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How It All Started?
Shad Morris, Brigham Young University

Dear Colleagues,

In 2007, a group of scholars converged at a
Macro HR conference at Wharton. The group
was heterogeneous and didn’t always agree or
even understand one another. It consisted of
economists, sociologists, and psychologists. The
biggest division came between those who were
trained as OB/HR scholars and those trained
as strategy scholars. Going against the odds, the
group bonded over a common purpose: to
better understand the role played by people in
an organization’s strategy.

In many ways, this Macro HR conference
represented the inflection point from which
both the People and Organizations Conference
and the SMS Strategic Human Capital interest
group took off. Founding officers for the
Strategic Human Capital
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strategic human capital
would flourish. To do
this, a first-of-its-kind
mini-conference was
hosted (this time at The
Ohio State University)
in 2011. The theme for
the conference was
“The Value Proposition
of Human Capital”.

Since that time, numerous SMS mini
conferences have proven successful. Some of
them have taken place in Park City, Utah
(hosted by the University of Utah);
Copenhagen, Denmark (hosted by
Copenhagen Business School); Columbia,
South Carolina (hosted by the University of
South Carolina); and one that will take place in
Milan, Italy in 2017 (see the SMS website for
more details). In fact, Brigham Young
University will be hosting another mini
conference in 2018 in the National Parks
region of Southern Utah. Each of these
conferences has and will continue to help
establish the strategic human capital field as a
valuable contributor to general business
knowledge.

Moreover, the Strategic Human Capital
interest group has continued to grow over the
past six years since its inception. We see most of
our growth among junior scholars and PhD
students.

(Continued on page. 2)

interest group were selected based on their
reputation and experience in the field. Russ
Coff acted as the first Chairperson, Dave
Lepak as the first Program Chair, and Bill
Hesterly as the first Associate Program Chair.
Along with managing a new track in the main
SMS conference, an effort was made to ensure
a series of mini-conferences around

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Clint Chadwick,  

University of Kansas ”Strategic Human Capital interest
group is one that is founded on a
recent grass-roots movement by
scholars interested in creating space to
do good research around issues related
to people and strategy.”



But we are not just a group of young scholars. Many of the
leaders within SMS, such as Russ Coff (SMS President Elect),
Jay Barney (former SMS President), and Nicolai Foss (Board
of Directors) have all been in leadership roles in the interest
group or in coordinating the mini conferences. In addition,
we’ve had HR luminaries who have been heavily involved in
the interest group. Such luminaries consist of Scott Snell, Pat
Wright, Mark Huselid, Diane Burton, Dave Lepak, Barry
Gerhart, Rob Ployhart and Peter Cappelli.

In summary, the Strategic Human Capital interest group is
one that is founded on a recent grass-roots movement by
scholars interested in creating space to do good research
around issues related to people and strategy. While the
movement is recent, the need to study these issues has been
around for centuries and will continue to be one of the most
burdensome and complex issues faced by any organization as
they try to develop and execute strategy in an increasingly
human capital intensive world.
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SMS Berlin Conference 
Sunday Sessions

Strategic Human Capital

Strategy Microfoundations and Human Capital: The
Way Forward

Session Chair: Deepak Somaya

In the strategy field, a revolution in research on strategic
human capital has gone hand in hand with a renewed focus
on the micro-foundations of our theories. A common focus
on people and their organizational context has led to a natural
convergence between these two research streams, and a
vigorous outpouring of scholarship that has galvanized our
broader field. Teppo Felin, Berry Gerhard, Heli Wang, and
Todd Zenger discuss important unanswered research
questions in human capital microfoundations and highlight
major opportunities to advance this field in the future.

New Theory on Managing Human Capital

In this interactive session, Y Sekou Bermiss, Ben
Campbell, and Gina Dokko will each propose a major
theoretical issue or gap in human capital research, and briefly
offer their thoughts on how to address it. Topics will include
the strategic use of turnover, interactions in labor market
frictions that support human capital-based competitive
advantage, and the conflict between perspectives on talent
management and the reality of modern careers. The aim of
the session is to provoke discussion about how strategic
human capital research can better reflect the complexity of
modern, real-world human resources management. Clint
Chadwick and Teppo Felin will comment on these ideas and
a general and open discussion will follow.

