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THOUGHTS FROM THE CHAIR
INTO THE SPOTLIGHT: DRAWING ATTENTION TO IMPORTANT RESEARCH THAT WE MAY 

NOT SEE ON OUR IG’S CENTER STAGE
REBECCA KEHOE, CORNELL UNIVERSITY

Just as certain organizations, industries,
and strategies take center stage in media
coverage and in academics’ and
practitioners’ attention, our IG’s scholarship
tends to spotlight certain points of focus as
we seek to understand organizations’ quest
for human capital-based competitive
advantage. These spotlights are not random,
and it is not difficult to understand – given
our IG’s raison d'être – why our center stage
would be predominately occupied by
research focusing on the most visible and
salient linkages between human capital and
performance. Our community has published
a wealth of research, for example, that has –
for good reason – focused on the human
capital, performance, and mobility of an
organization’s core workforce (criticality to
strategy), on the activities and routines that
contribute most directly to a firm’s bottom
line (linkage to value creation and value
capture), and on the effectiveness of various
external hiring and talent sourcing strategies
(immediate net gains/losses of human
capital). And to be sure, we have
accumulated an interesting and impactful
body of research in each of these veins.

In this piece, however, I’d like to take the
opportunity to shine a spotlight on a few
recent studies in which the authors have
focused on an “out of the spotlight” angle of
human capital and competitive advantage in
organizations. In doing so, I hope to
underscore the value in approaching our
IG’s bigger research questions in a different
way – something akin to our
recommendations to firms in their quest for
competitive advantage.

In the first paper, De Stefano, Bonet, and
Camuffo (in press) examined the
implications of the planned turnover of
temporary workers (due to their contract
expiration) on unit performance. These
authors highlighted that in addition to
offering flexibility, the fixed terms associated
with temporary workers’ contracts result in
worker exits which create operational
disruptions and coordination challenges
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In another recent paper, Keller (2018)
examined the effects of different internal
hiring process on the performance and
compensation outcomes observed among
an organization’s internal hires,
demonstrating that internal hires who enter
jobs through a more competitive, market-
like hiring process fare better in terms of
performance, compensation, and likelihood
of remaining with the organization relative
to internal hires who are slotted into jobs
through a more relational hiring process.

In a third paper, Burbano, Mamer, and
Snyder (2018) highlighted the potential
value of firms’ CSR activities as tools for
both screening and developing human
capital. In particular, these authors found
support for the idea that undertaking pro
bono services may benefit law firms not
only by offering the intuitive perk of
signaling a firm’s commitment to “doing
good” to prospective employees and
clients, but also by offering less
experienced employees opportunities for
stretch assignments and simultaneously
providing the firm a snapshot of such
employees’ future potential given their
performance in these roles.

Becca Kehoe
Cornell University

among remaining 
workers which can 
hamper unit 
performance.
Moreover, the authors
found that the severity
of disruption appears
to depend on the
quantity and quality
(i.e., experience) of the
departing workers’
replacements.



THOUGHTS FROM THE CHAIR (CONT.)
REBECCA KEHOE, CORNELL UNIVERSITY

To be clear, each of these papers is well situated in a relevant, established literature and is published in a highly regarded
journal. By “out of the spotlight” I certainly don’t mean out of left field. Rather, what I would highlight – or spotlight – across these
three papers is a focus on a less often examined linkage in the pathways connecting human capital and performance. De Stefano
et al. (2019), for instance, highlighted that their findings challenge common perceptions of temporary workers as “disposable
resources” by demonstrating the impact of temporary worker turnover on the subsequent performance of the core workforce –
i.e., the human capital we most often study and consider as vital to a firm’s competitive advantage.

So why shine a spotlight on this work?

First, it is important as we train our doctoral students that we remind them (and ourselves) that there are many ways to
approach the same research question – and that often there is value in challenging the assumptions, approaches, and points of
focus that become embedded in a literature over time. This is where the real work in moving knowledge forward occurs. Keller
(2018), for instance, pointed out that although more than half of the open jobs in organizations are filled internally, internal hiring
processes have received scant attention from scholars. This has clearly been a significant missed opportunity for our field, as
internal hiring has important implications for employee motivation, the development of firm-specific human capital, and
succession planning that are absent in the more frequently studied external hiring context.

Second, and related, this spotlight reinforces the immense value we can create by breaking through the invisible IG and
knowledge community boundaries that sometimes narrow our fields of vision (see also our Fall 2018 newsletter for an inspiring
cross-IG email exchange facilitated by Rhett Brymer that further illustrates this point). There is an abundant literature, for example,
on the benefits associated with organizations’ engagement in socially responsible activities – but this focus is not often top-of-mind
when we consider organizations’ strategies for developing and screening human capital.

Finally, great work deserves recognition. All of these papers are well written, interesting, and important pieces that merit
attention – beginning with this spotlight – even if (or perhaps because) they’re not necessarily characteristic of what we see most
often on our IG’s center stage.

Enjoy the newsletter. I hope to see you in Minneapolis!

Burbano V. C., Mamer J., & Snyder J. (2018). Pro bono as a human capital learning and screening mechanism: Evidence from
law firms. Strategic Management Journal, 39: 2899-2920.

De Stefano, F., Bonet, R., & Camuffo A. (2019). Does losing temporary workers matter? The effects of planned turnover on
replacements and unit performance. Academy of Management Journal, 62:979-1002.

