour. Even if some jobs are still “locked” inside countries, others are definitely traded on a global scale. For 2007, the world labour supply amounts to 3.1 billion workers, 73% of them lives in developing countries and only 14% live in developed countries; some 46 million new workers will  join the global labour force before 2050 (Ernst & Ghose & Majid, 2008). This represents a very serious challenge for the different states in the world. It seems, then, that the “traditional” balance of power is still in place for a while: since 1980s, the share of income in favour of labour fell by about 7% points, on average, the sharpest drop observed in Europe and Japan (Jaumotte & Tytell, 2007). Globalisation creates a stronger pressure on low skilled workers and stimulates an intensive competition among them that reduces further their share of GDP. A study from OECD reveals that jobs and wages have become more vulnerable to external shocks since 1980s; hence the bargaining power of low-skilled worker especially have weakened
. 
Besides, most of the skilled workforce is located among the ageing population of the developed countries. Contradictorily, despite this immense pool of workers, firms struggle to find the “right” people (Laabs, 1991 & Levy, 2002). And this trend is strengthening under the influence of an increase of the top of the age pyramid and a decrease of fertility rates (Muez, 2007). A shortage of skilled people characterizes today’s global labour market and the situation is worse for the small pool of highly skilled workers. This has reached such an extent that companies like “Goldman Sachs developed a “university”, McKinsey, a “people committee” and Singapore's Ministry of Manpower has an international talent division”
 to tackle this issue. Besides, the different terms that can be found to refer to the Human Resources function outline even more the concern risen by the scarcest resource: the highly-skilled worker: “Strategic Human Resources”, “Strategic Talent Value Management” or Human Capital Management (Merritt, 2007). HRM, if we still keep the most common name of this function, integrates more and more international staff and practices (Carr & Pudelko, 2006). It has to considerer more and more global job seekers to answer specific business and shareholders requirements. This is indicating a coming trend in labour relationships with new labour market structure and new balance of power ratios. 

Labour suppliers do not appear anymore as a “necessary evil” for firms. They are the critical asset to ensure the continued existence of businesses, the mean to build a competitive advantage and secure the building up of knowledge over competitors. Capital that dominated the production function for so long is challenged. As a consequence, a holistic study on the nature of the link, the relationship between job suppliers and job seekers emerge as an imperative for businesses and individuals. Taking in consideration the globalisation context, this issue is addressed with a multidisciplinary approach taking from economics and economic geography, labour economics and human resources management
A little history of the employer-employee relationship

The birth of the pattern of the labour relationship 

During the first developments of modern economy in the Industrial Revolution, the pattern of relationships between the workforce and firm owners emerged and became rooted in labour management. Working conditions were so dramatic that compelling labour laws were necessary to correct the negative externalities of the market law. At this stage, the individual was totally assimilated to capital. It was not the human qualities of physical persons that were needed in businesses but the “complement” of capital, the mean to enhance the capacity of equipment and money; it was then a resource like any other one. The means of production other than labour was what concentrated all attentions and was the nerve of the war. From then on, the analysis of the workforce was carried out similarly as technical and financial resources. 

The consecutives “improvements” regarding the workforce management was to find out the combination to boost capital productivity. F. W. Taylor made substantial progress in this regard with his Scientific Management of labour. He established irreparably a division between the decision maker and executants, the line and staff. Workers, under very tight control achieve watch-precise task where no decision at all is required. They were viewed as being extensions of industrial machinery leaving aside the nature of work as a social process. This approach on labour was concomitant with a certain social context at the end of the 19th century: the workforce was abundant and hardly literate, low skilled and needed strong management to achieve the required productivity. 

Another step was crossed at the beginning of the 20th century when Henry Ford integrated the principles of Scientific Management with standardised output, moving assembly lines and demand stimulation. After or rather as a parallel to the mass production era, emerged the mass-customization or post-fordist times. It is a convenient and broad enough expression including the fact that demand is the driver and not production, that flexibility (in all forms)  takes the lead on standardization and all what is not contending with Taylorism or Fordism. All along, labour is at the service of capital, denying its specificity as a very special mean of production. It is always shaped and forced as to match machinery needs, constraining it and preventing any other development. 
Effect of technology development and decrease in transportation costs on the labour relationship
The breach in the pattern of relationship generated by the Industrial Revolution context stemmed from Japan, with Toyota and its empowerment of employees
; and this happened in the 70s-80s. Also, contemporary with the 1980s, the birth of “Human Resources” function with the acknowledgement of the particularity of human labour, a scarce resource. 
As early as 1920s-1930s, giant firms like General Motors, Ford, Firestone, Nabisco, General Foods, Hoover, ITT and Honeywell (all American companies) widened their scope and diversified geographically their production centres under the influence of transportation technological progress (Ravenhill, 2008); this “global shrinkage”
 benefited first to companies. They carried on their development to become later major players in the business world by 50s.

