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employers) and groups (e.g., project teams) than ever before.

in which a firm leverages prospective hires’ professional
affiliations to increase the firm’s access to and facilitate
the efficient selection of individuals in a particular labor
market talent segment--hereafter, hiring by professional
affiliation (HBPA). We review research on six HBPA prac-
tices: acqui-hiring, boomerang hiring, competitor poaching,
formative affiliation hiring, liftouts, and supply chain hiring.
Using Podolny’s pipes and prisms metaphor, we show that
research on HBPA has emphasized hiring organizations’
efforts to (a) leverage prospective hires’ focal professional
affiliations as prisms to facilitate matching between the
organization and new hires, and (b) leverage new hires’ focal
affiliations as pipes to access resources otherwise difficult
to acquire. Transcending the focus of extant research on
individual HBPA practices, we then develop propositions
elaborating the conditions under which HBPA is likely to

yield varied consequences for firms’ workforce composition
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and organizational capabilities--ranging from replicat-
ing the status quo to increasing workforce diversity and

organizational capacity for innovation and change.

KEYWORDS
careers, hiring, recruitment, selection, status, strategic human
capital

1 | INTRODUCTION

Increasingly mobile careers mean that today’s organizations more often need to turn to the external labor market to
meet their talent needs. With this increased individual mobility, hiring firms encounter prospective employees who
hold professional affiliations with more organizations (e.g., former employers) (Bidwell & Briscoe, 2010) and groups
(e.g., project teams) (Munyon et al., 2011) than ever before.

This juxtaposition invites attention to the increasing prevalence of hiring practices in which prospective employ-
ees’ professional affiliations play a central role in shaping firms’ hiring decisions—hereafter, hiring by professional
affiliation (HBPA). HBPA encompasses a collection of hiring practices in which a firm leverages prospective hires’ pro-
fessional affiliations to increase the firm’s access and to more efficiently select individuals in a particular labor market
talent segment. HBPA practices include acqui-hiring, boomerang hiring, competitor poaching, formative affiliation hir-
ing, liftouts, and supply chain hiring. In these practices, hiring decisions are influenced by the professional affiliation(s)
held by prospective employees—an influence with far-reaching implications for both the selection (and exclusion) of
particular candidates and for the resources that hiring firms acquire through these hiring processes.

Although a lack of systematic tracking of firms’ use of HBPA makes a precise accounting of the prevalence of these
practices difficult to obtain, anecdotal reports on specific HBPA practices reflect their growing importance in firms’
hiring (and broader resource acquisition) processes. For instance, boomerangs comprised 4.5% of all external hires
among companies on LinkedIn in 2021 (Dill, 2021), and research identified over 50% of acquisitions made by large
technology firms in 2011 and 2012 as possible acqui-hires (Sawicki, 2015).1

While emerging research offers insights related to particular HBPA practices, to date, research on these individ-
ual HBPA practices has been siloed, guided by distinct research questions characteristic of the varied theoretical and
disciplinary perspectives of the scholars studying them. As a result, we currently lack a basis for deriving integrated
insights from the cumulative knowledge developed across these fragmented research streams and are left with a
myopic view of HBPA. In particular, because any single HBPA practice tends to represent only a portion of an orga-
nization’s total hiring, this research has devoted scant attention to the broader implications of HBPA for hiring firms’
workforce composition and resource stocks—implications which may more readily emerge from a more holistic con-
sideration of HBPA as a category of hiring practices. Moreover, prior research has largely focused on the short-term
benefits associated with individual HBPA practices, while also largely assuming that all organizations benefit equally
across HBPA events. As a result, the existing literature offers a limited understanding of the more problematic aspects
of HBPA and the contingencies that shape when these practices are likely to deliver their intended benefits.

Our purpose is thus to extend the literature on HBPA by providing both an integrative review of extant research and
a set of propositions that offer a theoretical foundation to better understand when and how HBPA practices are likely
to support different strategic and workforce goals of organizations. We begin by clearly defining HBPA and each of
the six HBPA practices included in our review. We discuss how each hiring practice connects to our conceptualization
of HBPA and how, as a group, these hiring practices relate to more frequently studied hiring practices such as open

market external hiring and referrals. Given the siloed research on these practices, this first step offers a critical basis
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for understanding the commonalities connecting these practices as a category and the boundaries separating them

from more familiar hiring approaches. We also note the timeliness of this exercise: of the 149 papers included in our
review, over half were published in the last decade and nearly a third were published in the last 5 years, reflecting
increasing research interest in HBPA practices.