The Strategic Human Capital Interest Group: A Six
Year Retrospective and Look Ahead

Session Chair: Tom Moliterno

The Strategic Human Capital Interest group was created
six years ago on the promise of a “unique research domain”
that “engenders scholarship that is both multi-level … and
multi-disciplinary” (quote from the IG proposal). In this
session, the prior Chairs of the IG (Clint Chadwick, Russ
Coff, David Lepak, Pat Wright, and Todd Zenger) will share
observations on the journey the IG has travelled over the last
six years, and outline their thoughts on opportunities that lie
ahead. All SMS members are welcome to join this interactive
session where we will explore the degree to which the SHCIG
has delivered on, and/or promoted, research in that “unique
research domain” … and what we need to do over the *next*
six years to promote that agenda.



Time Session Title and Participants
Sunday

8:00 – 9:15 276
New Theory on Managing Human Capital
Y Sekou Bermiss; Benjamin Campbell; Clint Chadwick; Teppo Felin

9:30 – 10:45 277
The Strategic Human Capital Interest Group: A Six Year Retrospective and Look Ahead
Clint Chadwick, Russell Coff, David Lepak, Patrick Wright, Todd Zenger 

11:15 – 12:30 275
Strategy Microfoundations and Human Capital: The Way Forward
Teppo Felin, Barry Gerhart, Heli Wang, Todd Zenger 

16:15 – 17:30 117
Firm-Specific and General Human Capital
Federica De Stefano, Arnaldo Camuffo, Ekaterina Netchaeva, Prithwiraj Choudhury, 
Shinjinee Chattopadhyay, Eni Gambeta, Joydeep Chatterjee, Kannan Srikanth

Monday

11:00 – 12:15 112

Microfoundations of Strategic Human Capital
Michael Leiblein, Barclay Burns, Sheen S Levine, Anthony Nyberg, Ingo Weller, Amrou
Awaysheh, Rocio Bonet, Jaime Ortega, Dylan Minor, Francisco Brahm, Marcos Singer, 
Daniel Tzabbar, Rebecca Kehoe

13:30 – 14:45 119
Top Managers As/And Human Capital
J. Yo-Jud Cheng, Boris Groysberg, Shelby Gai, Shamsud Chowdhury, Eric Wang, Richard 
Smith, Congying Wang, Livia Markoczy, Marie Redon, Toru Yoshikawa, Nicolas Berland

Tuesday

08:00 – 09:15 120

Human Capital and Social Capital
Heejung Byun, Justin Frake, Rajshree Agarwal, Serge da Motta Veiga, Brent Clark, 
Timothy Moake, Alia Crocker, Thomas P. Moliterno, Rory Eckardt, Alia Crocker

11:00 – 12:15 116
Legal Mobility Barriers
Evan Starr, J.J. Prescott, Norman Bishara, Evan Starr, Martin Ganco, Benjamin Campbell, 
Caroline Flammer, Aleksandra Kacperczyk, Lauren Aydinliyim

15:45 – 17:00 115

Human Capital in Dynamic Contexts
Rhett Brymer, Amit Jain Chauradia, John Mawdsley, Lasse Lien, Y Sekou Bermiss, Olga 
Petricevic, Robin De Cock, Frances Jorgensen, Clint Chadwick, Elena Antonacopoulou, 
John Chen, Pranav Garg

17:30 – 18:45 297

Recruitment Retention and Job Mobility
Paula Apascaritei, Marta Elvira, Andranik Tumasjan, 
Florian Kunze, Heike Bruch, Isabell Welpe, Dorothea Roumpi, John Delery, Anna
Brattström, Claudio Fassio, Wolfgang Sofka, Frédéric Delmar, Francisco Morales, Pooria
Assadi

Strategic Human Capital

SMS Berlin Conference 
Strategic Human Capital Sessions
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Strategic Human Capital

SMS Berlin Conference Best Paper Awards
Deepak Somaya (IG Chair) and Shad Morris (Program Chair)

Continuing our initiative from last year, our Interest
Group will announce two Awards for papers submitted to the
annual SMS conference during our Business Meeting in
Berlin (on Sunday September 18; please refer to the
conference program for exact time and location). Respectively,
these awards are meant to recognize:

§ The “Best Conference Paper” of the Strategic Human
Capital interest group, evaluated along conventional
lines (theoretical insight, methodological rigor and
managerial relevance), and

§ The “Best Interdisciplinary Paper” that most effectively
integrates research across disciplinary boundaries to
address questions related to strategic human capital
(honoring one of the founding principles of our interest
group to support and encourage such integrative
research).