At this stage, the developed world was in the fourth Kondratiev long-wave16 (between late 1940s-1990s). During this Fordist mass production era, when it comes to transportation, it is the physical one that was still the dominant driver. Next to it, transportation of information was taking off at a steady pace. The current long-wave (K516) is driven by computers, telecommunications, optical fibre, biotechnology… It is during this one, that individual horizons opened up and matched transnational’ scope (Dicken, 2005). It is where the world went “flat” (Friedman, 2006) and where the individual gained some power able to challenge TNCs one (essentially through the Internet). Workers achieved then a certain level of knowledge, maturity, and independence enabling some of them to have a new approach regarding labour in general. The concept of “knowledge workers”
 (Drucker, 1966) is defined as “workers who have high degrees of expertise, education, or experience, and the primary purpose of their jobs involve the creation, distribution, or application of knowledge” (Davenport, 2005).

Firm structures were also impacted by ICT and progress in transportation. Hierarchies “lightened” to allow easier flow of information and better market reactivity. ICT allowed access to information to mostly each individual (at work or at home) equipped with a computer and a connection. The hierarchies are being challenged from “below” or transforming themselves from top down structures into more horizontal and collaborative ones (Friedman, 2006a). This is changing the nature of the social contract and the society rights. In this context, labour markets and the relation between individuals and businesses are also evolving. The individual places himself at the centre of this new era. He is freeing himself from nations, states or firms (Friedman, 2006b). We assist to the empowerment of individuals and companies to act globally.  Even if today, labour organisation knows a wide diversity where still taylorist / fordist styles of organisation can be found, there is a confirming trend towards more flexibility, towards a new type of working relationship. 

After a little more than a century, since labour began to be “managed scientifically”, it reached a certain maturity allowing firms and society to apprehend the particular nature of this resource. The same evolution occurred in workers minds and attitudes, as the general educational level rose, the standards of living improved and the demands towards life matured. Workers are not any more incline to sacrifice their private life on the altar of labour. 

The reality of this change in the nature of the link existing between employers and highly skilled worker is quite complex to apprehend and seem to be difficult to be framed in one topic like Economics, Sociology, Human Resources… alone.

a perspective on Globalisation as a “new” background for the labour force

The global world is based undoubtedly on the liberal model. Neoclassical theories facilitate the understanding of a very complex world characterized by discontinuities, disequilibria and profound shifts over time in the global distribution of wealth and power. But this approach does not adequately analyse the historical development or geographical structure of an economy and gives inadequate attention to technology and the sources of technological change. New economic theories”
  (Romer, 1986, & Lucas, 1988) shifted from exogenous to endogenous approach and integrated some of the ingredient of change. They consider that the economy is basically oligopolistic because of increasing returns to scale, cumulative processes, or some other market imperfections (Siemens, Microsoft, Matsushita…). They emphasize the importance of technological innovation. This has become the primary determinant of economic growth, not a “residual” one (Solow, 1956a) in advanced economies and also of international competitiveness among industrial economies. 
Since the 1990s, labour suppliers-labour seekers relationships are woven in a new socio-economic background. New conditions set the ground for a different type of link between “capital owners” and labour force. Economic theory itself acknowledged the fact that the so-called “residual factors” (Solow, 1956b) were actually not quite so.  The background determining the relation between the individual and the job supplier is a complex one. 

During the “Belle Epoque” 1870-1914, for most of OECD countries (or “Atlantic Economy” for O’Rourke, 1999a), an unprecedented change in the structure of society occurred as a massive shift from agricultural economies to industrial ones occurred together with the advent of a new social organisation or “social contract”: rural exodus, institutionalisation of remunerated labour and the domination of capital on labour force, Unions and labour law developments. Dramatic progress in technology changed the nature of work and might be a key element in the evolution.
Until the mid-1960s, amid OECD countries most of the labour force was concentrated in the industrial sector; then, ineluctably to the so-called “service” sector took the lead. This trend strengthened even more in the 80s and since the beginning of the 21st century, services account for around 70% of GDP and concentrate 60 to 80% of the labour force; manufactured products represent 18% (OECD)a and gather some 18 to 30% of workers. In the current “second wave” of convergence (O’Rourke, 1999)a, from 1990s to nowadays, the economic and social gap between Asia, Latin America and Europe and the US reduces; again, major mutation in technology is the key. 