We then introduce a unified theoretical lens through which we review the current scholarship that articulates
the intended benefits of various HBPA practices. Specifically, we adopt Podolny’s (2001) metaphor of network ties
as prisms and pipes in highlighting how firms leverage prospective hires’ professional affiliations to achieve two dis-
tinct outcomes. First, firms leverage prospective hires’ professional affiliations with the intention of better evaluating
potential candidates, leading to improved quality and efficiency in the matching process (affiliations as prisms). Second,
through HBPA practices, hiring firms are often afforded preferred access to valuable external resources associated
with new hires’ source affiliations that would otherwise be costly or difficult to attain (affiliations as pipes).

Building on this theoretical backdrop, we develop propositions that advance a more nuanced, balanced considera-
tion of HBPA than is present in the literature. More specifically, we elaborate the conditions under which firms’ use of
HBPA is likely to yield varied consequences for workforce composition and organizational capabilities—ranging from
replicating the status quo to increasing workforce diversity and organizational capacity for innovation and change—
outcomes that may be viewed as more or less favorable across contexts. We further consider the post-hire stage of
integration—both of new hires and of newly accessed resources—which is a critical, yet often overlooked requirement
for the value of HBPA to be realized.

A key focus in our theoretical development is on the professional affiliations from which hiring firms source new
hires. In particular, we suggest that the role of these affiliations in HBPA need not be limited to serving as prisms that
facilitate more precise matching or as resource repositories accessed through transaction-oriented pipes created by
an employee’s movement to the hiring firm, as much of the extant HBPA literature might suggest. Rather, we argue that
source affiliations may also serve as important sources of information, guidance, and support that help to facilitate the
effective integration of new HBPA hires and newly accessed resources such that they may create greater value follow-
ing the hiring process. From this standpoint, we suggest that high-quality relational ties connecting a hiring firm to a
source affiliation may dramatically increase the return on HBPA—particularly in circumstances when the integration
of new hires and resources would otherwise be difficult.

Our aim is to provide a foundation for scholars to more fully recognize and account for the role of professional
affiliations in the hiring process. We elaborate how HBPA practices may be employed not only to achieve isolated
hiring goals or to gain access to a particular set of resources, but as critical tools that can be wielded to support the
(re)shaping of an organization’s workforce and the reinforcement and/or transformation of an organization’s capabil-
ities. As we detail in the discussion, we also hope that our work encourages scholars and practitioners to adopt an
expanded view of labor market matching, spurs deeper examination of how HBPA fits into firms’ broader portfolios of
hiring and resource acquisition strategies and motivates consideration of how HBPA relates to the role of educational
affiliations in hiring.

2 | DEFINING AND IDENTIFYING HIRING BY PROFESSIONAL AFFILIATION

Hiring firms typically perceive external candidates as mobile repositories of skills, routines, and knowledge. As Corre-
doira and Rosenkopf (2010, 159) note, research adopting this perspective is “rooted in the notion of portable human
capital [and] tends to find that hiring firms gain from importing these employees.” These gains may take several forms.
External hiring enables firms to acquire new knowledge (Rosenkopf & Almeida, 2003; Song et al., 2003) and access
influential social capital (Dokko & Rosenkopf, 2010). Firms can use external hiring to facilitate innovation (Rao &
Drazin, 2002) and to jump-start efforts toward strategic change (Kraatz & Moore, 2002). It can be useful for acquir-
ing new clients (Somaya et al., 2008) and for weakening competitors (Chacar & Coff, 2000). Firms may also perceive

hiring as an exercise in impression management because it can provide status and legitimacy benefits by shaping how
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external stakeholders perceive a firm (Finkelstein et al., 2009; Khurana, 2002). In this review, our focus on HBPA hones

in on a set of hiring practices in which firms leverage the professional affiliations of prospective hires in an effort to
capture one or more of these benefits.