All proposals submitted to the Strategic Human Capital
interest group are eligible for these awards, which are separate
from the conference-wide awards. Based on a careful
screening of the proposals, the authors of a select subset of
proposals were invited to submit full papers for these awards.

The finalist papers under consideration are:

§ 2016-AC-4589

Do Individuals and Teams Respond Differently to Co-

located Competitors Under Different Contract Choices?

by Francisco Brahm and Marcos Singer

§ 2016-AC-5484

Ethics of Sorting Talent on Wall Street

by Pooria Assadi

§ 2016-AC-5751

Leveraging Who You Know by What You Know: Returns
to Relational and Human Capital

by Heejung Byun, Justin Frake and Rajshree Agarwal

§ 2016-AC-5925

Dancing with the Stars: Benefits of a Star Employee’s
Temporary Absence for Organizational Performance

by John Chen and Pranav Garg

§ 2016-AC-6472

Executive Mobility and Resource Configuration in
Complex Environments

Sekou Bermiss

Please plan to attend the interest group business meeting
to recognize and lend your support to the paper finalists and
award winners.
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Strategic Human Capital Extension to Berlin 
Conference

Deepak Somaya, University of Illinois at Urbana Champaign

This year our interest group is co-organizing a Strategic
Human Capital extension to the SMS Berlin conference in
association with Ludwig-Maximilians-University in Munich.
Please read the advertisement for the extension below. In
addition to presentations and discussion from invited
panelists, the extension will also feature a set of research
poster presentations that will stimulate scholarly discussions
during extended breaks in the program. A pre-conference
dinner at a local restaurant and biergarten is also included,
which provides additional opportunities for interaction and a
chance to enjoy Munich’s Oktoberfest spirit (without the
crowds). Thus, the extension is designed to take on the

character of a
mini-
conference
focused on
strategic human capital. We have already received a very
strong response for the extension, and registrations as well as
hotel bookings are filling up quickly. If you are interested in
attending, please register and reserve your hotel room as soon
as possible.

(Continued on page. 5)



Strategic Human Capital

New Perspectives in Strategic Human Capital

Thursday, September 15, 2016
9 AM to 5 PM

Organizers

Deepak Somaya, University of Illinois at Urbana-Champaign 

Ingo Weller, LMU Munich

Panelists

Russell Coff, University of Wisconsin-Madison

Andreas Dittes, Talentwunder

Ivana Dedus, Deutche Bahn

Barry Gerhart, University of Wisconsin-Madison

Constance Helfat, Dartmouth College

Anthony Nyberg, University of South Carolina 

Phanish Puranam, INSEAD

Deepak Somaya, University of Illinois at Urbana-Champaign

Overview

The Strategic Human Capital (SHC) field attracts a heterogeneous group of scholars from the strategy and human resource
management areas, with disciplinary backgrounds in economics, psychology and sociology. This exciting Extension aims at
moving the field forward by advancing interdisciplinary perspectives and exploring novel methodologies and data sources. Panel
discussions are expected to center around issues like (but not limited to):

§ New perspectives on mobility and matching: How do firms combine internal and external labor markets to gain, motivate,
and empower their talent?

§ Strategic Organization Design: How do firm structures and micro-level resources interact in the creation of firm value?

§ Systems, configurations, and complementarities: How can interdisciplinary perspectives on HC systems, complementarities,
and value creation be used to advance our view of SHC?

§ New research methods and data: Big data from within and external to firms provide novel opportunities and challenges,
and needs for new methodologies and data handling and gathering approaches.

Location

The LMU Munich Extension will be held at the Carl Friedrich von Siemens Foundation in Munich. The foundation is an
independent foundation for the promotion of the sciences, and is located within an annex at Munich’s historic Nymphenburg
Palace. The location is easily accessed by public transportation. Munich is a convenient transit airport to Berlin (location of the
SMS main conference), and is connected by air with many cities around the world. The extension will be held two days before
the official start of Oktoberfest; so we can enjoy the atmosphere without the crowds. To learn more and register:
http://strategicmanagement.net/berlin/extensions/munich2

We are looking forward to seeing you in Munich!