Globalisation and knowledge-workers

Between supporters of globalisation as a recurrent phenomenon like O’Rourke (1999)b and the ones that stress its uniqueness like Garrett (2007), there is a common acknowledgement on the crucial role played by technology and transportation. Technology can be defined as “the practical application of knowledge especially in a particular area (…) a manner of accomplishing a task especially using technical processes, methods, or knowledge (…)” (Merriam-Webster dictionary
). This is applicable in nearly every sector of economy at any possible level, for the “simplest” type of work as for the most complex. For both periods where a strong and global convergence phenomenon happened, technology played a major role: space and time shrunken, transportation costs for goods or information decreased dramatically and international trade knew then and now again its best development. Besides, reconciliation among living standards among different countries was witnessed. For the two above period, many factors were fundamental in creating the nest of such evolutions. But the nest alone would not have done that much.
Gamble’s (2005) apprehension of this nest called “Globalisation” for the second period offers an interesting perspective here: “(…) the era of globalization expresses a fundamental shift in the spatio-temporal conditions of human societies, such that we have entered a new epoch of human existence, markedly different from previous human experience. The signs of this include  the disappearance of military and ideological division, the erosion of national sovereignty, the transnational integration of the world so that it forms a single space, and the rise of new patterns of deterritorialized social relations, made possible by new means of communication such as the internet.” The mention to the space-shrunken world, the wide common use around the globe of English as a facilitating language, the quasi-disappearance of communist ideology and the Cold War, a huge world Global common market dominated by TNCs creates undoubtedly a clear break with the pre-1990 era (Friedman, 2006a) listed. If the “collapse of the Berlin Wall” (Friedman, 2006b) is excepted, the combination of the computer and communication are the main pillars. 
As the Industrial Revolution signified the end of an era and the beginning of a new one for the then developed economies only, the “Information” Revolution or whatever it will be called is another one, but this time, the whole world is involved. The vector of all this are the Information and Communication Technology defined as a combination of manufacturing and services industries that capture, transmit and display data and information electronically
 in 1998 as a start. And this encompasses the knowledge-based era. 

In its report Science, Technology and Industry (1996), OECD offers a study of the knowledge-based economies, the ones that “are directly based on the production, distribution and use of knowledge and information”. It outlines the fact that it is the combination of knowledge with new technologies (ICT in particular) that creates this “Information society” able to boost productivity. OECD (2007)b reports that “in the 25 OECD countries, more than 89% of businesses with ten or more employees have access to the Internet and over half have their own website”. For households, some countries (Korea, Japan and the Nordic countries) feature rates of 50 to 80% against 10 to 15% for Italy and Ireland. A knowledge-base economy calls for knowledge workers to develop. “Finally, these new industries differ from the traditional 'modern' industry in that they will employ predominantly knowledge workers rather than manual workers.” (Drucker, 1969).
However, the term “service” is still the one most commonly used when it comes to designate the corresponding economic sector (in the Balance of Trade, GDP composition for example).  Knowledge-based economies draw heavily on the pool of highly-skilled labour force; and it encompasses the issue of its shortage: this workforce is mostly concentrated in the aging western economies and the number of students going into science and technology at university level is decreasing
. At this stage, the global labour market appears dual: on one side, the large pool of low skilled workers where the ones from developed economies compete with the massive group from developing countries. On the other side, a reduced pool of skilled to highly skilled labour force. If we refer to the competition existing among governments (Green card in US versus Blue Card in Europe
, investments in R&D...) and firms offering outstanding remuneration packages to attract the best talents, the proportion of those workers is not increasing fast enough.  
About the nature of the contemporary labour markets
In Labour Economics, the Institutional School appears to complement more than conflict with the Neoclassical School (Kaufman & Hotchkiss, 2006). On the question of the appropriate human behaviour, Institutionalists point out that human behaviour can be also influence by non-egoistic concerns. Also, they consider human brain as too limited or clouded by emotions to be able to make the right calculations and take the right decision. Finally, they outline the interdependent feature of individual’s preferences and the fact that they are endogenous and that they are shaped and change with the economic system. These approaches describe a reality in labour markets contemporary with the 70s, 80s and some of the 90s. Always with the law of supply and demand as the main driver, those markets shaped and developed in different manners following a country’s economic and institutional situation (Frenkel, 2003). 
Labour markets present unique features that distinguish them from other goods and services markets to which they are usually assimilated to in economic theory. The “good” exchanged is embodied in a human being with all its contradictions, desires and passions. Even, if it is still the case for a major part of global labour force, the trade between labour demanders and labour suppliers on the market cannot be only determined only by prices for skilled people and in today’s globalised context. Non-economic factors
 intervene in the individual’s decision to accept or not a position and sometimes even take the lead on the price. So the decision to work for a company and the decision of firms regarding whom to hire are based on a complex package of considerations. 