From a hiring firm’s perspective, the professional (i.e., employment-related) affiliations with which employees come
to be associated over the course of their careers may meaningfully distinguish a worker or subset of workers from the
broader labor market. First, professional affiliations are not formed at random; the attraction and selection process
through which individuals are connected to particular affiliations distinguishes these individuals from candidates in
the broader labor market. Second, a worker’s affiliation may represent a pathway through which the hiring firm, by
hiring a particular worker, can access resources associated with that affiliation. In this sense, a worker’s affiliations may
reflect information about the worker’s value and potential contributions while also supplementing those contributions
with resources that the affiliation makes available. Building on this premise, we elaborate the ways in which individuals’
professional affiliations are relevant to firms’ hiring decisions and outcomes.

We define HBPA as hiring practices that leverage prospective hires’ specific professional affiliations to increase the
firm’s access to and efficient selection of external hires. In this definition,

» “professional affiliations” refers to the organizations, teams, and/or colleagues to whom prospective candidates
develop associations through their work experiences;

* to “increase access” refers to increasing the relative representation of a particular labor market segment in the
firm’s prospective candidate pool and/or to strengthen the attraction of prospective candidates within a particular
segment to the hiring firm;

+ ‘“efficient selection” refers to the reduction of information asymmetries resulting from (a) the matching that occurs
in the process by which individuals are associated with a given affiliation (e.g., recruitment and selection) or (b)

awareness of valuable resources to which a hiring firm may gain access through a prospective hire’s focal affiliation.

In a review spanning the fields of management (e.g., HR and strategy), law, accounting, sociology, and economics,
we identified the six HBPA practices defined below that have been the focus of empirical inquiry. In Table 1, we offer a
further elaboration wherein we highlight the focal professional affiliation and offer an example of each practice in use.

(1) Acqui-hiring refers to the acquisition of acompany primarily to gain access to the firm’s employees (e.g., Chatterji
& Patro, 2014; Coyle & Polsky, 2013).

(2) Boomerang hiring refers to hiring individuals who were previously employed in the hiring firm (e.g., Arnold et al.,
2021; Swider et al., 2017).

(3) Competitor poaching refers to hiring directly from a product-market competitor (e.g., Aime et al., 2010;
Gardner, 2005; Grohsjean et al., 2016).

(4) Formative affiliation hiring refers to hiring based on an individual's early-career affiliations with specific
institutions, such as employment in a particular firm (e.g., Dobrev, 2005) or service in the military (e.g., Barley, 1998).

(5) Liftouts refer to hiring an existing team from another organization (e.g., Groysberg & Abrahams, 2006;
Groysberg & Lee, 2009).

(6) Supply chain hiring refers to hiring directly from an organization’s clients or suppliers (e.g., Carnahan & Somaya,
2013; Somaya et al., 2008).

Establishing HBPA as a category of hiring practices raises questions of (1) the role of intentionality in HBPA, and (2)
the distinctiveness of HBPA practices relative to more established hiring practices such as open market and referral
hiring—two interrelated points that we consider through the lens of when and how HBPA may inform different phases
of the hiring process.

The relevance of prospective employees’ professional affiliations in HBPA may materialize during recruitment
and/or selection. Much HBPA research implicitly assumes that individuals’ professional affiliations play a central
role in recruitment. Certain HBPA practices are, by nature, intentional from the outset. Acqui-hiring and liftouts, for

example, involve hiring many affiliated individuals at once, clearly intentional acts due to the coordination involved in
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simultaneously hiring many or all members of the same unit. Yet, in some cases, a candidate’s professional affiliations

may not be relevant until the selection process. For example, while a firm may intentionally ask a former employee
to return, a former employee may also apply for a job posted on the company’s website without such prodding. In
the latter case, the individual’s affiliation with the hiring firm becomes known only when the hiring manager reviews
the application and recognizes the candidate as a potential boomerang hire. Similarly, while firms may proactively
poach an employee from a rival firm, firms may also receive unsolicited applications from employees of rival firms.
The presence—but not the timing—of intentionality is integral to the classification of a hiring practice under the HBPA
umbrella.