Deepak Somaya & Ingo Weller
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Multilevel Empirical Research on Strategic Human Capital
An interview with Rory Eckardt, Binghamton University 
by Tom Moliterno, University of Massachusetts Amherst

Tom Moliterno (U. of Massachusetts Amherst), the
SHCIG Associate Program Chair, sat down with one of his
former students, Rory Eckardt (Binghamton U.), to discuss
multilevel theory and methods, and how current work in these
areas might be of interest to members of the SHCIG.

TM: The Strategic Human Capital IG (SHCIG) is
founded on the premise that researchers working in this area
pursue “scholarship that is both multilevel (e.g., individual
though firm level) and multi-disciplinary (e.g., economics and
psychology).” I know you and your colleagues at Binghamton
spend a lot of time thinking about multilevel theory and
empirical techniques. To get us started, tell us how you
understand the relationship between multilevel and multi-
disciplinary research?

RE: We equate economic-oriented theories with more
macro-levels of analysis (e.g., firm and industry) and
psychology-oriented theories with more micro-levels of analysis
(e.g., individual, dyads and groups). Yet the important
questions in SHC research seem to leverage both economic-
and psychology-oriented theories, and the multilevel
framework really helps to make these connections apparent.

TM: Can you give us an example?

RE: Well, one area of SHC that you and others have
thought about involves the emergence of unit-level human
capital resources. Kozlowski and Klein take the
psychologicalperspective that “a phenomenon is emergent
when it originates in the cognition, affect, behaviors, or other
characteristics of individuals, is amplified by their interactions,
and manifests as a higher-level collective phenomenon” (2000,
p. 55). Now let’s add in some insights drawn from economics:
that complementarities -- which often reside at a level of
analysis above the individual -- influence the performance of
individual human capital, and that the value of the emergent
human capital resource impacts dynamics of individual- and
firm-level rent appropriation. Together, this suggests a complex
and recursive process: individuals and their unique
characteristics are foundational to unit-level human capital,
and yet those individuals are also affected by higher-level
complementarities and all of this facilitates the firm’s ability to
appropriate SHC related rents. We really need to leverage a
multilevel perspective if we want to unpack these processes.

TM: It sounds like you are suggesting that there are

interesting opportunities for SHC
scholars to explore these “cross-level”
effects.

RE: Yes. Examining cross-level
phenomena -- where factors at one
level of analysis impact the
development of conceptually similar
constructs at a different level of
analysis, or impact dependent
variables and relationships at higher
or lower levels of analysis -- seems to
be the natural progression of

multidisciplinary SHC scholarship. As you know, research in
this area has predominantly focused on within-level analyses
at the macro and/or micro levels. We are starting to see a
few conceptual and empirical papers that focus on cross-level
factors related to human capital, but I think there is the need
for much more research in this area.

TM: What then are the empirical challenges associated
with cross-level work in particular, or multilevel work in
general?

RE: There are a number of multilevel analytical
techniques (e.g., Random Coefficient Modeling
(RCM)/Hierarchical Linear Modeling (HLM), Within and
Between Analysis (WABA) and Multilevel Structural
Equation Modeling (MSEM)) that can be used by SHC
researchers to assess cross-level effects. However, when used
for cross-level analyses (they can also be used for “within-level”
designs) these analytical techniques are mostly focused on
examining dependent variables (DVs) that are located at
lower levels of analysis than the independent variables
(IVs). We refer to these types of analyses as “top-
down.” Fewer techniques explicitly focus on examining how
IVs at a lower level impact higher level DVs: “bottom-up”
analyses. Thus, a major challenge is a shortage of analytical

(Continued on page. 7)
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approaches that explicitly focus on the
assessment of bottom-up effects.

TM: Does this mean, for example,
that we cannot empirically analyze
research questions pertaining to how
individuals affect firm-level outcomes
clearly a bottom-up process? If so, this
seems problematic in that much of
our focus in SHC is (ultimately)
interested in unit-level phenomena/
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outcomes.

RE: The lack of “turnkey” analytical approaches to assess
bottom-up effects certainly makes empirical examinations of
research questions related to bottom-up theorizing (such as
emergence) challenging. I think there are a couple of paths
forward. First, we can leverage multilevel modeling
techniques in novel ways to derive measures of bottom-up
oriented constructs and influences; for example, the residual
files in RCM/HLM can be used to measure aspects of HCR
emergence. Also, WABA could potentially be used in a
longitudinal manner to be used in a longitudinal manner to
track the progression of human capital from an individual-
level to a unit-level construct.