Keller, J. (2018). Posting and slotting: How hiring processes shape quality of hire and compensation in internal labor markets.
Administrative Science Quarterly, 63: 848-878.
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These collaborations are healthy for our IG because they help to expose us to related work in other IGs and expose other IGs
to the value of the human capital perspective. We hope that it also helps the broader SMS community see our IG as a potential
home for their human capital related research. Nine out of the 17 total SHC program sessions are joint hosted with other IGs this
year. I hope you seek out these sessions and support interesting work at the intersections!

PROGRAM OVERVIEW AND BEST PAPER AWARDS
DAVID KRYSCYNSKI, BRIGHAM YOUNG UNIVERSITY 

Let me begin by offering my sincere thanks to all the members of the SHC IG community who have
submitted fascinating proposals and engaged in thoughtful reviews for the conference program. I also
want to thank the other members of the leadership team (Becca Kehoe & Anthony Nyberg) along with all
of our SHG IG Reps-at-Large (listed on page 15). All have made significant contributions through efforts
such as designing Sunday sessions, planning, SHC extension, reviewing best paper submissions,
organizing mentoring, and so forth. We are richly blessed with very active contributors to our IG and the
result is that we are one of the most vibrant of all the SMS Interest Groups. Thank you!

Our program kicks off on Saturday afternoon for those involved in the mentoring program, but the real meat begins on
Sunday morning with our SHC IG sessions. We are following the pattern of last year for these sessions – i.e. we invite senior
scholars with differing perspectives on a key human capital issue to trade reading lists and then come demonstrate what they
have learned from reading something different. The goal is for these senior scholars to model learning from a new space and
integrating insights.

We are trying something new this year by merging our business meeting with our social on Sunday evening (details in page
6). Please come ready to enjoy some lawn bowling (weather permitting) and celebrate our SHC IG best paper winners. We will
keep the business portion fast so that most of our time can focus on enjoying building connections.

We received over 72 submissions this year for the competitive program and were allotted a maximum of 42. But, then we got
a bit creative. As you know there are many scholars in the broader SMS community who study human capital related issues, but
may use a different dominant theoretical lens or paradigm. Accordingly, we were aggressive this year about combing ALL SMS
submissions from other interest groups to identify papers that were human capital related. We then partnered with other IGs to
create joint sessions that combine the human capital perspective with the dominant perspective from those other IGs. This
approach allowed us to increase the total number of human capital papers from the 42 (that were directly submitted to our IG) to
74, a more than 70% increase in the SHC IG presence on the overall Conference Program.

David Kryscynski
Brigham Young University
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The Strategic Human Capital Interest Group Best Conference Paper is evaluated along conventional lines: theoretical insight, 
methodological rigor and managerial relevance.

The Strategic Human Capital Interest Group Best Interdisciplinary Paper honors one of the founding principles of our interest 
group by effectively integrating research across disciplinary boundaries.
Finalists:
• Who Exits and Who Stays? The Impact of Core Experience on Chances of Inventor Exit by Mayank Varshney and Amit 

Jain
• When to Put the Best to Rest: Star Human Capital and Firm Adaptation by Victoria Sevcenko
• Machine Learning and Human Capital: Experimental Evidence on How Domain-Specific Expertise Can Mitigate 

Biased Predictions by Raj Choudhury
• Path to Growth: Human Capital’s Role from Initial Public Offering (IPO) to Acquisition by Kris Irwin, Theresa 

Welbourne and Justin DeSimone
• Specialists, Generalists and Team Performance: Evidence from Random Assignment in e-Sports by Kenny Ching, 

Enrico Forti and Evan Rawley
• Explicit and Tacit Mechanisms for the Diffusion of Management Practices by Thomaz Teodorovicz
• Where’s Wally? Identification and Retention of Valuable Co-Specialized Human Capital by Eirik Sjaholm Knudsen and 

Ivan Belik
• Jack of All Trades Or a Master of Management? Career Rewards from building Generalist Skills by Shinjinee

Chattopadhyay and Shinjae Won



SMS MINNEAPOLIS SATURDAY NEW INITIATIVES
The IG is launching two new mentoring initiatives this year. The first program is aimed at mentoring pre-tenure faculty and the 

second program is intended to support our PhD students. 

PhD Mentorship Program

The PhD mentorship program is aimed at supporting doctoral students in the area of strategic human capital. The intended
student participants will have passed their qualifiers and be in the process of working on their dissertations in the area of strategic
human capital.

The mentoring program will match junior faculty and doctoral students in small groups. We will have 2 faculty mentors and 4
doctoral students per group so that students can benefit from small group interactions with both mentors and peers. The groups
will stay intact for a year after the conference, with the opportunity to shuffle and join another mentoring group after this time.
Specifically, after one year, participants can reapply to the program to get matched into a new group or may graduate into our
pre-tenure faculty mentoring program. Doctoral mentoring groups will hold conference calls twice a year (in the summer and
winter, exact time determined by groups), which may either focus on specific topics that we provide for guidance or on topics that
groups determine themselves. The program launches this September.

There are currently 9 PhD students enrolled in the program and 4 faculty signed up as mentors. We thank Scott Bentley, Heejung
Byun, Victoria Sevcenko, and Michael Ulrich for being willing to work with our PhD students.

For more information about the program, please visit: https://www.strategicmanagement.net/ig-strategic-human-
capital/mentoring

Please send any questions to Ulya Tsolmon (utsolmon@wustl.edu) or Alia Crocker (acrocker@babson.edu)

Pre-Tenure Junior Faculty Mentorship Program

The Pre-Tenure Junior Faculty Mentorship program will start with an official kickoff at the SMS Annual Conference in Minneapolis
and continue throughout the year by connecting mentoring groups through teleconferencing.