The working relationship is characterized by the continuous existence of the link whether it is short, medium or long-term. This differs from the instantaneous trading done between goods or services producers and purchasers. This involves the consideration of data different or complementary to prices. Worker might consider the quality of relations they can develop with other people in the place. And firms might be sensitive to intangible factors like motivation and congeniality when hiring someone. Moreover, the number of contracts an individual might have during his working life is relatively reduced. One study found the typical worker can expect to have ten jobs between ages 18 and 65, two-thirds in the first ten years of work life (Topel & Ward, 1992). Buyers and seller will invest much more time and efforts in evaluating the non-pecuniary and hard-to-measure characteristics that differentiate each possible relationship.

Labour markets are also characterised by the multiplicity of particular submarkets (geographical, occupation, skills…) and are heavily chipped by the existence of networks questioning again the price as a determinant factor in the labour relation. It is the case for those sectors: finance, IT, biotechnology, science and engineering… and even more when we deal with the top level executive. 
But whatever the limitation, economic approach of the working relationship is necessary as wages are still determined by a market situation. Besides this, Human Resource Management brings another light and complement labour economics in this context of globalisation more than ever.
Employer-employee relationship and Human Resource Management 
Workers management: a necessary evolution

By the labelling HRM, the necessity of considerations other than “Personnel Management” that refers more to Scientific Management of Labour approach was needed. Concepts like HRM, “human capital theory” and “human asset accounting” appeared in the 1970s. HR per se materialised at the beginning of the 1980s where an awareness of the potential hidden behind the “human” nature of this labour resource was perceived (Peretti, 1986).Until then, it was the “poor parent” in business management. The Harvard Business School pioneering the teaching of such a topic in its MBA has a humanistic approach. It sees employees as resources, human resources that have to be managed in a very different way than other resources. 

During the next decades, this function is going to evolve liaising with globalisation and the current developments on labour market that are relevant. Currently, this field knows some reconsiderations, evolutions and mutations. For example Schuler and Tarique (2007) introduce the notion of International HRM which field is “about understanding, researching, applying and revising HR activities in their internal and external contexts as they have an impact on the processes of managing HR in organizations throughout the global environment to enhance the experience of multiple stakeholders”. 

Human Resources function remained usually among the least influential in most organizations. This was reinforced by “substituting labour by capital and designing hierarchical organizations that separate those who think from those who actually do the work” (Hitt, & Harrison, & Freeman, & Shadur, & Snell, & Wright, 2001)a. The attribution of this secondary role is not any more the case. Current development in Strategic Management emphasise resource-based and knowledge-based approach of the firm. “With rare exception, the economic and producing power of the firm lies more in its intellectual and service capabilities than in its hard assets – land, plant an equipment…Virtually all public and private enterprises – including most successful corporations – are becoming dominantly repositories and coordinators of intellect” (Quinn, 1992).  Further, Human Capital Management
 (Merritt, 2007) is reinforcing this perception on the high complexity of the working relationship between highly skilled people and firms.
Employee skills, knowledge, and abilities are among the most distinctive and renewable resources upon which a company can draw (Thompson, 2006). Innovation and learning appear also as strategic areas to develop. As Hitt, & Harrison, & Freeman, & Shadur, & Snell, & Wright (2001)b put it, business world is entering “The Era of Competitive Potential”. HR as we conceive it today goes over the edge of human capital and social capital
. It incorporates also the development of relationships and exchanges inside and outside the organisation. There is no neat cut between different function in the firm. All are interrelated and are part of HR strategy. This “blurred” type of relations among different areas exists already in Finance and IT sector. HR strategy is moving away from a strictly behavioural focus. Hitt, & Harrison, & Freeman, & Shadur, & Snell, & Wright (2001)c find three dimensions of HR strategy in today’s era they call “Competitive potential”: Composition of the workforce
, Culture of the workforce
 and Competencies of the workforce
. Management of workforce is the biggest challenge coming ahead for most companies. 

Generation X versus Generation Y?

ICT and Finance sectors are perfect examples of the knowledge-based economy which existence and success depends on the availability of knowledge workers. Information, Communication and Technology and Finance sectors are global by nature, produce intangible output, generate high value-added and are a driver of globalisation. Then, what would be the profile of a new generation worker? For example, a trader is pictured as being a kind of mercenary being motivated only by the highest personal profits Clement, Fell and Pepper (1998)a. In that case, we are very close from the market approach of labour market where suppliers and demanders are looking for the best price only. Is this really the case? Is there such a generational gap between the 40 years and over workers? 
Cheese
 (2008) contrasts two types of workers: the “geezers” that are 70 or more and the “geeks” that are less than 35. The first ones are coming from quite stable family backgrounds, have a strong sense of loyalty in general to family, city, employer…, they hardly changed jobs in their working life, and worked in very clear and strong hierarchies and put a heavy emphasis on security and predictability. The young generation can be analysed a contrario and an emphasis be put on the consequent influence that technology and modern media had on their working and personal life. And, it is also this generation that constitute most of the new workforce in China, Brazil, India and Vietnam (see also Friedman, 2006).

The so-called Generation Y
 or Millennial Generation
 is the first one to be at such an extent surrounded by technology and “abstraction” and to have so little free time (Wendover, 2005). A study carried out among US students (Junco & Mastrodicasa, 2007) found that 97% of them own a computer, 94% a cell-phone, 76% use Instant Messaging and social networking
, 34% use websites as their primary source of news 28% author a blog and 44% read blogs, 75% have a Facebook
 account, 49% regularly download music and other media using peer-to-peer file sharing. They are also the most diverse generation with one in three members of an ethnicity other than white non-Hispanic (Weiss, 2003). It is also a generation with high levels of self-assurance, “techno-literacy”, easily boredom, civic-mindedness and the search for meaningful work and fulfilment in their careers (Kyles, 2005). Indeed, this generation presents qualities that were mostly ignored before and that may explain in part the trader’s behaviour.
Political and institutional background determines the personality and the behaviour of the local labour force. People cannot escape their institutional, political and cultural environment
. All this will impact the way they behave, they work, communicate and it will impact in a certain extent their personality. 

Clement, Fell and Pepper (1998)b outlined the short-term thinking that prevails in the financial sector anyway. An analysis of bonus schemes undertaken by the Bank of England in 1997 showed that traders were being motivated by generating short term profits at any costs. And this is conflicting with the long term stability needed in institutions. Before 2000, there was a common and shared goal between partners, staff and institutions to maximise profits and minimise risks. Job suppliers and job seekers are in fact sharing the same approaches in the field of finance labour market: short-term approach of their respective commitment, maximisation of profit, low risk aversion, high individualism, little concern for inequalities (they are not interested by the wages of other staff, or any eventual lay-offs). 

So, to the question if the new generation workers were so different from the earlier ones, the answer is not quite. There are little differences between fundamental motivations and organisation behaviour across the various age groupings commonly used in popular literature and media (Johnson & Lopes, 2008). It appears that once in the workplace, workers of any age have the same high level of commitment towards their employer; the only difference is that the new generation requires also this level of requirement from their employers as well (Keunreuther, 2005). The way of working is also different. Surrounded by a world of abstraction, where huge value can be created with some knowledge and a sophisticated tool, not to mention computer and Internet connection, workers need the flexible and maybe abstract working environment. The necessary physical presence in a working location, working schedules, organisational structure may be reconsidered.  
On the Human Resources’ point of view, labour markets for skilled people appear to be global. In addition, a shortage of talents exacerbates “war” among companies. A lot of them, including hi-tech, consulting, hedge funds, etc. exist and develop thanks to “brainpower” (Wooldridge, 2006). The biggest issue here is “attracting and retaining” talents (Kossek & Oseki & Roberts, 1998). At the same time, when managers hire candidates, they found their quality lesser and the time to fill a vacancy increased significantly. Another finding was that employees were regularly approached by other firms trying to lure them away. Structural changes make talent more important. “Intangible assets” (from skilled workforce to patent to know-how) account for more than half of the market capitalisation of US’ public companies. And this trend is accentuating
. McKinsey makes a similar point when quoting “tacit” jobs, the ones including “complex interactions requiring a high level of judgement”. Those jobs now make up some 40% of US labour market and account for 70% of the jobs created since 199816.
Conclusion

Are we very far from the profile of the typical worker under the Industrial Revolution? The evolution of the economic, social, cultural and technological context created a self-reinforcing process where technology interacting with people and businesses crafted the Globalisation era. A different context calls for different actors and different behaviours. The Industrial Revolution set very strong patterns of labour relationships that are still very pervasive among firms, in particular among small entities. Of course, the tremendous change it brought in social everyday life was unprecedented. For around a hundred year, labour was orchestrated under the rules of Scientific Management, Fordism and some other improvement stemming from them. Until 1970s generation, all those patterns were and are still strongly embedded in people’s mind and in organisational structure. At that stage, no technology enabling individual to escape physical constraints linked to labour were available. The unmatched pace of change combined with the “Information Revolution” creates a totally new environment where only the new generation and some of the others adapt easily as soon as the education is relevant. Most of small businesses and some big ones did not apprehend this evolution on time. Not to mention the states. At the same time, study areas like Human Resource, Organisation Behaviour, and Sociology did not have the same credit as Economics but are fundamental to deal with the next big challenges. And Globalisation is a subject that has to be approached only in a holistic manner. The usual relation between employees and employers is still in place, but workers are much freer and much more demanding. They do not alienate their entire life to work. They pretend to recover some “humanity”.
. 
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Endnotes
� OECD. (2007). OECD economic outlook. Report, accessed June 15th, 2008 [http://213.253.134.43/oecd/pdfs/browseit/8107131E.PDF ]


� From the Economist: “The search for talent” � HYPERLINK "http://www.economist.com/opinion/displaystory.cfm?story_id=E1_RDDDRSJ" ��http://www.economist.com/opinion/displaystory.cfm?story_id=E1_RDDDRSJ� 


� Just-in-time philosophy


� Dicken Diken, P. (2007). The Global shift (5th ed.).  Ch.3. Sage Publications


� Expression owed to Peter Drucker, “The effective executive”, 1966


� Theory of Endogenous Growth, New Economic Geography, Strategic trade theory


� Merriam-Webster dictionary on-line [� HYPERLINK "http://www.merriam-webster.com/dictionary/technology" ��http://www.merriam-webster.com/dictionary/technology� ]


� OECD. (2002). ISIC. Rev. 3, Annexe 1


� OECD Global Science Forum and Netherlands Ministry for Education, Culture and Science; Declining Student Enrolment in Science & Technology: Is It Real?  What Are The Causes?  What Can Be Done? Amsterdam Koepelkerk Convention Centre, The Netherlands�14-15 November 2005


� European "blue card" to solve problem of aging population? available at [http://www.europarl.europa.eu/sides/getDoc.do?type=IM-PRESS&reference=20070921STO10548&language=EN ] 


� I.e.:  the quality of the working environment, prestige of the job, risk of injury, management’s behaviour…


� Human Capital Management would encompass:  Leadership Capital, Structural Capital, Workforce Capital, Cultural Capital, and Intellectual Capital.


� Nahapit and Ghoshal (1998), Social capital represents the value of “resources embedded within, available through, and derived from the network of relationships”


� Contributions of cohorts in different modes, mix of internal/external employment, employment flexibility, customized HR configurations 


� Psychological contracts of different cohorts, mix of employment relationships, internal/external, stability/flexibility sub-cultures


� Combination of skills across modes, linkage to core processes and technologies, recombination of knowledge as learning, internal/external knowledge exchanges


� Managing Director for Accenture’s Human Performance practice globally. 


� Named after « Generation X », Coupland, D. (1991). Generation X, New York. St. Martin’s Press


� Millennial Generation: people born between the end of 1970s and the beginning of 1990s


� Service building online communities of people who share interests and activities. This service is mostly web based and the users interact mostly through e-mails and instant messaging.


� Social networking website created in February 2004 by Mark Zuckerberg while still a student at Harvard University


� See table 1 in appendix


� Baruch Lev, Professor of Accounting, New York University
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