Second, I think researchers can take greater advantage of
computational-modeling and agent-based simulations. This
approach requires that researchers identify relevant variables
at different levels of analysis, and specify rules and parameters

to guide the dynamics of the bottom-up process. This results
in considerable traceability in theorizing, allowing researchers
to isolate and examine elements of the model empirically,
which in turn helps to elucidate the process and associated
boundary conditions. Grand and colleagues have a
forthcoming article in the Journal of Applied Psychology that
provides a helpful example of this sort of approach.

TM: There are certainly a lot of technical details and
potential complexities involved with multilevel modeling. Do
you have any suggestions for how SHC researchers can
integrate multilevel methodological approaches into their
work?

RE: The Consortium for the Advancement of Research
Methods and Analysis (CARMA) has helpful videos on many
multilevel modeling techniques, and there are often related
workshops at AOM and SMS. Also, I keep a running list of
books and articles on my faculty webpage that provide useful
information about the multilevel approaches noted
here. Finally, I highly recommend that researchers interested
in multilevel modeling consider co-authoring with scholars in
the micro-oriented tradition, where levels of analysis issues
and multilevel statistical techniques have been an area of
scholarly inquiry for some time (e.g., in the leadership and
teams literatures). Leveraging insights that are well-established
in the micro literatures can save SHC researchers time and
considerably improve the quality of the research.

TM: Thanks, Rory!

Strategic Human Capital

Book Review: 
Work Rules!: Insights from Inside Google That Will 
Transform How You Live and Lead by Laszlo Bock

Sekou Bermiss, University of Texas Austin

Work Rules! is a “playful manifesto” detailing how
organizations in the 21st century should structure their
human resource function to maximize firm performance. It is
written by Laszlo Bock, the head of Google’s People
Operations (read: Human Resources) function. I was present
at the a conference held at Google headquarters when Bock
announced the release of this book, as well as the
accompanying mission which is to codify the HR practices
that made Google one of the best places to work in the world
with hopes that other organizations will adopt similar
philosophies. Bock is evangelical in his belief that structuring
work so that it is enjoyable benefits both employees and firm
stakeholders.

Work Rules! is a New York Times best seller, with many
flattering book liner quotes from management colleagues who
are also bestselling book writers. The book is filled with many
entertaining anecdotes which support Bock’s arguments
about the HR policies and practices that optimally improve
firm performance. In this review, I highlight three of Bock’s
central arguments and compare them to current research in
the strategic human capital area.

Recruiting stars. Bock suggests that one of the keys to
Google’s success is that they are able to recruit and retain

(Continued on page. 8)
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often largely driven by contextual factors such as the
relational capital that they develop with other employees at
the firm.

Bock explains that Google circumvents this problem by
hiring slowly and carefully. Initially, Google took 6 months
to hire for an important position, having candidates go
through up to twenty separate interviews. While they have
significantly reduced their hiring time, all potential hires still
go through a fairly comprehensive six step hiring process. A
critical aspect of their hiring process is the use of hiring
committees to make decisions. Bock explains how a single
manager at Google cannot unilaterally hire anyone, not even
a star into the company. Instead, the potential star is
interviewed by several groups within Google including
managers in department far removed from the candidate’s
area of expertise and the workers who might potentially
report to the candidate. Bock argues that this process
provides Google better insight into the potential fit of a new
star engineer. And while this process is time consuming
compared to others in their industry, it is more efficient that
the increasingly common practice of “acqui-hiring” in which a
large firm purchases a smaller firm in order to retain one or
two specific people in the target company. The evidence
Bock provides is largely anecdotal, but it points to a potential
research opportunity within the area of strategic human
capital. While considerable research has looked at the
consequences of star mobility, there are likely some insights
to be gained by investigating the specific processes that firms
utilize when attempting to hire stars into their firm.
Particularly for firms that do not have the elite status like
Google where Bock states they receive three million
applications a year to fill five thousand positons.

