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THE PRACTICE OF THEORY

SHAD MORRIS, BRIGHAM YOUNG UNIVERSITY

A common debate among scholars is how
much do we focus on theory vs. practice.
Sometimes I wonder if this is a false dichotomy
that we’ve created to keep us safe in our ivory
towers. Scientists generally agree that no theory
is 100% correct. Thus, the true test of a good
theory is not its ability to withstand criticism and
critique. Rather, good theory comes from its
utility. Is it useful to the people and
organizations we’re writing about?

Looking back on research that has been
influential to me as a scholar, this work tends
to be both theoretically strong and
practically useful. These are the theories I
draw upon for my consulting and teaching
and they are also the theories I draw upon
for my own research and theory
development.
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want to know where to
invest their finite
resources.

Finally, Russ Coff
plugs that the
accounting profession
may have given us a
bad way to think about
value creation and
appropriation. Maybe
employees should be

How can I move the field of strategic human

capital forward in a useful and practical

manner… even if it means that I need to

build on imperfect theories?

For example, one theory that has been
influential to many strategic human capital
scholars is Jay Barney’s idea that a company’s
most valuable and unique asset may very well
be the knowledge that resides in the heads of its
employees. This argument has become more
and more useful to organizations who try to
identify their most strategic assets and how they
might invest in them.

David Lepak and Scott Snell later pointed
out that not all of these human assets are equally
valuable and unique to the organization, but
that some are more strategic than others. This
idea has not only pushed the strategic human
capital scholarship in new directions, but it
provides a useful concept for organizations who

considered as shareholders of a company
rather than intangible assets that a company
can own. In this case, when employees
appropriate some of the value they’ve created
it’s not considered a loss to the company, but a
gain. The application of this theoretical
argument is that organizations can pay higher
salaries to employees while simultaneously
maintaining higher shareholder value.

While none of the ideas mentioned above
are 100% correct and each should be
challenged and tested more thoroughly, it
might make sense to focus on what is
practically useful about these theories and let
that drive our future research endeavors. As the
psychology professor Daniel Gilbert once said,
“The world doesn’t have the luxury of waiting
for complete answers before it takes action.”
Impartial answers are all that we have.
Sometimes it’s best to build off of these
impartial answers and move forward, asking
ourselves, “how can I move the field of strategic
human capital forward in a useful and practical
manner… even if it means that I need to build
on imperfect theories?” I think if we can take on
this practical challenge then we can build
better and more useful theory to help change
the world… or at least our field.
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PROGRAM OVERVIEW AND BEST PAPER AWARDS

TOM MOLITERNO, UNIVERSITY OF MASSACHUSETTS AMHERST

We have a great SHCIG program planned for Houston! Before I get into the details, I want to recognize
the people who reviewed for our IG: you will find their names below. This group did a fantastic job. Please
join me in thanking them for their thoughtful, thorough, and timely reviews! And a special shout out to our
two emergency reviewers, who went above and beyond to take on extra papers in the 11th hour … the fact
that we needed only two last-minute reviews indicates what a dedicated review team we had. Thank you all
very much for your contributions to our IG.

Associate Program Chair Rebecca Kehoe has coordinated three interesting sessions to kick off our
program on Sunday morning (see page 4). We hope you’ll come and be part of these sessions, which are always lively and interactive.

Our track’s main program begins Sunday afternoon. We had 40 proposal submissions this year, 28 of which were accepted for the
program. This 70% acceptance rate is slightly higher than in prior years, and speaks both to the quality of the submitted proposals and
the SMS’ support in allowing us to get more of this great work on the program. You’ll find a listing of all our IG’s sessions on the
following pages.

Last, but certainly not least, at our Business Meeting on Sunday we will again announce two paper awards for our track: the
Strategic Human Capital Interest Group Best Conference Paper and the Strategic Human Capital Interest Group Best
Interdisciplinary Paper. All proposals submitted to our track were eligible for these awards, which are separate from the conference-
wide awards. These awards are described below, along with a list of the seven finalists that were selected from the proposal
submissions that received high scores from our reviewers. The authors submitted full manuscripts that were blind reviewed by Gina
Dokko and Sekou Bermiss, two of our IG’s Reps-at-Large. Please join me in thanking Gina and Sekou for taking on the difficult task of
selecting the papers that stood out among the rest … and congratulations to all the finalists! I hope you find this year’s program
interesting and engaging, and look forward to seeing you in Houston!

-
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.

Tom Moliterno
University of 

Massachusetts Amherst

§ Bundling Supply-Side Constraints: When Firms use Carrots 
and/or Sticks as Mobility Constraints
Evan Starr, University of Maryland
David Kryscynski, Brigham Young University

§ Homesick or Homerun? Distance from Home and 
Employee Productivity – Natural Experiment from India 
Prithwiraj Choudhury, Harvard Business School
Ohchan Kwon, Harvard Business School

§ Host Country Consequences of MNC Closures – Can Young 
Firms Hire Displaced Professionals?
Wolfgang Sofka, Copenhagen Business School
Pedro de Faria, University of Groningen
Miguel Torres Preto, University of Lisbon
Bernardo M. Pimentel, University of Lisbon

§ Occupational Concentration, Job Mobility, and Transition 
to Self-Employment
Gorkem Aksaray, Emory University

§ Innovating for the Better? The Role of Advocacy Group 
Work Experience for Employee Pay 
Christoph Grimpe, Copenhagen Business School
Ulrich Kaiser, University of Zurich
Wolfgang Sofka, Copenhagen Business School

§ The External Aspect of CEO Humility: The Effect of Lower 
Expectations on Market Performance
Oleg Petrenko, Texas Tech University
Federico Aime, Oklahoma State University
Tessa Recendes, Oklahoma State University
Lei Xu, Texas Tech University
Jeff Chandler, Texas Tech University

§ When Does Paying More Pay Off?
Hazhir Rahmandad, MIT
Zeynep Ton, MIT

Strategic Human Capital
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Strategic Human Capital Interest Group Reviewers: Sharon Alvarez, Matthew Barlow, Frederick Bentley, Y Sekou Bermiss, Matthew
Bidwell, Christiane Bode, David Boss, Flore Bridoux*, Joseph Broschak*, Rhett Brymer, Benjamin Campbell, Seth Carnahan, Amit Jain
Chauradia, Alia Crocker, Naga Lakshmi Damaraju, Gina Dokko, Rory Eckardt, Corey Fox, Pranav Garg, Thorsten Grohsjean, Timothy
Gubler, William Hesterly, Johanna Jaskari, Rebecca Kehoe, David Kryscynski, Christopher Liu, John Mawdsley, Philipp Meyer-Doyle,
Denisa Mindruta, Mahka Moeen, Anthony Nyberg, Tomasz Obloj, Sotirios Paroutis, Lamar Pierce, Marketa Rickley, Richard Smith,
Margarethe Wiersema, Shinjae Won. *emergency reviewer



Senior Faculty Panelists

Senior Faculty Roundtable Discussants

Gina Dokko
University of California, Davis

Anthony Nyberg
University of South Carolina

Greg Reilly
University of Connecticut

Tomasz Obloj
HEC Paris

Rebecca Kehoe

Rutgers University

SMS HOUSTON:
SATURDAY SESSION

Strategic Human Capital Junior Scholar Paper Development Workshop
12:00 to 17:00

We are pleased to offer our second junior scholar paper development workshop at the 2017 Strategic Management Society
meeting in Houston, Texas. In the first portion of this workshop, senior faculty roundtable leaders will work with junior scholars in
developing their research. In the second portion of the workshop, a panel of prominent senior scholars will discuss their
experiences conducting research and publishing in a multidisciplinary space.

Strategic Human Capital
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Wendy Boswell
Texas A&M University

Clint Chadwick
University of Kansas

Patrick Wright
University of South Carolina

Tom Moliterno
Uni. of Massachusetts Amherst



Strategy Microfoundations And Human Capital: New 
Directions

Session Co-Chairs: Rebecca Kehoe and Deepak Somaya
8:00am – 9:15am Sunday Panel Session 530

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
contexts has led to a vigorous outpouring of scholarship
that has galvanized our broader field. Prior research has
focused on core questions related to human capital micro-
foundations such as employee mobility, labor market
frictions, types of human capital, incentives and
motivation, the architecture of human capital resources,
and high-performance work systems. In this session,
Philip Bromiley, Connie Helfat, Andrew Shipilov, and
Pat Wright will discuss important NEW research
directions for human capital microfoundations – for
example, in examining the role of human capital in risk
taking, dynamic capabilities, managerial entrepreneurship
and innovation.

Developing Strategic Human Capital Theory in 
Response to Real World Problems

9:45am – 11:00am Sunday Panel Session 529
Session Chair: David Kryscynski

This session will address issues of strategic execution
and how real world phenomena can better inform
strategic human capital research. A panel of two scholars,
Shad Morris and Rick Smith, and two practitioners, Dr.
Claudy Jules of Accenture Strategy and Michaela van
Schalkwyk of Marathon Oil, will share current pressing
issues facing companies and discuss the need for research
on these topics. Participants will be engaged in round
table discussions to discover new theoretical research
streams.

Unconventional Strategies for Managing Human 
Capital Diversity

Session Co-chairs: Sekou Bermiss and Dana Minbaeva
11:15am – 12:30pm Sunday Panel Session 528

In light of growing polarization, recent political events,
positive and negative changes brought about by
globalization, firms face the need to deal with growing
human capital diversity (e.g., national, cognitive, age,
gender, etc.), which is multifaceted, difficult to grasp, and
problematic to manage using conventional strategies. So
what do firms do? In this interactive session, Clint
Chadwick, Anthony Nyberg, and Pat Wright will discuss
research highlighting the unconventional strategies that
firms might use to manage the intensifying diversity of
human capital resources within modern firms.

SMS HOUSTON:
SUNDAY SESSIONS

Strategic Human Capital
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Labor Markets: Where and How do Firms Get Strategic Human Capital Resources?
Session 592 | 08:00 – 09:15 

Human Capital Pipelines –Implications and Consequences 
Muntakim Choudhury, University of Massachusetts, Amherst

Sourcing Human Capital Resources: The Specialization Advantage, Sourcing Determinants and Alignment 
Joshua Bendickson, University of Louisiana at Lafayette
Timothy Chandler, Louisiana State University
Barclay James, Universidad San Francisco de Quito

Occupational Concentration, Job Mobility, and Transition to Self-Employment 
Gorkem Aksaray, Emory University

Hiring Experts in a Recession: Labor Pool Sourcing Effects on Firm Performance 
Amit Jain Chauradia, Indian School of Business
John Mawdsley, HEC Paris

- Continued on Page. 6 -

SMS HOUSTON:
PRESENTATION SESSIONS

Big Ideas: Creating Value, Appropriating Rent, and Leveraging Complementarities 
Session 589 | 16:45 – 18:00 

Strategic Firm Resources: A Multidimensional Model Integrating Human Capital and Social Capital at Multiple 
Levels
Alia Crocker, Babson College
Complementarities and Human Capital Rents
Rory Eckardt, Binghamton University
Frederick Bentley, Binghamton University
David Lepak, University of Massachusetts Amherst
Seth Spain, Binghamton University
Rent Appropriation Management of Strategic Human Capital in Practice
Jim Andersen, University of Skövde
Christian Jansson, University of Skövde
Torbjörn Ljungkvist, University of Skövde
Psychological Resources: Can They Be a Source of Firm Competitive Advantage?
Pingshu Li, University of Texas - Rio Grande Valley
Michael Campion, University of South Carolina
Star Performer Turned Managers and Organizational Outcomes: Contingent Effects of Inspirational Role Model 
Effects
Jongsoo Kim, Purdue University

Can Good Jobs Be Profitable in Low Cost Services? A Systemic Model and Estimation
Hazhir Rahmandad, MIT

Business Meeting
18:15 – 19:15

SUNDAY

MONDAY

Strategic Human Capital
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Exploring the O in KSAOs -- Part I
Session 684 | 14:00 – 15:15

Employee Satisfaction and Acquirer Stock Performance 
Sea-Jin Chang, National University of Singapore and Korea Advanced Institute of Science and Technology

Value Creation and Extraction in Workers: Productivity and Bargaining in Chinese Salons 
Lamar Pierce, Washington University in St. Louis
Wei Wang, University of Illinois at Urbana-Champaign
Dennis Zhang, Washington University in St. Louis

Homesick or Homerun? Distance from Home and Employee Productivity – Natural Experiment from India 
Prithwiraj Choudhury, Harvard Business School
Ohchan Kwon, Harvard Business School

Innovating for the Better? The Role of Advocacy Group Work Experience for Employee Pay 
Christoph Grimpe, Copenhagen Business School
Ulrich Kaiser, University of Zurich
Wolfgang Sofka, Copenhagen Business School

Compensation: Antecedents and Outcomes of Incentivizing Human Capital Resources 
Session 590 | 17:00 – 18:15

When Does Paying More Pay Off? 
Hazhir Rahmandad, MIT
Zeynep Ton, MIT

Human Capital Strategies and Firm Performance 
Jorge Tarzijan, Catholic University of Chile
Cristian Ramirez, University of California - Los Angeles

Social Responsibility, Pecuniary Incentives, and Workers’ Willingness to Invest in Firm-Specific Human Capital 
Vanessa Burbano, Columbia University
David Kryscynski, Brigham Young University

Motivating Human Capital Resources through Collective Pay: A Meta-analysis and Theoretical Extension 
Ormonde Cragun, University of South Carolina
Anthony Nyberg, University of South Carolina
Spenser Essman, University of South Carolina
Dhuha Abdulsalam, University of South Carolina

Influences of CEO Option Pay and TMT Option Pay Dispersions on Geographic Diversification 
Elizabeth Lim, Georgia State University

On How Non-creative Industries Benefit from Creative HRM Practices: The Morning Star Case 
Magdalena Dobrajska, Copenhagen Business School
Olga Zarzecka, Hong Kong Polytechnic University

Strategic Human Capital
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Exploring the O in KSAOs -- Part II
Session 593 | 11:00am - 12:15pm

To Adopt or Not to Adopt LGBT-Friendly Strategic Initiatives? Institutional Pressures and Strategic Choice
Dorothea Roumpi, University of Arkansas
Panagiotis Giannakis, University of Arkansas
John Delery, University of Arkansas

The External Aspect of CEO Humility: The Effect of Lower Expectations on Market Performance

Going Down with The Ship? Organizational Failure, Intraprofessional Status Change and Stigma by Association

Ten Years Later: The Pipeline to the Top at Best Practice Firms
Dawn Harris, Loyola University Chicago
Peter Norlander, Loyola University Chicago

Strategic Human Capital Mobility and Turnover: Good or Bad? Discuss
Session 588 | 15:45 - 17:00

Bundling Supply-Side Constraints: When firms use Carrots and/or Sticks as Mobility Constraints
Evan Starr, University of Maryland
David Kryscynski, Brigham Young University

Internal Rivalry and Post-Merger Exits: How Bargaining Power and Relative Standing Affect Professional 
Mobility

Corporate Hierarchy and Organizational Learning: An Empirical Test and Extension of March (1991)

Vanquished or Victorious? Acquiring and Target CEO Trajectories following U.S. Mergers and Acquisitions
Kathleen Park, Massachusetts Institute of Technology
Anthony Gould, Laval University

Knowledge and Human Capital
Session 711 | 17:15 - 18:30

Employee Non-Compete Agreements and External Knowledge Sourcing: The Paradoxical Impact of Potential 
Employee Mobility
Eunkwang Seo, University of Illinois at Urbana-Champaign
Deepak Somaya, University of Illinois at Urbana-Champaign

Employment Protection, Resource Adjustment, and the Persistence of Firm Performance
Dongil Keum, Columbia Business School

Knowledge and Social Defences: The Effect on Knowledge and Social Interdependencies on Inventor Outward 
Mobility

Identity Preservation: A Multimethod Analysis of Employee Resistance to Organizational Change
Nick Mmbaga, University of Tennessee

TUESDAY

Strategic Human Capital
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Oleg Petrenko, Texas Tech University
Federico Aime, Oklahoma State University
Tessa Recendes, Oklahoma State University

Lei Xu, Texas Tech University
Jeff Chandler, Texas Tech University

Hye Joon Park, Penn State University
Rhett Brymer, Miami University

Leonard Bierman, Texas A&M University
Forrest Briscoe, Penn State University

Agnieszka Nowinska, Copenhagen Business School
Kristina Vaarst Andersen, Copenhagen Business School

Mark Lorenzen, Copenhagen Business School

John Joseph, University of California, Irvine
Luke Rhee, New York University

Alex Wilson, University of Minnesota

Daniel Tzabbar, Drexel University
Bruno Cirillo, SKEMA Business School

Stefano Breschi, Bocconi University
H. Dennis Park, Drexel University



REFLECTIONS ON THE MILAN CONFERENCE

SCOTT A. SNELL, UNIVERSITY OF VIRGINIA

Analytics has been called a game changer for the
future of HR. Nevertheless, organizations have struggled
to move from operational reporting to true analytics.
Several consultancy reports and numerous LinkedIn blogs
confirm: despite the vastness of available corporate data,
organizations have been slow to develop their HCA
capabilities (Minbaeva, 2017), and those that have
focused on such development have struggled to move
from operational reporting for benchmarking and
decision making to analytics in the form of statistical
analysis, development of ‘people models,’ analysis of
dimensions to understand cause and delivery of
actionable solutions.

Why do companies struggle to move to analytics?

At this point, everyone agrees that analytics and
evidence-based decisions are the future. The path to the

ultimate goal has been identified, steps have been
defined, and successful cases and “how we did it” stories
are ready to guide our way. So, after five years of
extensive conversations, why do we still have so far to
go? Why aren’t we there?

I would argue that there are three main reasons:

1. Achieving a competitive advantage through a
sound understanding of one’s own human capital
requires building and developing HCA as an
organizational capability. In many, if not all, of the
companies with which we1 worked, the initial
organizational investment in HCA and the establishment
of an organizational HCA function could be traced to a
specific individual—the HCA champion and change agent.

- Continued on Page. 9 -

HUMAN RESOURCE ANALYTICS

DANA MINBAEVA, COPENHAGEN BUSINESS SCHOOL

Strategic Human Capital
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Bravo, bella, complimenti, grazie! Russ Coff, Nicolai
Foss, Alfonso Gambardella, and Pat Wright, the
organizers of the Milan conference, did a great job of
putting together a highly engaging and thought
provoking program. And they had a great team. The
event did just what these smaller, more focused programs
are supposed to do. It brought together a diverse group
of scholars around topics we have in common, and
around which we sometimes disagree, and helped us find
common ground. It is energizing – and a little humbling –
to mix it up with world-class colleagues from economics,
strategy, psychology, and the like, exchanging ideas,
sharing perspectives, asking questions, and testing our
thinking on one another. We don’t get enough
opportunities like this one, and it was well worth the
time. We’re all better for the experience I’m sure.

The keynote speakers shared their perspectives and
research, and focused not so much on what we know, but
where we might go as a field. It was my privilege to give
one of those keynotes, and share some of my current
work on strategy execution. Based on the experience of
Microsoft, Marriott, UPS, SunTrust, and Vail Resorts, I
highlighted four key criteria (agility, ability, architecture,
and alignment) that frame strategy execution. Each of
these “As” has direct implications for the development
and deployment of human capital, and hope is that the

discussion sparked some ideas
about where others in the audience
my take their research. It was
especially fun to compare notes
with colleagues doing similar work.

But more so than the keynotes,
perhaps the best sessions were the
ones where participants brought
early stage formative work and
shared with the group in smaller

Scott A. Snell
University of Virginia

breakouts. There was just enough structure to keep the
conversations directed, but the exchanges were more
informal, interactive, and you could see the intellectual
wheels turning. The conversations continued out into the
hallways, and into the cafes well into the evenings. The
Italian expression, dolce far niente certainly applies. It
was good to be with old friends, and make new ones.

Milan was a beautiful venue for the program, and the
team at Bocconi were gracious hosts. The ability to
convene our group in such a relaxed and inspiring setting
is truly noteworthy. Thank you again. It was a pleasure.

Scott



Unfortunately, we also saw numerous examples in
which the organizational success with HCA stopped,
when that individual decided to leave the organization.
However, if HCA is developed as a true organizational
capability, it should “stay” within the organization even if
the individual—the HCA champion—leaves. In the
forthcoming paper (Minbaeva, 2017), I argue that the
development of HCA within an organization requires
working with three dimensions of HCA: data quality,
analytical competencies, and strategic ability to act.
Moreover, such work must be undertaken on three levels:
individual, process, and structure.

2. Before starting to invest significant organizational
resources in building HCA, companies should ask a
simple question: Are we doing this because it is
fashionable or because it is rational? Couple of years ago
Rasmussen and Ulrich (2015) questioned whether HR

Researchers proposing that HCA can lead to superior

organizational performance when developed as

organizational capability should comprehensively identify

and meticulously theorize about the relevant causal

mechanisms and variables involved. We will need large-N

empirical studies with longitudinal data to prove that the

move from operational reporting to analytics results in

enhanced performance.

analytics is a management fad. In the very recent Special
Issue of the JOEPP, Boudreau and Cascio (2017) also
point out that “a fundamental requirement is that HCA
address key strategic issues that affect the ability of senior
leaders to achieve their operational and strategic
objectives”.

Analytics should allow an organization to balance
intuition, experience, and beliefs with hard facts and
evidence: “It helps focusing on what really matters and on
what works and what doesn’t work” (Rasmussen and van
der Togt, 2017). In the Introduction to that Special Issue, I
argue that a move from reporting to analytics is desirable,
as companies that only use data for reporting are at a
significant disadvantage. A reliance on operational
reporting may result in short-term performance parity,
but will not result in a sustained competitive advantage.

Having said that, empirically the link between HCA and
performance is not established yet. There is a significant
need for further theoretical and empirical work that
systematically links HCA with organizational performance
in a strategic context. Researchers proposing that HCA
can lead to superior organizational performance when
developed as organizational capability should

analytics professionals are too simplistic and results are
seldom actionable.

There is a need for a closer cooperation between
academia and practice. In fact, both sides hit a wall when
trying to answer the question of how to make analytics
actionable (Rasmussen and Ulrich, 2015).

One of the reasons is that business leaders do not
have access to existing advanced management research,
and hence, are not exploiting scientific knowledge and/or
analytics techniques developed by researchers,
knowledge that when exploited correctly could help
them to increase their competitiveness and profitability.
Over the years, we have accumulated enormous amounts
of models that have been tested and retested numerous
times and in various settings. If we look for relevant
discussions in international peer-reviewed outlets, we find
lots of “meta-analyses” - systematic reviews of the
literature on the topic of interest undertaken with the
hope of identifying patterns among the various studies’
results and sources of disagreement. However, here is
one problem: all our models are difficult to comprehend,
and all good meta-analyses are typically difficult to read
and often difficult to understand for someone outside of
the focus area. And here the practice could use some
help from research. In a conversation with one of HCA
Group’s1 corporate partners, an analytics practitioner
noted a need for more than “pretty science” – a need for
results that are easily comprehended and useful.

Translating our findings into practitioners’ language on
our websites2, in blogs and media, proactively taking up
the “so what” questions in our publications – all these
make our research not just relevant for practice but could
potentially assist practice to advance from descriptive
metrics to predictive analytics, from arguing with
correlations to building causality.

“What’s in it for me?” a typical researcher would
wonder. Well, first and foremost, it’s access to data and

- Continued on Page. 10 -

comprehensively identify and
meticulously theorize about the
relevant causal mechanisms and
variables involved. We will need
large-N empirical studies with
longitudinal data to prove that the
move from operational reporting to
analytics results in enhanced
performance.

3. Models that are used by
Dana Minbaeva

Copenhagen Business School

Strategic Human Capital
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potentially Big Data. Actually we should rather talk about
Smart Data. In the recent editorial of the Academy of
Management Journal, the editors point out that for
management research, “big” is not really interesting. I
concur: the defining parameter is how “smart” the data
are, i.e. how many insights that volume of data can
provide. These insights are not possible to get if the
researchers’ aim is to get as much data as possible, run to
their offices as soon as possible and shut their door with
the label “Don’t Enter - Running STATA”. Practitioners
could explain in detail the context in which relations are
observed. This is much needed since greater
contextualization is the key in todays’ management
research.

References:
Minbaeva, D. (2017), Building Credible Human Cpital Analytics for
Organizational Competitive Advantage. Human Resourc Management.
Forthcoming
Rasmussen, T., & Ulrich, D. (2015). Learning from practice: how HR
analytics avoids being a management fad. Organizational Dynamics, 44(3),
236-242.
Boudreau, J., & Cascio, W. (2017). Human capital analytics: why are we
not there?. Journal of Organizational Effectiveness: People and
Performance, 4(2).
van der Togt, J., van der Togt, J., Rasmussen, T. H., & Rasmussen, T. H.
(2017). Toward evidence-based HR. Journal of Organizational
Effectiveness: People and Performance, 4(2), 149-154.

1 Human Capital Analytics Group at CBS
2 For example, the Human Capital Analytics Group at CBS has established
a website that offers executive summaries of the most recent and most
relevant articles (see www.cbs.dk/hc-analytics under “Research Insights”.

SHCIG’S IMPACT ON OUR PUBLISHING RATES

RHETT A. BRYMER, MIAMI UNIVERSITY, OHIO

outcomes of managing workers. Yet, most of us are quite
familiar with the challenges of publishing our work in top
journals, in part because it typically blurs traditional
disciplinary distinctions. Though SHCIG has presumably
made progress in integrating the multiple disciplinary
perspectives in SHC, Pat Wright, Russ Coff, and Tom
Moliterno (2014) point out that there is still considerable
dissonance among top journal reviewers in evaluating
SHC manuscripts.

What impact has the SHCIG had on our ability to
publish our research? Ultimately, publishing success is
where the rubber hits the road for the long-term success
of our scholarship within the academy.

To answer the question, I performed an analysis of the
SHC articles published in the seven years prior to the
SHCIG (2004-2010) and compared them to the seven
years since its formation (2011-2017). Articles were
identified through Web of Science using the required
simultaneous keywords of “human capital” and “firm
performance” in a variety of top journals in our field that
have spanned 2004-2017: general management journals

Rhett Brymer

Miami University, Ohio

From the 2010 Rome launch to
the recent 2017 Milan special
conference, our Strategic Human
Capital Interest Group (SHCIG)
has become a prominent fixture in
Strategic Management Society’s
landscape. The group largely has
accomplished what it set out to do
by providing community and
venue for scholars interested in
the firm and market-based

(AMJ, AMR, AMP, ASQ, JMS, JOM, MS, OS),
entrepreneurship journals (JBV, ETP), human resource
journals (JAP, PP, HRM, HRMR, HRMJ), and strategy
journals (SMJ, SO, LRP). Though not every SHC article was
captured using this method, it makes for a consistent
comparison for the two eras.

The results suggest a substantial impact of SHCIG on
our publishing frequency. The number of SHC articles
published has increased 84.2% (76 to 140) from the pre-
to post-SHCIG periods, a notably higher jump than the
average growth in the total number of articles published
as journal space grew (25.1%). SHC articles represent just
under 2% of the total number of articles in these journals.
Our impact is more impressive – SHC articles are cited
76.3% more than all other articles from these journals
(average Web of Science means of 28.1 vs. 16.0 citing
articles), a conservative comparison given SHC’s recent
publishing surge and the lag effect of citation counts.

Apparently, SHC’s impact is widespread like the
nature of our area. The top citing journals of our work in
the sample list are SMJ, ETP, HRM, JBV, and AMJ in that
order, representing a diverse set of scholarship
recognizing our contributions.

Despite long term trends of escalating competition for

- Continued on Page. 11 -
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The number of SHC articles published has increased

84.2% (76 to 140) from the pre- to post-SHCIG periods, a

notably higher jump than the average growth in the total

number of articles published as journal space grew

(25.1%).



CONFERENCES

5th Annual Wharton People Analytics Conference

https://wpa.wharton.upenn.edu/conference/

Date: March 22-23 2018

Location: Philadelphia, PA

The Wharton People Analytics Conference is a two-day
event that brings evidence to people decisions. The program
spans from culture and diversity to applying artificial
intelligence to hiring and performance management. The
conference includes:

§ Leading industry and academic speakers and
panelists, connecting research and organizational
decision making

§ Interviews with leading practitioners and people
analytics innovators

§ A Research Paper Competition highlighting novel
research in the field

§ A Student Case Competition solving a live
problem with real data

§ A Startup Competition that will showcase
innovative start ups addressing needs within the
People Analytics field

Two books that are highly recommended and centered
on the way that technology is altering the way that human
capital is perceived and employed within organizations:

The Future of the Professions: How Technology Will 
Transform the Work of Human Experts

by Richard Susskind and Daniel Susskind

This book predicts the decline of today's professions and
describes the people and systems that will replace them. In an
Internet society, according to Richard Susskind and Daniel
Susskind, we will neither need nor want doctors, teachers,
accountants, architects, the clergy, consultants, lawyers, and
many others, to work as they did in the 20th century. (Amazon)

The Second Machine Age: Work, Progress, and Prosperity 
in a Time of Brilliant Technologies

by Andrew McAfee ve Erik Brynjolfsson

A look at how digital technology is transforming our work
and our lives. In The Second Machine Age MIT’s Erik
Brynjolfsson and Andrew McAfee—two thinkers at the forefront
of their field—reveal the forces driving the reinvention of our
lives and our economy. They discuss how professions of all
kinds—from lawyers to truck drivers—will be forever upended.
Companies will be forced to transform or die. Recent
economic indicators reflect this shift: fewer people are
working, and wages are falling even as productivity and profits
soar. (Amazon)

BOOKS

space in top journals (Certo, Sirmon, & Brymer, 2010),
SHC scholarship has become more prolific, prominent,
and impactful, at least in part because of the community
that the SHCIG has helped build.

While our membership continues to hover around 250
SMS members, our Interest Group continues to attract
new scholars to the community, evidenced by averages of
53.7 student members and 72.9 new SMS memberships
that join SHCIG each year 2011-2016. Much space
remains in the “great divide” (Wright et al., 2014) we SHC

scholars continue to chart out. By these indications, our
SHCIG community is thriving to support our growing,
high impact research.
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