The above discussion also highlights that while the central role of a candidate’s professional affiliation makes HBPA
a conceptually distinct hiring category, in practice, HBPA may nonetheless intersect with other hiring approaches. The
examples above show how HBPA may overlap with open market hiring, a practice that enables any candidate to apply
for ajob, including those with professional affiliations that are then considered at the selection stage. Similarly, a head-
hunter may present a hiring firm with a candidate who currently works for a supplier, or a current employee may
recommend a friend who works for a competitor through a referral hiring program. Regardless of whether a hire
comes from the open market, an intermediary (e.g., a search firm), a referral, or another channel, HBPA occurs when
prospective candidates’ professional affiliations influence a hiring firm’s efforts to increase access to and/or more effi-
ciently select external candidates from specific sources. Finally, we delineate the boundaries of our definition of HBPA
to include hiring decisions targeting only prospective hires’ employment-related professional affiliations. In so doing,
we exclude from our focus individuals’ affiliations with educational institutions and industry associations that may also

have places in individuals’ careers but that may influence the hiring process in distinct ways.

3 | THE FUNCTIONING OF PIPES AND PRISMS IN HBPA

In Podolny’s (2001) seminal work on networks, he notes that connections between individuals and/or organizations
serve a dual purpose. On one hand, these connections function as prisms that affect how actors are perceived by oth-
ers based on their social ties. In this sense, they serve an essential evaluative function, providing actors with a lens
through which to assess the viability of others as potential partners. We posit that in the context of HBPA, profes-
sional affiliations often function in this way, as a prism through which hiring firms evaluate potential candidates as
they search for candidates likely to “fit” their needs. In this capacity, HBPA benefits firms through effective matching.

On the other hand, such connections also function as pipes in that ties among actors allow resources to flow freely
between them. We posit that in the context of HBPA, the professional affiliations of prospective candidates provide
hiring firms with potential access to resources that may otherwise be out of reach. In particular, by hiring a prospec-
tive candidate with an affiliation possessing valuable resources, a hiring firm may be able to access these resources
through—or as a function of—the employment relationship. In other words, the external hire’s tie either creates or
reinforces a pipe through which the hiring organization may tap into resources associated with the affiliation that
would otherwise be difficult to attain. In this capacity, HBPA benefits firms via preferential access to resources.

In the following sections, we first elaborate on how professional affiliations operate as both pipes and prisms in the
external hiring process through an integrated review of the related—but heretofore fragmented—research streams on
each of the HBPA practices. We summarize key findings from this research in Table 2.3 In an effort to stimulate future
work on this set of hiring practices, we then draw on theoretical insights from the knowledge- and the relational-based
views of the firm and the organizational learning literature in offering propositions that highlight how and under what
conditions HBPA may be more likely to perpetuate the replication of existing workforce compositions, resource stocks,
and organizational capabilities versus contribute to increases in workforce diversity, resource novelty, and organiza-
tional capacity for innovation and change. We pay particular attention to the role of relational ties connecting hiring
firms to new hires’ source affiliations in overcoming anticipated challenges of information asymmetries, integration,

diversity, and access to external resources.
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3.1 | Affiliations as prisms: An integrative review

From a matching perspective, our central premise is that in the context of HBPA, prospective hires’ affiliations serve as
lenses that convey information about worker attributes and reduce information asymmetries in the hiring process—
enabling improved matching between workers and the firms that hire them. This is important, as quality matches
between new hires and hiring firms typically result in better new hire performance and longer employment tenures
(Allen & Meyer, 1990; Arthur et al., 2006; Ashforth & Saks, 1996; Cooper-Thomas et al., 2004; Kristof-Brown et al.,
2005). From a hiring firm’s perspective, under typical hiring conditions, the ex ante evaluation of potential match qual-
ity is challenging because firms have incomplete information on prospective candidates, who are incentivized to show
off their relevant qualifications while hiding negative information about themselves (Bergh et al., 2019). Our review
suggests that organizations use prospective hires’ professional affiliations to improve matching by providing a means
for more efficient selection.