Emphasis on recruiting instead of training. Bock also
makes a very strong argument for “buying” versus “making”
strong performers within the firm. In chapter 3, entitled
“Lake Wobegon, Where All the New Hires Are Above
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for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 
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paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-
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standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-
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Average” Bock writes that at Google, “we front-load our
people investment. This means the majority of our time and
money spent on people is invested in attracting, assessing,
and cultivating new hires” page 61). This strategy runs
counter to industry norms where firms spend significantly
more on training as opposed to hiring. Bock contends that
training employees to become strong performers is extremely
difficult and often wasteful. Thus, it is a more effective use of
firm resources to improve recruiting practices than to
improve training programs. While this appears to be working
well at Google, research looking at internal versus external
hiring does not support this point.

For example, Mathew Bidwell’s investigation of hiring
and promotion practices at an investment bank shows
that while external hires earn higher salaries that
internally promoted workers (approximately 18 percent),
they perform worse and depart the firm sooner2. As
Bidwell’s study is also based on data from a single firm, this
contrast suggests that more research on this topic is
warranted to better understand if firms that prioritize
recruiting over training are overpaying for their human
capital.

Pay unfairly. The final point I will highlight from Work
Rules! is Bock’s endearing support of pay variance. Bock is
firm believer that human performance follows a power law
distribution instead of a normal distribution, which means
that extremely strong performers (many standard deviations
above the average) are not as rare as you might expect. Bock
argues that HR practices such as salary caps tied to
organizational positions fail to recognize that high
performers may not get promoted as quickly as their
value to the firm grows. If these high performers do not
feel appreciated, usually via salary, they will be
incentivized to test the external market and to eventually
leave the firm. Bock’s philosophy in this regard is
supported by strategic human capital research.
Specifically, a study by Seth Carnahan, Rajshree Agarwal,
and Ben Campbell used linked employer-employee data
from the legal services industry and found that high
performers are less likely to leave firms that have higher
dispersion relative to competing organizations3.

(Continued on page. 9)
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retain highly talented employees, or
stars, to their organization. Bock
details Google’s success at star
recruitment in the highly competitive
field of computer science and
engineering. Much of the strategic
capital research on stars highlights the
difficulty that they have in replicating
their performance after changing
firms (i.e., Boris Groysberg’s work on
investment bank analysts1). This is in
large part because a star’s success is
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The authors suggest that this occurs because high
performers recognize that they are more likely to
appropriate higher rents from firms with higher pay
dispersion. Interestingly, the authors also find that low
performers are more likely to leave firms with higher
dispersion. While Bock does not highlight this additional
consequence of “paying unfairly”, it is possible that
Google has been reaping the dual benefit of keeping its
top talent while shedding its underperformers due to
their explicit focus of compensating their top talent.

Overall, Work Rules! provides several well founded
principles that organizations can use to improve
workplace quality through human resource practices and
policies. Most of the prescriptions outlined in the book
are applications of concepts in behavioral economics and
psychology combined with a strict adherence to evidence-
based management. Still, there are some limitations to
Google’s findings as they are usually based on samples
from a single (fairly unique) firm.

As a result, there are many opportunities to conduct

research that test or extend the philosophical
propositions indicated in this book. Based on what I
know of Google’s culture, Bock and the People
Operations group will likely welcome the results of such
research efforts whether it supports or contradicts their
own findings.

1 Groysberg, B., Lee, L. E., & Nanda, A. 2008. Can they
take it with them? The portability of star knowledge
workers' performance. Management Science, 54(7): 1213-
1230.

2 Bidwell, M. 2011. Paying More to Get Less: The Effects
of External Hiring versus Internal Mobility.
Administrative Science Quarterly, 56(3): 369-407.

3 Carnahan, S., Agarwal, R., & Campbell, B. A. 2012.
Heterogeneity in turnover: The effect of relative
compensation dispersion of firms on the mobility and
entrepreneurship of extreme performers. Strategic
Management Journal, 33(12): 1411-1430.

SMS Milan Conference: Strategic Human Capital, 
Management Practices & Performance

March 31 – April 1, 2017

Submit Proposals by October 18, 2016

While firm performance has been studied for decades in
strategy research and economics, our understanding of how
many factors internal to firms drive performance remains
incomplete. Many advances have been made in our
understanding how resources and capabilities contribute to
firm performance, but there are fundamental gaps
concerning the role for performance of human resources,
management practices (including HR practices and
organizational design), and their interaction. The purpose of
this conference is to address these gaps. Recent advances
concerning strategic human capital, microfoundations,
important breakthroughs in measurement (e.g., increased use
of microdata) and research methods (multilevel methods,
identification) and the emergence of organization design
suggest that we may increasingly be well-equipped to grapple
with the role for performance of human resources and
management practices. The conference will stimulate a
dialogue between strategic management scholars, human
resource management scholars, economists, and others
working on these issues.

Conference Tracks (track chairs):

§ A: Strategic Human Capital
and Human Resource
Management (Heli
Wang/Rebecca Kehoe)

§ B: Management Practices and Organizational Design
(Nils Stieglitz/Massimo Colombo)

§ C: Research Methodology (Sharon Belenzon/Michael
Dahl)

§ D: Entrepreneurship and Top-Management Teams
(Steve Boivie/Martin Ganco)

Program Chairs: Russ Coff, Nicolai Foss, Alfonso
Gambardella, and Pat Wright

Keynotes (so far): Rajshree Agarwal, Ed Lazear, Scott Snell

Advisory Board: Jay Barney, Arnaldo Camuffo, Barry
Gerhart, Anna Grandori, Tobias Kretschmar, Anthony
Nyberg, John Van Reenen and Todd Zenger

Facebook - Twitter: #SMSMilan2017



Strategic Human Capital

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?

Strategic Human Capital Interest Group
2016 Team

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
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given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 
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specific “institution build-
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SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Representatives at Large

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Clint Chadwick,  

University of Kansas Denisa Mindruta
HEC Paris

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Clint Chadwick,  

University of Kansas Daniel Elfenbein
Washington 

University – St. Louis

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Clint Chadwick,  

University of Kansas Gika Dokko
University of 

California - Davis

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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University of Kansas Tomasz Obloj
HEC Paris

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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Clint Chadwick,  

University of Kansas Souku Bermiss
University of Texas -

Austin

Dear colleagues, 

 

I appreciate this chance to reflect with 

you on the state of our shared initiative, the 

Strategic Human Capital Interest Group 

(SHC IG). I’d like to briefly touch on our 
progress and prospects in two general areas, 

first, institutionally, and second, conceptually. 

Institutionally, there is much to celebrate. 

Our IG is only 5 years old, but it has become 

a strong and stable part of the SMS communi-

ty, with over 200 members in 2015. As we 

noted in a submission to SMS this spring, the 

founding rationale for the SHC IG recog-

nized: 1) that human capital is becoming an 

increasingly important strategic resource, both 

for firms in competition and for academic 

theorists, 2) that strategic human capital 

scholarship lies at the intersection of business 

management’s foundational disciplines, par-
ticularly economics and psychology, and 3) 

given #2, there was not a natural “home” for 
SHC scholars in other academic societies, and 

thus establishing an SHC IG offered SMS a 

chance to broaden its membership base as 

well as a way to nurture and legitimate the 

SHC stream of research. These three ration-

ales still apply. 

 Thus, it is significant that IG member-

ship growth has started to level off, and that 

IG membership from scholars whose primary 

home is outside SMS may have begun to de-

cline. (On a positive note, conference submis-

sions and participation in reviewing are high 

relative to other interest 

groups). In response, the 

IG leadership team 

(including our reps at 

large) have made several 

specific “institution build-
ing” efforts this year, in-
cluding: 1) renewing the 

IG newsletter, 2) launch-

ing “best paper” awards 
for the SMS conference, 

3) publicizing the SHC IG in HR/OB forums as 

well as strategy forums in advance of the 2015 

SMS proposal deadline, 4) organizing a Saturday 

paper development workshop and Saturday sen-

ior scholars panel for SHC IG, 5) building co-

sponsorships with other IGs for Denver confer-

ence sessions where our interests overlap with 

theirs. We have been working to imprint the 

standard operating procedures that lie behind 

these and other initiatives in the SHC IG’s 
DNA—dare I say, to build supporting routines? 

Hopefully, these will help us make the SHC IG 

an even better home for research on how people 

contribute to firm performance. 
 

Conceptual Progress and Prospects 

Regarding our progress on the conceptual 

front, I started by reviewing the thoughtful com-

ments that Russ Coff, Pat Wright, and Todd 

Zenger (all former SHC IG chairs) contributed 

to the SHC IG’s spring newsletter.  
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