The program kickoff is a half-day mentorship workshop that will be held from 13:00-16:00 on Saturday, October 19th as part of
the pre-conference program for the SMS Annual Conference in Minneapolis. The program aims to provide opportunities for pre-
tenure faculty mentoring from senior faculty and peers. The format for the mentoring program will be small groups consisting of 2
senior faculty mentors and 4 pre-tenure faculty. The groups will be matched on mutual preferences at the workshop, and the
groups will stay intact for a year after the conference, connecting on quarterly calls via teleconferencing. The program will provide
sufficient structure for the quarterly calls, but also offer enough flexibility for groups to organize themselves as best serves the
group. As part of the knowledge-sharing mission of the program, we will solicit check-in reports from each mentoring sub-group
in order to aggregate and disseminate best practices and lessons learned with the larger mentoring cohort. The groups will
shuffle after one year, which will allow pre-tenure faculty a wide exposure to different senior faculty and peers.

We have 12 junior (pre-tenure) faculty participants signed up for this year’s program. We deeply appreciate the following senior
faculty for serving as mentors in the program: TBD.

For more information about the program, please visit: https://www.strategicmanagement.net/ig-strategic-human-
capital/mentoring

Organizers: Ulya Tsolmon, Washington University in St. Louis; Alia Crocker, Babson College, and Rebecca Kehoe, Rutgers
University
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Ulya Tsolmon
Washington Univ. in St. Louis

Alia Crocker
Babson College

Becca Kehoe
Cornell University

Please send any 
questions to Ulya
Tsolmon
(utsolmon@wustl.edu) 
or Alia Crocker 
(acrocker@babson.edu)
.

https://www.strategicmanagement.net/ig-strategic-human-capital/mentoring
mailto:utsolmon@wustl.edu
mailto:acrocker@babson.edu
https://www.strategicmanagement.net/ig-strategic-human-capital/mentoring
mailto:utsolmon@wustl.edu
mailto:acrocker@babson.edu


Strategic Human Capital Complementarities

Panelists: Michael A. Hitt and Patrick Wright
Chair: Gina Dokko

08:00 – 09:15 Sunday Panel Session 1333

Similar to last year, each session examines the respective
topic from both the micro and macro perspectives. We have
one expert from a more “micro” tradition and one expert from
a more “macro” tradition. These experts have provided each
other with a short reading list representing best current
thought from their respective traditions. They will study these
papers and then teach us what they learn about opportunities
for integration between their respective traditions.

Human Capital Value Creation and Capture

09:30 – 10:45 Sunday Panel Session 1332
Panelists: Clint Chadwick and Russell Coff

Chair: Y Sekou Bermiss

This session examines human capital value creation and
capture from both the micro and macro perspectives. We have
one expert from a more “micro” tradition and one expert from
a more “macro” tradition. These experts have provided each
other with a short reading list representing best current
thought on human capital value creation and capture from
their respective traditions. They will study these papers and
then teach us what they learn about opportunities for
integration between their respective traditions.

Building Strategic Human Capital Resources

Panelists: Jay Barney and John Delery
Chair: Anthony Nyberg

11:15 – 12:30 Sunday Panel Session 1520

This session examines the building of strategic human capital
resources from both the micro and macro perspectives. We
have one expert from a more “micro” tradition and one expert
from a more “macro” tradition. These experts have provided
each other with a short reading list representing best current
thought on building strategic human capital resources from
their respective traditions. They will study these papers and
then teach us what they learn about opportunities for
integration between their respective traditions.

SMS MINNEAPOLIS: 
SUNDAY PANEL SESSIONS
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PRESENTATION SESSIONS

Monday Tuesday
08:00 –
9:15 Strategic Hiring and Rehiring (session 1369) 08:00 –

09:15 CFOs and Strategic Human Capital (1374)

11:00 –
12:15 

Human Capital Management Practices 
(session 1526)

11:00 –
12:15 

Human Capital in the Upper Echelons 
(session 1378)

15:30 –
16:45

Mobility and Turnover (session 1377)
Generalists, Specialists and Human Capital 
Performance (session 1379)

16:00 –
17:15 

Incentives, Individual Performance and 
Productivity (session 1375)
Human Capital and Corporate Strategy 
(session 1382)

*For more information on accepted papers, 
please visit: 

17:30 –
18:45 

Creating and Leveraging Mobility Constraints 
(session 1368)
Understanding Stars (and Non Stars) (session 
1371)

https://www.strategicmanagement.net/minneapolis/overview/schedule#/?_k=07qvek

SMS Social Event + Business Meeting: The SHC IG Social will take place on Sunday, October 20 from 6:00pm until 10:00pm
at Brit’s Pub, a short walk from the conference (meet in the hotel lobby at 6:10 to walk there together). We will be holding
the Business Meeting – including awarding our two Best Paper awards – at 6:45pm, followed by appetizers, drinks, and
conversations. The Social Event is sponsored by the Center for Advanced Human Resource Studies at Cornell University's
School of Industrial and Labor Relations.

Anthony Nyberg
University of South Carolina

Gina Dokko
University of California -Davis

Y Sekou Bermiss
University of Texas - Austin

https://www.strategicmanagement.net/minneapolis/overview/schedule
https://britspub.com/


STRATEGIC HUMAN CAPITAL AND ENTREPRENEURSHIP
AN SMS EXTENSION

Hosted by the University of Wisconsin School of Business
Wednesday, October 23, 2019
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Extension Organizers

Overview

Strategy scholars have long been interested in the intersection of human capital and
entrepreneurship. New ventures are started and staffed by individuals whose human and
social capital represent strategically valuable resources. As a result, we have seen a
growth in scholarly interest in topics such as (a) understanding how the human capital of
entrepreneurs and their founding teams shape organizational success, (b) when and why
some individuals are more likely than others to exit and established firm to start or join
an entrepreneurial venture, (c) how mobility into, out of, and across entrepreneurial
ventures affect competition and innovation, and (d) how the HR processes of
entrepreneurial firms are established, change over time, and contribute to or hinder
organizational performance. And these are, of course, only a small subset of questions of
interest to human capital and entrepreneurship scholars.

However, while there is much overlap in the topics we are interested in, our work often
speaks to different audiences. Human capital scholars typically (though not always) talk
to and publish in outlets read by other human capital scholars, and the same is true of
entrepreneurship scholars. The purpose of this extension is to facilitate a dialogue across
this divide in a way that stimulates us all to ask and answer new questions that advance
the state of knowledge within our respective fields and, in doing so, collectively advance
our understanding of the role of human capital in entrepreneurial ventures.

This extension will be incredibly interactive, with participants engaging in small group
conversations with scholars in both interest groups, Q&A with a variety of panelists, and
some friendly competition to come up with the “best” new research ideas. All of the
activities are designed with the goal of participants leaving this extension energized to
explore new research questions and to become aware of new opportunities for data
collection and collaboration. Participants will be asked to complete a short online survey
prior to the SMS Conference in order to facilitate the activities we will be engaging in.
Participants are welcome to submit questions to the organizers: JR Keller (jrkeller@cornell.edu).,
Greg Reilly (greilly@uconn.edu), Moshe Barach (mbarach@umn.edu), and Martin Ganco
(martin.ganco@wisc.edu).

Extension Structure
We have structured this extension with the recognition that individual scholars have
unique research agendas, shaped by their familiarity with different theoretical
perspectives, data access and availability, and their own personal interests. We would
like to provide a forum for human capital scholars to share these attributes of their own
research with entrepreneurship scholars (and vice versa) in an effort to identify new and
interesting way to expand their individual research portfolios. That is, rather than simply
explore the many ways in which research on human capital and entrepreneurship
already intersect, we want to use this forum as a springboard to developing new
research questions and, potentially, new research collaboration across our fields. We will
do this through a series of panel discussions, small breakout groups, and large group
conversations, detailed below.

IMPORTANT DEADLINE: If you are interested in group 
transportation from Minneapolis to Madison, please register by 

September 23 so that we can reach out and connect participants.

Moshe Barach
Univ. of Minnesota

Russell Coff
Univ. of Wisconsin-Madison

Martin Ganco
Univ. of Wisconsin-Madison

JR Keller
Cornell University

Greg Reilly
Univ. of Connecticut

mailto:jrkeller@cornell.edu)
mailto:greilly@uconn.edu
mailto:mbarach@umn.edu
mailto:martin.ganco@wisc.edu


Strategic Human Capital
Page 7

8:30am – 9:00am Coffee and snacks

9:00am – 10:15am Panel Discussion: Differences in
the perspectives we apply to our research

Panelists: Sharon Alvarez (University of Pittsburgh)
and Barry Gerhart (University of Wisconsin)

This panel will help to clarify the different perspectives
strategic HR and entrepreneurship scholars bring to
study similar questions. For example, we often employ
different theories, use different constructs, and look at
different outcomes. Surfacing these differences will
provide us new options for how we might approach our
own research and/or lead us to uncover new research
questions. This discussion will help to guide the
conversations that take place during our subsequent
small breakout groups.

10:30am – 12:00pm  Small Breakout Groups

The organizers will group participants based on the
results of the short Qualtrics survey you will be asked to
complete prior to the extension. The goal of these
discussions is for participants to identify similarities and
differences in our research such that we will all come
away with at least one new idea that we can apply in our
own research. As such, at the end of this breakout
session, each group will be asked to report out to the
larger group. While your group can discuss any or all of
these topics, we will ask a representative of the group to
share either:
1. The best new research opportunity your group

identified
2. If you were able to identify and clarify a

misunderstanding you may have held or identified
overlapping but distinct concepts and/or constructs.

3. What did you learn about how context shapes the
questions we ask and/or the perspectives and
methodologies we use?

We will provide examples of answers to these questions
in advance.

12:00pm – 12:30pm  Full group discussion (with 
lunch)

As we eat, each group will report out, with time for
questions and discussion.

12:30pm – 1:45pm Panel Discussion: Differences in
the methodological approaches we apply in our
research

Panelists: Rajshree Agarwal (University of Maryland)
and Charlie Trevor (University of Wisconsin)

This panel will help to clarify the different methodologies
employed by strategic HR and entrepreneurship scholars.
For example, we often use different levels of analysis, do
work in different research contexts, employ different
empirical strategies, and think about time differently in
our research. Surfacing these differences will provide us
new options for how we might maximize the data we
already have, inform the types of data we might collect in
the future, and lead us to understand how we answer
new research questions by thinking about our data and
methods from different perspective. This discussion will
help to guide the conversations that take place during
our subsequent small breakout group.

1:45pm – 2:00pm  Break

2:00pm – 3:30pm  Small Breakout Groups

The organizers will group participants into new groups.
Identical to the first breakout, at the end of this breakout
session, each group will be asked to report out to the
larger group, highlighting one of the following:

1. The best new research opportunity your group
identified

2. If you were able to identify and clarify a
misunderstanding you may have held or identified
overlapping but distinct concepts and/or constructs.

3. What did you learn about how context shapes the
questions we ask and/or the perspectives and
methodologies we use?

3:30pm – 4:00pm  Full group discussion

Each group will report out, with time for questions and
discussion, followed by a short summary

4:00pm – evening

We will arrange an optional post-conference social event
on Wednesday for those participants that are staying in
Madison overnight.

STRATEGIC HUMAN CAPITAL AND ENTREPRENEURSHIP
AN SMS EXTENSION (CONT.)

Hosted by the University of Wisconsin School of Business
Wednesday, October 23, 2019

Schedule
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Travel and Lodging

The lodging for the conference will be at the Graduate Hotel. We have negotiated preferred room rates 
and blocked a number of rooms at the rate of $127/night. To reserve your room, please either:

Call 608-257-4391 and identify yourself as part of the SMS Extension when contacting the reservations 
department in order to secure the group rate.
Follow this hotel link to specify the dates you wish to reserve. The group code (191022INSI) will already 
be entered.

Please book your room as soon as possible to ensure the group rate. When the block fills up, there are 
several other nearby hotels within walking distance of the Wisconsin School of Business including:
• Double Tree by Hilton
• Fluno Center
• Wisconsin Union South Hotel

You have many options to get to Madison from Minneapolis at the conclusion of the SMS Annual 
Conference on Tuesday, October 22, 2019. Several people will be driving down and, if we know you are 
interested, we will arrange rides or a bus if needed. Participants may also arrange their own personal 
transportation.

After the extension, attendees have several options, including flying out of Madison (MSN), Milwaukee 
(MKE), or Chicago (ORD, MDW). Please feel free to contact the local organizers if you have logistical 
questions.

STRATEGIC HUMAN CAPITAL AND ENTREPRENEURSHIP
AN SMS EXTENSION (CONT.)

Hosted by the University of Wisconsin School of Business
Wednesday, October 23, 2019

All of the information on how to register, accommodations, and 
transportation options are available 

here: https://www.strategicmanagement.net/minneapolis/extensions/shc-
entrepreneurship#/?_k=wxcc62

https://www.graduatehotels.com/madison
https://gc.synxis.com/rez.aspx?Hotel=77206&Chain=21643&arrive=10/22/2019&depart=10/24/2019&adult=1&child=0&group=191022INSI
http://www.hilton.com/search/dt/us/wi/madison/
https://fluno.com/reservations.php
https://union-wisc.webhotel.microsdc.us/home.jsp
https://www.strategicmanagement.net/minneapolis/extensions/shc-entrepreneurship


STRATEGIC HUMAN CAPITAL INTEREST GROUP: NEW INITIATIVES

SHC IG Reading list Project

The IG has launched a Reading List Project to begin mapping out the diverse landscape of strategic human capital research. We
hope this initiative will help the field to organize and disseminate knowledge, increase awareness and appreciation for the diverse
set of literatures within our interest group, and assist in our scholarly work. Additionally, we would like to build the reading list as a
resource to doctoral students, faculty teaching doctoral seminars, and researchers with their literature review. We hope this
initiative will play a role in strengthening the community even further.

We thank all members who have sent us their syllabi and reading lists. We have organized these initial submissions and
categorized them. They will be contained in the SHC-IG webpage Please note that the current list is comprised of reading lists
and syllabi received so far and both the list and categories are still works in progress.

We welcome continued contributions and suggestions for organizing the list. To contribute to this project, please submit your
reading list in MS Word format as an attachment to the following email: New_Con.4x37h9tj7msed1pm@u.box.com and
indicate which category each paper belongs to and suggest appropriate hashtags, such as: #empirical; #conceptual; #review;
#professionalfirms; #innovation; #knowledgetransfer; #fshc; #exec; #careers; etc.

Please send any questions to Ulya Tsolmon (utsolmon@wustl.edu) or Vanessa Burbano (vanessa.burbano@gsb.columbia.edu).

Strategic Human Capital
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Vanessa Burbano
Columbia University

Ulya Tsolmon
Washington Univ. in St. Louis

https://www.strategicmanagement.net/ig-strategic-human-capital/overview
mailto:utsolmon@wustl.edu
mailto:vanessa.burbano@gsb.columbia.edu


SHINING THE SPOTLIGHT ON WHAT MAKES A HUMAN CAPITAL DECISION STRATEGIC: 
VIEWS FROM DAN ELFENBEIN AND ADINA STERLING
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Rocio: Dan and Adina, I really liked your article. This is a
very interesting piece that speaks directly to one of the
biggest questions of strategy in general “What makes a
decision strategic?” and in particular, to the interests of
the strategic human capital group. It highlights the
importance of considering the connection between
business and people strategy as well as the need to
understand the crucial role that has to be played by
managers in making the acquisition of human capital in
organizations a strategic process.

In your paper you make the distinction between
important and strategic. What is a strategic human capital
process? Can you provide some examples to clarify that
distinction, i.e., what makes a human capital process
strategic?

Adina: We spent quite a bit of time discussing and
debating this question. The goal of the special issue of
Strategy Science in which the paper was published was to
define, in multiple contexts, what “strategic” means.
However, people use the word strategic to mean a lot of
different things, and often conflate it with “important.”

We acknowledge that something can be important, even
business-critical, without being strategic.