First, hiring organizations often rely on prospective hires’ professional affiliations as signals of workers’ quality.
Indeed, much like educational institutions (Domina et al., 2017), employers often act as “sorting machines” for future
career mobility. For example, in some industries, great value is placed on individuals’ early-career employment at
academy companies (e.g., McKinsey & Company, Goldman Sachs, GE), defined as a select group of prestigious firms in
which employees are known to have progressed through rigorous selection processes, deliberate socialization, and sig-
nificant training and development with high transferability to other firms (Bidwell & Briscoe, 2010; Brymer et al., 2014;
Cappelli & Hamori, 2005). These formative experiences position individuals for fast-tracked careers when they move
to other firms that target them for their professional pedigree (Bidwell et al., 2015). This pattern is also consistent
with findings that a firm’s reputation for intensive investments in managerial human capital increases competitors’
recruitment of the firm’s executives (Lehmberg et al., 2009).

Second, scholars have demonstrated that hiring firms may gauge the fit of prospective hires based on nonquality-
based signals conveyed by individuals’ professional affiliations. This research suggests that the self-sorting of
individuals into particular employment contexts may signal important cultural attributes to a hiring firm. For instance,
prior research has shown that individuals self-select into the military due to their personal characteristics (e.g., attach-
ing importance to discipline, serving others before self, and obedience to rules), and that certain firms intentionally
recruit individuals with a military background when these characteristics are a good fit with their cultures (Koch-
Bayram & Wernicke, 2018). Studies of hiring in professional service contexts suggest reliance on similar cultural
sorting mechanisms (Rivera, 2011), such as law firms’ practice of focused hiring to align with client preferences (Oyer
& Schaefer, 2016).

Boomerang and formative affiliation hiring are other HBPA practices that may support increased fit, in these cases
based on new hires’ shared affiliations with incumbents in the hiring firm (Keller et al., 2021; Rider, 2012). Alterna-
tively, research suggests that HBPA may support new hires’ fit based on other logics. For instance, in boomerang hiring,
firms may be confident that boomerang hires re-enter the organization familiar with the unique features of the orga-
nization’s social system (Keller et al., 2021), whereas employees hired from suppliers may have deep knowledge of the
hiring firm due to their involvement in the supply chain relationship.

Third, research shows that HBPA may facilitate selection processes when prospective hires’ professional affil-
iations provide the hiring firm and/or prospective hires access to information that would be unavailable through
open-market hiring. In particular, these professional affiliations may act as conduits that facilitate the proactive flow
of richer, more relevant information—reducing information asymmetries for both parties and improving the chance
of good matches. Research documents examples such as managers at supply chain partners who broker information
between current employees—the prospective hires of client firms—and the hiring client firm in order to gain greater
client loyalty (Somaya et al., 2008) and leaders of liftout teams who provide enough information to their teams to

convince individual members to move with them to the hiring firm (Groysberg & Abrahams, 2006).
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3.2 | Affiliations as prisms: New propositions

Our review above suggests that hiring firms may use HBPA in part to overcome the information asymmetries and
related uncertainties that often accompany open-market hiring. Consider internal hiring at one end of the matching
spectrum—where match quality is optimized based on internal candidates’ having already progressed through a hiring
organization’s recruitment, selection, and socialization processes. Open-market hiring occupies the other end of the
spectrum—where match quality is less certain due to the mutual lack of familiarity and information between the hiring
organization and prospective employees. Our review of the extant literature would lead us to expect that hiring firms’
use of prospective hires’ professional affiliations as prisms will result in hiring matches that fall somewhere between
the extremes of internal hiring and open market hiring (see Brymer et al., 2019).

However, this characterization represents an oversimplification of HBPA. There are in fact likely to be variations
in the extent to which HBPA improves match quality (i.e., in the traditional sense of maximizing similarity between
the attributes of new hires and those of prototypical employees of a hiring firm). Further, we emphasize that HBPA
is likely to have implications that extend to outcomes beyond the match of a particular hire. We advance this per-
spective in a series of propositions suggesting that the relative similarity in matching logics employed by a hiring firm
and source firm will have important implications for how a HBPA event—or combination of HBPA events—impacts
the hiring firm’s workforce composition and organizational capabilities, as well as the relative efficiency and certainty
associated with focal new hires’ socialization and performance outcomes. Importantly, we suggest that hiring from
source firms that employ matching logics that significantly differ from those used by a hiring firm will result in new
hires that more markedly differ from the hiring firm’s existing workforce, and that these hires may consequently face
greater challenges in integrating into their new roles. We then develop arguments that stronger relationships between
hiring firms and source firms may help to mitigate the post-hire integration challenges in these cases, enabling hiring
firms to leverage HBPA to not only bring in more diverse hires but also to improve such hires’ socialization and per-
formance outcomes—offering a more sustainable strategy for improving workforce diversity and providing a basis to

expand or transform organizational capabilities.

3.2.1 | Similar Matching Logics in HBPA

An important benefit of internal hiring is the reduction of information asymmetries and the increased likelihood of
fit that is achieved by selecting individuals who have already been working in a firm (Bidwell, 2011; Bidwell & Keller,
2014; Greenwald, 1986; Waldman, 1984). Importantly, although matching is often discussed as a phenomenon that
occurs at the point of hiring and organizational entry, matching in fact refers to the “process by which individuals are
dynamically aligned with roles, jobs, situations, and tasks within organizations” and is achieved through a number of
practices (Weller et al., 2019, 188).

Matching begins with recruitment and selection and extends to investments in socialization, training and develop-
ment, and job design that continue throughout an employment experience. These practices collectively reduce gaps
in the attributes and needs of the hiring firm and the workers it employs. Internal hires’ experience with these formal
matching processes, in addition to their experiences navigating a firm’s culture and social system and their track record
of job performance developed over the course of their tenure in the hiring firm, make internal hires both higher-quality
and easier-to-evaluate matches relative to external hires (Bidwell, 2011; Halaby, 1988; Zajac, 1990). As aresult, inter-
nal hires are likely to come up to speed in new roles more quickly, exhibit greater predictability in their performance,
and more effectively navigate an organization’s social system relative to external hires (Benson & Rissing, 2020). At
the organization level, internal hiring sustains the composition of a firm’s existing workforce, reinforces existing orga-
nizational capabilities (and weaknesses) (Datta & Guthrie, 1994; Gupta, 1984), and perpetuates the firm’s culture and
social system (Bidwell, 2011; Chatman, 1991).
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While HBPA is unlikely to offer the same level of matching benefits as internal hiring, using HBPA to target prospec-

tive hires from a source firm that employs a similar matching logic to the hiring firm may provide a close substitute.
We understand an organization’s matching logic to encompass the intent underlying its multidimensional matching
investments and practices noted above—reflecting both the “how” of the matching process as well as the intended
outcome—or desired attributes of the matches that this process targets and yields. For instance, a firm’s matching
logic may be reflected in the strategic orientation of its hiring processes (Weller et al., 2019), such as in the nature of
messaging in employer branding efforts, in the placement of job advertisements, and in the prioritization of particu-
lar candidate attributes in recruitment and screening practices (Collins & Stevens, 2002). An organization’s matching
logic would be further evident in the post-hire context in the organization’s approaches to socializing new employees,
inits investment in and provision of training programs and development opportunities, as well as in the design of jobs,
routines, and workflows (Weller et al., 2019).

To the extent that a hiring firm targets prospective hires from a source affiliation that employs a similar matching
logic, these new hires are more likely to resemble the model (or prototypical) worker of the hiring organization. In
other words, such new hires are more likely to possess the required qualities to perform well in their new jobs and are
likely to embrace values, prioritize goals, and engage in behaviors that represent a strong fit to the hiring firm’s social
system and culture—increasing attraction on both sides (Judge & Cable, 1997; Schneider, 1987).

Second, similarities in the values, norms, and routines that are embodied in the source and hiring firms ensure that
new hires are equipped to navigate and thrive in the hiring firm’s social system, allowing them to effectively integrate
into the organization’s culture and internalize the informal norms for interacting with other organizational members
(Bauer et al., 2007; Miller & Jablin, 1991). Further, such similarity between organizations is likely to result in deep-
level similarity between new hires and incumbent workers, begetting positive emergent states, and less conflict over
time (Beal et al., 2003; Harrison et al., 1998; Triafia et al., 2021). Integrating these arguments with the logic related to
internal hires above, from the individual perspective, we expect that the use of HBPA from a source firm using a similar
matching logic will result in new hires that are more precise matches to the hiring firm. This enables these hires to
more quickly come up to speed, to more effectively navigate the hiring firm’s social system, and to demonstrate more
predictable performance upon organizational entry (Bauer et al., 2007).

As a hiring practice, we expect HBPA of this nature to result in similar outcomes characterizing the use of internal
hiring, including the replication of the composition of the hiring firm’s existing workforce, the reinforcement of exist-
ing organizational capabilities and weaknesses within the hiring firm, and the perpetuation of the culture and social
system of the hiring firm. Accordingly, such hiring is likely to be associated with increased efficiency and certainty in
the contributions of focal hires upon entry to the hiring firm—a pattern reflected in research documenting that similar-
ities in management practices between two firms may facilitate a smooth integration in an acquisition context (Marks
& Mirvis, 2011; Mirvis & Marks, 1992).

Proposition 1: Within the context of HBPA, greater similarity between the matching logics employed by the
hiring firm and source affiliation will be associated with

(a) the replication of the existing workforce composition,
(b) the continued maintenance and exploitation of current organizational capabilities, and
(c) increased efficiency and certainty in new hires’ contributions in the hiring firm.

It follows that a hiring firm’s use of HBPA as a means to mimic its own matching logic is not without tradeoffs.
Improving match precision facilitates a replication of the hiring firm’s current workforce. While fostering smoother
new hire integration, higher employee productivity, and reinforcement of the organization’s established capabilities,
this replication perpetuates the systematic exclusion of prospective hires and talent segments who significantly devi-

ate from incumbent worker profiles, such that HBPA may exacerbate existing limitations in the diversity (e.g., of
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experience, thought, demographics) of a firm’s workforce. In doing so, it may also limit the firm’s capacity for innovation
and change (Brymer et al., 2014; Rider, 2012).

3.2.2 | Dissimilar matching logics in HBPA

Hiring firms may also leverage HBPA to hire workers from source firms that employ dissimilar matching logics. For
example, we have noted that hiring firms may use acqui-hiring and liftouts in an effort to access specialized knowledge
or capabilities concentrated among employees in a focal source firm (or team). In many cases, such knowledge has
been deemed valuable by the hiring firm but is distinct from its existing knowledge base, which is often the rationale
for accessing this knowledge through an acqui-hire (Chatterji & Patro, 2014) or liftout (Groysberg, 2010) rather than
developing it internally. In these circumstances, the source firm’s focus on distinct—rather than similar—knowledge
acts as the relevant prism, with its use of a dissimilar matching logic facilitating a strong match between acquired
employees’ expertise and the hiring firm’s knowledge-based aspirations.

By facilitating the hiring of employees that substantively differ from the hiring firm’s existing workforce—both
with respect to individual characteristics (e.g., demographic background, professional record) and organizational
experiences—recruiting employees from source affiliations with matching logics that differ from that of the hiring firm
may contribute to the diversity of the hiring firm’s workforce and may introduce novel expertise, perspectives, and/or
ways of working. At the organization level, when this occurs in strategically critical positions and/or at sufficient scale,
this infusion of novel insights may serve as the basis for innovation and change (Schreyogg, 2005). Indeed, scholars
have cited cultural differences between two merging firms as an important source of divergent perspectives that can
serve as the basis for new learning (Marks & Mirvis, 2011; Olie & Verwaal, 2004).

We expect the cost of dissimilar matching logics to be a weaker new hire fit, as the divergence in such new hires’
prior experiences and backgrounds may translate to less familiarity—and even compatibility (Bauer & Matzler, 2014;
Feldman & Hernandez, 2022)—with the underpinnings of the hiring organization’s knowledge base, culture, and/or
social system. Using HBPA in such a way is likely to result in the hiring of employees who may have been systematically
excluded from consideration based on the typical application of the hiring firm’s own matching logic and who have
internalized ways of working that are aligned with potentially distant organizational cultures and social systems. From
this standpoint, such new hires are likely to experience more significant challenges integrating into the organization
and greater difficulty coming up to speed in their new roles. As a result, their socialization is likely to be more arduous
and less efficient and their ultimate success less certain—reflecting a risk to both their performance and retention in
the hiring organization. Indeed, a robust literature points to cultural incompatibility as one of the most cited reasons
for the failure of M&As (Bauer & Matzler, 2014; Datta, 1991). