
s trategic Human Capital is growing up! We will be holding our first elec-
tion this month and you can look forward to seeing a new set of faces in 
the interest group. This year we will be electing an incoming Associate 

Program Chair for the Prague conference. That person will progress to serve as 
program chair and finally chair of the interest group. We are fortunate that two 
outstanding people, Deepak Somaya (Illinois) and Todd Zenger (Washington 
University), have agreed to run for this position. 
 In addition, we will fill three Representative at Large positions. Going for-
ward, we anticipate that the representatives will help us develop our Sunday pro-
gram as well as pre-conference workshops, newsletter, 
and other various tasks. We are again fortunate to have 
six excellent individuals running for these positions: 
Preeta Banerjee (Brandeis), Ben Campbell (Ohio State), 
Alison Mackey (Cal Poly), Janice Molloy (Michigan 
State), Rob Ployhart (South Carolina), and Scott Snell 
(Virginia).  
 I urge you to review their bios (see pp. 7, 9-11)
and participate in the election. They will bring new en-
ergy and drive to Strategy Human Capital! 
    -Russ 

 

SHC Signs an All Star Cast for it First Election       

By Russ Coff, University of Wisconsin  

The Sunday Sessions for the Strategic Human Capital Group will provide a bal-
anced approach to the questions regarding how firms manage human capital. 

 The first session will focus on the practice of strategic human capital 
management and will consist of three senior-level HR executives discussing how 
their firms identify who (individuals, groups, jobs, etc.) constitutes their strategic 
human capital, and how they attempt to manage them. Ken Carrig currents 
serves as the EVP HR at SunTrust Banks, but has served as the EVP HR at Con-
tinental Airlines, Sysco Corporation, and Comcast Cable. Deby Rosignol is the 
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Director of Leadership Development and Talent Management at Goodyear. Joe 
Usaj is a Strategic Human Capital consultant who spent 25 years with GE and 
served as the Chief HR officer at Invacare. 

 The second session will focus on the methodological and theoretical issues 
and challenges in research on strategic human capital. Panelists Bill Hesterley, 
Mike Hitt, and Pat Wright will share their perspectives on the greatest challenges 
and obstacles to the strategic human capital research agenda and what might be 
done to overcome these. This should be a tremendous opportunity for those in-
terested in this area to participate in the discussion, sharing their own insights 
regarding these issues. 

 The third session will spark a lively debate on rent appropriation. Panel-
ists Joseph Mahoney, Russ Coff, and Dave Lepak will share their opinions regard-
ing the appropriateness of the current state of rent appropriation, with a particu-
lar focus on executive pay and the Board of Directors‘ role in setting it. This 
could be a lively discussion among the panelists and participants! 

 Finally, all members are invited to the SHC Interest Group Business meet-
ing from 3:15-4:15. Given the newness of our Interest Group, having a great turn-
out with lots of ideas for the future of the group would make for a successful 
meeting and a successful growth of the Interest Group. ◊ 

(Continued from page 1) 
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T 
he world of business has become more interconnected with multiple cross 
border sharing of resources and capabilities, knowledge and skills. The 
information and technological revolutions have further emphasized inno-

vation as a critical element in sustaining corporate and economic growth. With 
the growing importance of emerging, non-Western economies in the global econ-
omy, the need to search for innovation and innovative strategies becomes para-
mount. The time has passed for conventional strategies, based on efficiency mod-
els or ‗benchmarking‘ best practices in competition or well-run companies to be 
successful. Companies must become innovation-driven and ‗dare to be different‘ 
in order to stay relevant and competitive in today‘s business competition.  
 This conference invites research that deepens our understanding of inno-
vation in a global context. Key questions include the following:  
  
 Process: Innovation Processes within Firms.  Why are some firms consid-
ered ‗hotbeds‘ of innovation? How does corporate culture and structure impede 
or promote innovative capacity? Do firms in different parts of the world achieve 
innovative outcomes using different processes? To what extent can processes be 
implemented by firms in other parts of the world?  
 Place: How Location, Geography and Institutions Shape Innovatory  
Capabilities.  What mechanisms drive the formation of innovative clusters? Why, 
for example, have so many new innovative companies emerged from Silicon Val-
ley? To what extent have innovation clusters in Asia fostered innovations? How 
do the Asian cultures and institutional environments affect innovation? How can 
companies utilize that to complement their innovatory and integrative capabili-
ties? How well does innovation research in Western contexts generalize to Asian 
firms and countries? Do firms in different Asian countries such as China and In-
dia take different paths or approaches to innovation? ? How do public policies 
and state-firm relationship promote or hinder innovation and/or the formation 
of innovative clusters and innovatory capabilities?  
 People: Assembling Resources and Capabilities for Innovation in a 
Global Economy.  How do some firms assemble superior human capital and 
other critical resources to support innovatory efforts in a global economy? How 
can dynamic capabilities in innovation be identified and learned? Idea genera-
tion, imagination and creativity are core innovatory skills. Can these be taught in 
leveraging human capital? How do firms span their boundaries to reach different 
companies, industries, and regions of the world to access human capital in ways 
that generate creativity and innovation?   
 Proposals (5-7 pages, for paper and panel sessions) relating to the confer-
ence theme are invited. Only original, unpublished work is sought.  
  
 Deadline for Submission of Proposals: November 30, 2011 

Globalization of Innovation Strategies: Novel Moves for a 

Global Game,  June 7-9, 2012 

This conference 

offers an 

opportunity to 
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and deepen our 

understanding of 
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global context.  
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SUNDAY 
 

09:30 – 10:45 Session 315: Building the Strategic Human Capital Agenda: The 
   Perspective of Practice 
11:15 – 12:30 Session 314: Building the Strategic Human Capital Agenda:  
   Methodological and Theoretical Concerns 
13:45 – 15:00 Session 336: Rent Appropriation: Who gets How Much and Why? 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

MONDAY 
 

08:00 – 09:15 Session 227: Examining Human Capital Mobility 
11:00 – 12:15 Session 225: Exploring the Impact of HR Practices on Employee 
   Outcomes 
13:30 – 14:45 Session 222: Linking Human Capital with Performance 
15:15 – 16:30 Session 224: Top Management Team and Human Capital 

 
TUESDAY 
 

08:00 – 09:15 Session 226: Stars 
14:15 – 15:30 Session 223: HR Systems and Competitive Advantage 
16:00 – 17:15 Session 228: Managing Human Capital 

 
WEDNESDAY 

09:45 – 11:00 Session 229: Turnover and Mobility 

2011 Conference Sessions (Track L) 

SMS  

Annual Conference 

Miami 

November 6—9 

Calendar for the 

Strategic Human 

Capital Track 

(Track L) 
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D 
iscussions regarding the link between human capital and strategy have 
long been evolving. From as early as the industrial revolution, human 
capital has been seen as the most costly and uncontrollable resource 

of the firm. While even more uncontrollable and costly today, human capital is 
also seen as a vital source of value for the firm. The Human Capital Interest 
Group‘s inaugural mini-conference (held on June 17 and 18, 2011 at the Fisher 
College of Business at The Ohio State University) pushed scholars to venture into 
areas where neither strategy nor human resource scholars have gone before. The 
conference was sponsored by the Strategic Management Initiative at the Fisher 
College of Business and was organized by Benjamin Campbell, Shad Morris, Timo-
thy Gardner, and Janice Molloy. In a true multidisciplinary spirit, participants 
ranged from economists to psychologists and from strategists to human resource 
scholars.  

Discussions were greatly facilitated by a team of invited discussion leaders 
which included Jay Barney, Diane Burton, Clint Chadwick, Russ Coff, Ingrid 
Fulmer, William Hesterly, and Scott Snell. Conference sessions covered ―New Per-
spectives on Human Capital‖, ―Differentiated Human Capital‖, ―Human Capital 
Acquisition‖, and ―Human Capital Mobility‖.  Each session consisted of several 
short presentations, where researchers discussed an early-stage, high-potential, high
-risk idea selected to trigger discussion among the audience.  The audience discus-
sion was encouraged to both provide feedback to presenters at the critical nascent 
stage of their research and also use the ideas to springboard to big picture ques-
tions around the boundaries and future of this field of research.   

So what were the big questions we addressed?  One theme addressed the po-
tential for firms to gain ―A-level‖ firm-performance from people who possess ―B-
level‖ human capital. On the one hand, such potential for firms to do ―more with 
less‖ seems plausible when human capital is combined with other types of comple-
mentary firm resources (e.g., social relationships, technology, organizational proc-
esses) and can represent a human capital-based competitive advantage. Alterna-
tively, such a premise does not seem plausible because ―B-level‖ human capital is 
more common in labor markets, and thus is not rare. As a result, this brings into 
question the role of human resource practices and the firm as a whole. What level 
of value is created by employees vs. teams vs. processes?  This conversation then 
triggered a discussion on the very nature of human capital-based competitive ad-
vantages.  If easily available human capital can only support competitive advan-
tages when combined with other complementary resources of the firm, does this 

The Value Proposition of Human Capital, 

SHC Mini Conference at The Ohio State University 

By Benjamin Campbell, The Ohio State University 
Shad Morris, The Ohio State University 
Timothy Gardner, Vanderbilt University 
Janice Molloy, Michigan State University 

If easily available 
human capital 
can only support 
competitive 
advantages when 
combined with 
other 
complementary 
resources, does 
this represent 
competitive 
advantage that is 
attributable to 
human capital? 
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represent competitive advantage that is attributable to hu-
man capital, or are the advantages attributable to the requi-
site complementary resources, or are they attributable to the 
individual manager that designed the organization? Such 
questions create room for further investigation on the na-
ture of human capital and how it is managed in the firm.  
In a similar vein, if human capital is linked to the firm‘s 
value proposition, under what conditions can employees 
appropriate their enhanced value?  Further, the point was 
then raised whether it matters if employees can appropriate 
the value they generate.  If competitive advantage relative to 
rivals is based on the total value generated for all stake-
holders (and not based solely on profits captured by own-
ers), then discussions of employees‘ ability to appropriate 
value do not inform the understanding of human capital-   

          based competitive advantages.  
Another recurring theme in the discussions was the interrelation-

ship across levels of analysis. Because the firm represents a nexus of knowledge, 
skills and abilities embedded within people, teams and processes, we need to un-
derstand the firm as a portfolio of human capital and other complimentary re-
sources that continually interact and influence one another. The discussions high-
lighted how interactions across levels of analysis present both opportunities and 
challenges for the field. Indeed, when spanning the firm and other levels of analy-
sis, we must attend to not only levels issues (e.g., aggregation considerations) but 
also disciplinary differences in theoretical assumptions, meanings given to central 
terms, and views of what makes for empirical research ‗excellence.‘ While we all 
agreed that these issues needed to be addressed, not everyone agreed on how we 
should do so. These conversations highlighted the many communication chal-
lenges that come with spanning disciplinary boundaries. Thus, an important out-
come of the conference is to stress that a key function of the Interest Group con-
tinues to be creating a community of scholars with a shared interest in spanning 
divides and learning from the ideas in other disciplines to bring about more com-
plete views of human capital and its vital outcomes.  

The organizers would like to extend their thanks to all the participants for 
engaging in two days of thought provoking discussion on the current state and 
the future directions of broadly-defined human capital research.   

(Continued from page 5) 
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The Value Proposition of Human Capital 

What makes a person’s human 
capital firm-specific? A Woody 

Hayes tattoo might do the trick at 
Ohio State…  



 

 Todd Zenger is the Robert and Barbara Frick Professor of Business 
Strategy at the Olin Business School of Washington University where he serves 
as Area Chair in Strategy, and has previously served as Senior Associate Dean, 
and Chair of the tenured faculty. He completed his undergraduate degree in 
economics at Stanford University and his PhD in strategy and organization at 
UCLA.   Professor Zenger’s research focuses on topics of human capital, organ-
izational design and incentives, and the theory of the firm. Professor Zenger 
has published in a wide range of leading academic journals, including Strategic 
Management Journal, Human Resource Management, Administrative Science 
Quarterly, Academy of Management Journal, Academy of Management Re-
view, Organization Science, and Management Science.  He currently serves or 
has previously served on the editorial boards of many of these same journals. 
He has also been on the Executive Board of the BPS Division of AOM and 
Chair of INFORMS College on Organization Science.  

 

 

 

 

 Deepak Somaya is an assistant professor of Strategy and Entrepreneur-
ship at the College of Business, University of Illinois at Urbana Champaign. He 
also holds a joint appointment at the Institute for Genomic Biology, an inter-
disciplinary research center at Illinois. Deepak has been an active member of 
the Competitive Strategy and Strategic Human Capital interest groups (the lat-
ter since inception) of the Strategic Management Society, and has contributed 
to several symposia, professional development workshops, panels and paper ses-
sions. His research interests are centered on how companies strategize about 
and derive competitive advantage from their knowledge assets, particularly 
their knowledge workers and intellectual property. Deepak’s work has been 
published in over twenty journal articles, book chapters and conference pro-
ceedings. Journals in which his papers have been published include Academy of 
Management Journal, Organization Science, and Strategic Management Jour-
nal, among others. He currently serves on the editorial boards of Journal of 
Management, Organization Science, and Strategic Management Journal. 

Candidates for Associate Program Chair 
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 For years, executives have recognized the growing impor-
tance of talent as one of the few remaining sources of lasting com-
petitive advantage. But even with countless metrics and world class 
enterprise systems, few companies have realized strategic value from 
their talent decisions. A recent IBM study that interviewed over 400 
senior HR executives showed that only 6% of companies believe 
they can effectively use human capital data to make strategic work-
force decisions. Despite this, surprisingly little has been written 
about analytic approaches that can help executives evaluate, and then act upon, the real drivers of workforce 
performance.  This book provides a framework that enables executives to rethink how they use information 
on talent to answer essential questions--instead of simply reacting to metrics that may not fit the problem. 
The authors organize the book around the four most crucial questions managers must ask: 1. How should 
work be structured to align with corporate strategy? 2. How should human capital be allocated across the 

company? 3. How can individuals be motivated and incented to achieve organiza-
tional goals? 4. How can individuals learn ad companies develop the new capabili-
ties and talent needed for success? By using analytic approaches to each of these 
questions, managers will be better able to understand what will drive and is driven 
by shifts in workforce performance. 

 Few events in the history of humanity rival the Industrial Revolution. 
Following its onset in eighteenth-century Britain, sweeping changes in agricul-
ture, manufacturing, transportation, and technology began to gain unstoppa-
ble momentum throughout Europe, North America, and eventually much of 
the world—with profound effects on socioeconomic and cultural conditions. 
 In The Institutional Revolution, Douglas W. Allen offers a thought-
provoking account of another, quieter revolution that took place at the end 
of the eighteenth century and allowed for the full exploitation of the many 
new technological innovations. Fundamental to this shift were dramatic 
changes in institutions, or the rules that govern society, which reflected sig-
nificant improvements in the ability to measure performance—whether of gov-
ernment officials, laborers, or naval officers—thereby reducing the role of na-
ture and the hazards of variance in daily affairs. Along the way, Allen pro-

(Continued on page 12) 

       Carl Hoffmann, Eric Lesser and Tim Ringo. Calculating 
Success: How the New Workplace Analytics Will Revitalize 
Your Organization.   Harvard Business Press (January 17, 
2012). 256 Pages, ISBN-13: 978-1422166390  

Douglass W. Allen. The Institutional Revolution: Measurement and the 
Economic Emergence of the Modern World.  University Of Chicago Press 
(December 1, 2011).  288 pages, ISBN-13: 978-0226014746  
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Dr. Banerjee is a recipient of the Fulbright-Nehru 2011, IBM Innovation Award 

2010, and NIST Advanced Technology Program grant 2009. Her research and 

teaching span strategic management of technology and innovation and the evolu-

tion of individuals, firms and industries in entrepreneurial endeavors.  In addition 

to numerous book chapters, press articles, and an edited book, her work on hu-

man capital bricolage and the sociological processes relating to knowledge re-

combination can be found in R&D Management, Technovation, and IEEE TEM. 

She teaches classes in Competition and Strategy, Managing Innovation and 

Technology, Business and the Environment, and Knowledge Flows in Global 

Competition. Banerjee is a contributing member of: Strategic Management Soci-

ety, Academy of Management (TIM Executive Committee 2008-2010), Con-

scious Entrepreneurs Collaborative, Case Association (Regional Representative), 

and The Indus Entrepreneurs (TiE).  She received her Ph.D. in Strategic Manage-

ment from Wharton, University of Pennsylvania and her B.S. in Computational 

Biology and Business from Carnegie Mellon.  

 

 

Benjamin A. Campbell is an Assistant Professor of Management at the Max M. 

Fisher College of Business at the Ohio State University. His research explores 

the boundary conditions of mechanisms that limit the mobility of human capital 

to established and entrepreneurial firms and thus adds to the understanding of the 

role of human capital in creating and sustaining competitive advantage in dy-

namic environments. He received his Ph.D. from UC-Berkeley and his research 

has appeared in outlets including Strategic Management Journal, Journal of Man-

agement Studies, Industrial Relations, and Industrial and Labor Relations Re-

view. He has served the community of scholars as co-organizer of multiple con-

ferences, including the Strategic Human Capital Interest Group’s mini-

conference on the Value Proposition of Human Capital, as a member of the Re-

search Committee of the Business Policy and Strategy Division of the Academy 

of Management, and as a member of the editorial board of Strategic Entrepre-

neurship Journal.  

(Continued on Page 10) 
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 Alison Mackey is an Assistant Professor of Management at the Orfalea 

College of Business at California Polytechnic State University (Cal Poly). She 

received her PhD in Business Policy and Strategy from Ohio State University. 

She also holds a MA in Organizational Behavior and a BA in Economics from 

Brigham Young University. Prior to her appointment on the faculty at Cal 

Poly, she was on the faculty at Texas A&M University’s Mays Business 

School teaching in both the undergraduate and graduate programs there. Cur-

rently she teaches Compensation and Benefits as well as the capstone business 

strategy course in the MBA and undergraduate programs at Cal Poly. 

Her research is in the strategic human capital field is currently focused on 

top executives examining such issues as labor markets, compensation, value 

creation and value appropriation. Her research has been published in Academy 

of Management Review, Strategic Management Journal, and Business & Soci-

ety. In 2007 she received the Wiley Blackwell Outstanding Dissertation award 

from the BPS Division Academy of Management.  Currently she serves on the 

editorial boards at Strategic Management Journal and Journal of Management 

and the Research Committee for BPS.  

  

 

 

 

 Janice Molloy is an assistant professor at Michigan State University. Her 

involvement with SMS began with legwork to create the Strategic Human 

Capital Interest Group. This was important to her so that macro human re-

source scholars would have an intellectual “home” or “second conference” in 

addition to the Academy of Management. Janice’s research involves macro-

foundations of human resource management (HRM). She identifies discon-

nects between micro psychological HRM research and more economic and 

strategic views. Her work tests competing predictions and/or work on estab-

lishing bridging theories to reconcile disciplinary differences. Her research has 

been published (or is in press) at Academy of Management Review and Journal 

of Management. Janice welcomes the opportunity to serve the Strategic Human 

Capital Group and its members to foster growth in macro HRM scholarship.  

 

 

 

(Continued on Page 11) 
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 Robert E. Ployhart is the Bank of America Professor of Business Admini-

stration at the University of South Carolina’s Darla Moore School of Business. 

He has a Ph.D. in Industrial and Organizational Psychology from Michigan State 

University.  Most of Dr. Ployhart’s research has focused on the acquisition, de-

velopment, and maintenance of human capital at individual and organizational 

levels.  His most recent human capital interests lie at the intersection of psychol-

ogy and strategy.  On these topics Dr. Ployhart has published over 70 scholarly 

articles and chapters.  He has written two books and has a third under contract.  

He is currently an Associate Editor of the Journal of Applied Psychology, has 

served as guest Associate Editor or Co-Editor for two other journals, and has 

been on the editorial boards of six journals.  His research has won several schol-

arly awards and received funding from national organizations.   

 

 

 

 

 Scott Snell is the E. Thayer Bigelow Professor of Business Administration at 

the University of Virginia’s Darden Graduate School of Business.   He teaches 

courses in Leadership, Strategic Management, and Developing Organizational 

Capability. His research focuses on strategic human resource management, and 

he was recently listed among the top 150 most-cited authors in the field of man-

agement.  He is co-author of four books: Management: Leading and Collaborat-

ing in a Competitive World, M: Management, Managing Human Resources, and 

Managing People and Knowledge in Professional Service Firms. His research 

has been published in number of journals such as the Academy of Management 

Journal, Academy of Management Review, Strategic Management Journal, Jour-

nal of Management, Journal of Management Studies, and Human Resource Man-

agement, and he has served on the boards of the Society for Human Resource 

Management Foundation, the Academy of Management’s Human Resource Divi-

sion, the Human Resource Management Journal, the Academy of Management 

Journal and the Academy of Management Review. Scott has worked with compa-

nies such as AstraZeneca, Deutsche Telekom, Shell, and United Technologies to 

align investments in talent and strategic capability. Prior to joining the Darden 

faculty in 2007, Scott was professor and director of executive education at Cor-

nell University’s Center for Advanced Human Resource Studies and a professor 

of management in the Smeal College of Business at Pennsylvania State Univer-

sity. He received a B.A. in psychology from Miami University, as well as 

M.B.A. and Ph.D. degrees in business administration from Michigan State Uni-

versity.  
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Call for Information 

Strategic Human Capital Interest Group Officers 

Chairperson:    Russ Coff, University of Wisconsin-Madison (RCoff@bus.wisc.edu) 
 
Program Chair:  Dave Lepak, Rutgers University (lepak@smlr.rutgers.edu) 
 
Associate Program Chair: Bill Hesterly, University of Utah (bill.hesterly@business.utah.edu) 
 
Newsletter Editors:  Mark Shanley, University of Illinois at Chicago (mshanley@uic.edu) 

    James Downing, University of Illinois at Chicago (Jdowni2@uic.edu) 

The Strategic Human Capital Interest Group is for you.  We are seeking to create a 
dynamic group with a forum for the exchange of ideas on the topic of strategic human 
capital.  Please send us your ideas, comments, suggestions and feedback regarding the 
SHC IG to the Chairperson, Russ Coff at RCoff@bus.wisc.edu.   

vides readers with a fascinating explanation of the critical roles played by seemingly bizarre institutions, from 
dueling to the purchase of one‘s rank in the British Army. 
 Engagingly written, The Institutional Revolution traces the dramatic shift from premodern institutions 
based on patronage, purchase, and personal ties toward modern institutions based on standardization, merit, 
and wage labor—a shift which was crucial to the explosive economic growth of the Industrial Revolution. 
 ―This is a very important book that increases understanding of how changes in measurement and in-
stitutions can increase trade and welfare. Allen uses economic logic to show that quaint premodern institu-
tions—including the social rules of the old aristocracy, and the practice of dueling—aligned incentives at a 
time when variance in outcomes due to the enormous effects of nature could not easily be separated from 
those due to human behavior. Especially interesting is his insight into how the industrial and institutional 
revolutions in Britain developed interactively. This wonderful book sets the groundwork for further essential 
investigation into the micro foundations of specific institutional changes and economic growth, topics that 
are at the forefront of modern efforts to increase welfare.‖ 
 —Gary D. Libecap, University of California, Santa Barbara 

(Continued from page 8) 

Recently Published Noteworthy Books of Potential Interest  

 

Please send news, books and topics you think will be of interest to Jim Downing at 
Jdowni2@uic.edu. 