Dan: What we ultimately felt was that a defining feature of
a strategic decision in the human capital context,
particularly in hiring, related to whether it could be
effectively delegated. If a “local” decision-maker – for
instance, a hiring manager at headquarters, a sales
manager in the field, or a plant manager – has sufficient
information to hire the optimal employee from the
organization’s perspective, then that decision probably
isn’t strategic. By contrast if there are interdependencies
between hires – either in the present or over time – then
delegation will often lead to short-sighted choices. A
trivial example would be if the company was considering,
but hadn’t yet committed to, entering Brazil, would a
hiring manager appropriately weight fluency in
Portuguese or sales experience in South America?

Adina: As we pushed on this idea further, it became clear
that there are multiple types of interdependencies. There
can be interdependencies between people – if you’re a
baseball team full of ground-ball pitchers, the fielding
capability of your shortstop matters more – and there can
be interdependencies between people and processes – if
your business model is about delivering a high-quality
product or service at scale, you might be looking at hiring
a highly independent and driven salesforce, whereas if
your business model is customizing your product or
service, then the likelihood is that you would want to hire
sales people who are highly-collaborative and good at
eliciting customer requirements. So if your definition of
the “best” shortstop or “best” salesperson depends on
other people or processes in the firm, then your human
capital decision is strategic.

Dan: In growing firms or in firms that are repositioning,
managers have to envision the types of
interdependencies that may come to exist. Todd Zenger
and others call this foresight. Our argument is that
managers lower in the organization, i.e., those who are
not involved in designing the entire asset portfolio, are in
many cases unlikely to hire the right people, if left
completely to their own devices.

Dan Elfenbein
Washington University

Adina Sterling
Stanford University

In this issue we decided to shine a spotlight of an article
that addresses one of the fundamental questions of our
interest group: what do we mean by strategic human
capital? We picked an article by Dan Elfenbein and Adina
Sterling that was recently published in Strategy Science:
“(When) Is Hiring Strategic? Human Capital Acquisition in
the Age of Algorithms”. The article addresses this question
by focusing on a specific talent management practice:
hiring. The following conversation between the authors and
the newsletter editor, Rocio Bonet, provides a glimpse of
the article, the authors’ motivation to write it, as well as the
more general views of the authors regarding the topic.

Elfenbein, Daniel W., and Adina D. Sterling. "(When) Is
Hiring Strategic? Human Capital Acquisition in the Age of
Algorithms." Strategy Science 3.4 (2018): 668-682.

Rocio Bonet
IE University

- Continued on Page 11 -
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Rocio: Why do you think it is important to make such a
distinction? And specifically, in the case of hiring, why is it
important to understand when hiring is strategic?

Adina: It is important to make a distinction not just for
hiring, but for other decisions. It provides focus to theory
and to practice. For hiring, it suggests has implications for
understanding the interdependencies of firms and their
assets. Hiring, when done properly, may affect strategy,
and vice versa. For scholars studying labor markets and
hiring processes in particular, this is an important
component to consider. It might be able to shed light on,
for instance, the places where we might see greater
instances of social relationships between employees prior
to organizational entry.

Dan: When it comes to practice – my hope is that our
article can help executives focus their time and attention
on the subset of hires where the interdependencies are
greatest. When it comes the academic literature, I think
that we might have a couple of contributions. The first is
that labor markets are more complicated than standard
depictions in economics might have you believe. For
example, there typically isn’t one “best” salesperson or
“most productive” scientist. The second is, perhaps, to
keep pushing on the resource-based-view when it comes
to human capital. That literature has developed nicely in
the past decade, but still has a ways to go.

Rocio: How does your paper inform the current debate
about the role that should be played by AI/machine
learning algorithms in management decisions, specifically
in hiring decisions?

Adina: Of course, we’re at the point where identifying
“top talent” – may be able to be done with predictive
analytics under certain conditions. The fact is, however,
that doing so would not treat hiring as strategic. It would
miss core complementarities, that require an
understanding of interdependencies. One might use AI to
make identifying top talent easier, but will that talent be
well-matched to an organization’s strategy? Not
necessarily. And if that strategy if forward looking, then
relying on AI is almost guaranteed to be less useful.

This statement is informed a lot by insights we gleaned
from talking to experts about this; and they emphasized
the complex nature of hiring; that it should informed by
other dynamic decisions;

Dan: Hiring is a mistake riddled process. There is ample
evidence that humans make lots of mistakes when
screening resumes. I think that we are beginning to
understand that algorithms can be susceptible to the
same problems. But the big problem that we’re trying to
focus on in this paper is that failing to see the interactions
between human and non-human assets is critical.

It’s critical to think about change. At one time in the past,
all the best economists were using Stata; if you tuned
your algorithm that predicted publications only on
historical data, you would miss those that had a capability
in R.

Adina: We believe it is important for AI to be used
carefully. Broadly, trying to use AI to construct a fair and
balanced pool seems like the right approach. In writing
the paper, we also talked with a number of practitioners.
They find some of the best use-cases of AI in hiring to be
on bringing people into the pipeline – for example by
identifying which candidates at competitors are likely to
move – and keeping them engaged during the
application process – many applicants, it seems, prefer to
work with bots in filling out forms than with actual
individuals.

Dan: When it came to use cases for AI, we didn’t find any
advanced users who said they would completely leave
hiring up to an algorithm. Still, I think we need to do more
work to understand how the scores delivered by the
algorithms affect hiring in organizations.

Rocio: At the end of the article you mention that many of
the ideas you mention could be extended to other
aspects of human capital management. How would you
like to take this research further? What do you think are
some of the most important questions regarding this
topic that should be answered next?

Dan: People in organizations are fundamental to value
creation. Hiring is the way that people are brought into
organizations; motivation and retention relate to how
organizations capture value from employees. I think that
we’d argue that it’s not just hiring that can be thought of
as strategic, but motivation and retention, too. And, of
course, these three domains interact in subtle ways, some
of which are understood, but many of which are not.



How can Strategic Human Capital (SHC) grow from the
insights in other strategy scholarship and better integrate
with other areas to answer a broader set of strategy
inquiries? Last year newsletter took a first step to directly
answer these questions by having an exchange between
Rhett Brymer, who served as a facilitator and several
scholars from different interest groups. We continued this
initiative this year. The following is an email exchange
between Rhett Brymer and Mike Hitt regarding Mike’s
views on the opportunities for a valuable contribution of
strategic human capital research to the strategy field.

Rhett: Since its founding about a decade ago, the SHC
Interest Group has focused on the “macro/micro divide”,
for good reason – our constituents are a blend of micro-
trained and macro-trained scholars, so the obvious bridge
to be built was within the IG community and specifically
between the two subgroups. By focusing on this divide,
though, we may have missed opportunities to extend
SHC scholarship more broadly to strategy questions.

You’ve had a remarkable career, Mike, contributing to the
SHC conversation and also to many other areas of
strategy – corporate, competitive, international,
governance, innovation, and entrepreneurship to name a
few. So, you have a rather unique perspective on our IG.

In your view, what opportunities are there for SHC

scholars to expand a people-centric approach to these
broader strategy questions? What advice would you share
to an individual SHC looking for interesting new ways to
apply employee-centric theories/tools to broader strategy
questions? How can the SHC IG as a community expand
the range of strategy questions we engage?
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Rocio: The SMS webpage provides a list of the main 
questions that the Strategic Human Capital group 
attempts to answer: 
(https://www.strategicmanagement.net/ig-strategic-
human-capital/overview). Can you describe a current 
project that you have that may inform some of these 
questions? 

Adina: A main focus of my research are the ways
organizations hire, and the varied approaches through
which people and organizations are matched. I have one
project with Stanford PhD student Natasha Overmeyer,
where we can see how hiring outcomes unfold across
various stages of the hiring process for over 50k
applicants, including an algorithm screening stage. We
are generating new insights into the ways matching
processes occur across various stages, especially when it
comes to more advanced ways machines (could now or

one day) be used to help select individuals for jobs.

Dan: With John Chen, Hart, Posen, and Ming Wang, I am
thinking about how organizational structure influences
decision-making when agents in entrepreneurial settings
are biased. It turns out that partnership decision-making
structures have distinct advantages when team members
initially over-estimate their likelihood of success. On the
other hand, it’s often better to allocate decision-rights to a
single agent under other circumstances, such as when
agents’ biases are unknown or when their outside options
are very different. This work is conducted via an agent-
based simulation. We build on work by Felipe Czasar, Eric
Van den Steen, and others. It’s been lots of fun to work
on.

A STRATEGY SPOTLIGHT FOR HUMAN CAPITAL RESEARCH: 
A CONVERSATION WITH MIKE HITT

Michael A. Hitt
Texas A&M University

Rhett Brymer
University of Cincinnati

- Continued on Page 13 -

https://www.strategicmanagement.net/ig-strategic-human-capital/overview


Mike: I think that there are many opportunities in strategic
management where scholars of human capital can
contribute to the conversation. First, no organization or
firm does anything without people. In fact, the primary
value of most organizations is derived from their intangible
assets (estimates are 70-80%). And the major portion of
intangible assets is the organization’s human capital. So, I
believe that human capital is the base of for all
organizational actions.

Specifically, human capital plays a key role in corporate
governance but very little research has examined HC in this
context. For example, I have an article in press at AMP that
proposes a capability based view of boards. We
conducted interviews and did case analyses to support our
arguments. Most of the research in strategy deals in some
way with strategy formulation. Yet, many strategies fail (or
succeed) because of the way in which they are
implemented. Much of the research on implementation
has focused on structure and other such characteristics.
Yet, PEOPLE play a major role in the implementation.

It begins with how the TMT coordinates the
implementation with managers throughout the
organization and in turn how those managers work with
and lead their teams to implement the strategy.

Some have argued that most strategies are built on the
organization’s capabilities. Actually, the capabilities are
important because they are used to implement the
strategy. And, a primary component of organizational
capabilities is human capital.

Rhett: Most if not all strategic human capital scholars are
likely to agree with this basic premise – that employee
management and behavior are major factors in firm
performance. The primary “conversation” in our research
has centered on value creation and value capture through
the lens of employee mobility (or lack thereof, garnering
firm-specific value). While this continues to be a fruitful
program for our field, it’s notable that our measurements
of value are typically blunt – i.e., proxies for human capital
or crude measurements of annual output – or based upon
employees’ choices to stay in, leave, or join an
organization. At least part of this focus is due to data
availability. Strategy implementation behaviors and middle
management coordination are difficult data to find
because firms do not publish them and are often
protective of them, and it is especially hard to get data
from as many organizations as needed to run quantitative
analyses. Yet, as you observe, these less observable
employee actions might be the most critical to firm

outcomes. Other areas of strategy mostly consider the
decisions made by TMTs with the implicit notion that firms
will implement with roughly the same capability. As you
point out (and echo in your AMP), this is not a good
assumption: boards, TMTs, middle management, and
front-line employees vary greatly in their (cap)abilities to
implement strategies firm to firm. Understanding these
employee-based capabilities would allow SHC to bridge to
most other interest group areas.

How have scholars (or groups of scholars, like IGs) been
successful in extending their expertise to related but
distinct streams as outlined above? Do you have any
advice on what questions to ask first? What data
gathering/identifying approaches would you recommend?
Analytical approaches? Theory building approaches?
Collaboration opportunities? Or any other advice in
“getting out of our silo” to broaden our impact on the
larger field of strategy?

Mike: I agree with you on the problems regarding precise
measures of capabilities. Yet, there are data available in
some areas that allow more precision. For example, there
are a lot of data in patents that might be useful. Names of
the lead scientists and associates (if appropriate) are
provided. The base technical knowledge is displayed
through the citation of other patents. We can sometimes
determine the amount of knowledge that is integrated in
new patents filed by an acquiring firm by citation of patents
held by the target firm before it was acquired. The
knowledge is developed by research scientists.

In a paper I am working on, we are trying to identify the
primary capabilities of the acquiring and target firms and
the combinations of capabilities that produce the most
value after the acquisition is consummated. One of the
coauthors is an accounting scholar who has provided
access to data on the acquiring and target firms that can be
used to identify the capabilities. Obviously, it is accounting
data but it is derived from the information that has to be
revealed at the time of acquisition (fair market value of
assets). From working with the accounting scholar, I have
learned about measures of intangible capital and
managerial capabilities developed and published by
finance scholars. Certainly, all of these measures may be
question by management scholars but they provide a way
to break out of our relatively sheltered focus. Perhaps we
need to examine the research in our sister disciplines. I was
surprised and pleased to find access to these data and
measures.
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Q: What was the most surprising thing about
managing the Annual Conference Program?

A: The “triple” blind review process. Reviewers do not
know author identities, authors do not know reviewer
identities AND program chairs do not know author
identities. I had to make all review assignments and
accept/reject decisions without knowing who the authors
were!

Q: What assumptions did you have about the SMS
Program that you learned were wrong?

A: I learned that the myth of the paper session vs.
common ground session divide is ONLY a myth! I
thought that paper sessions were for “good” proposals
and common ground sessions were for “less good”
proposals. I was WRONG!

Q: What is the core difference between common
ground and paper sessions?

A: There is an obvious format difference, but there is no
quality difference. Our goal is to cluster papers together
into sessions with common themes to enhance the
conversation in the room. Sometimes this leads to six
papers that go into a common ground, sometimes this
leads to four papers that go into a paper session. Pay
attention to how many best paper nominees end up in
common ground sessions!

Q: What was the hardest thing about managing the
Annual Conference Program?

A: Seeing the names of amazing scholars, friends and
colleagues whose papers I rejected after their names
became visible to me. This is why I appreciated the blind
process, no decisions were (or could be) personal!

Q: How did you manage papers that were either HR
or Strategy leaning in an Interest Group with both
perspectives?

A: I tried to assign enough Strategy AND HC reviewers to
papers that seemed to cross boundaries, and I leaned
towards the reviewers who matched the core domain of
the paper. This was not perfect, but there was still
surprising agreement between HC and Strategy
reviewers for these proposals.

Q: How did you choose reviewers for each proposal?

A: The main goal was to find reviewers who publish in the
area of the proposal whenever possible, but that was not
always possible. Sometimes reviewers had to engage
proposals that were a bit more “distant” from their core
expertise. This year I also included many people who had
not reviewed for us before in an effort to try to draw more
people in, especially students . We often had several
experienced reviewers teamed up with one or more less
experienced reviewers to ensure an overall balanced
review. I was pleasantly surprised to see the consistency
between our high and low experience reviewers!
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Q&A: 
WITH DAVID KRYSCYNSKI

We can team with our colleagues in the other IGs (e.g.,
global strategy) to develop research questions of special
importance in strategy (contributions of human capital to
specific international strategies and their implementation—
e.g., knowledge of local markets and culture).
I think it could be useful to make use of more qualitative
research in the SHC area. It could help to build new theory
and we are then not hampered by the coarse-grained
measures used in our “quantitative” research.

With this approach, one does not have to be concerned
about large sample sizes. Certainly, qualitative research
poses its own challenges and good qualitative methods
must be used. Yet, I believe this is an opportunity for the
field.
These are but a few ideas for enriching our research in
SHC. I hope that some of these ideas are useful.

In 2019 David Kryscynski (DK) serves as Program Chair for the SHC IG.  This is a quick Q&A with DK about his 
experiences managing the SMS program:



Assoc. Program Chair

STRATEGIC HUMAN CAPITAL INTEREST GROUP
2019 TEAM

The Strategic Human Capital Interest Group promotes research addressing the role of human capital in firm performance.
Scholarship that is interdisciplinary and/or considers human capital at multiple levels of analysis is especially welcomed. Examples
of the types of questions included in this conceptual space are the following:

• How can firms purposefully create valuable firm-level human capital heterogeneity?
• What are the mechanisms that link human capital to firm-level outcomes?
• How do firms best manage the value appropriation challenges presented by “star” employees?
• To what extent can firms gain competitive advantage through “people?”
• Why and how do competitive interactions within labor markets (e.g., talent poaching) differ from competitive 

interactions in other strategic factor markets?
• How do management practices that enhance the strategic value of human capital diffuse?
• What factors explain differences in human capital productivity within industries?
• How does human capital emerge and interact with other forms of intellectual capital (e.g., social capital, 

organizational capital) to influence firm-level outcomes? 
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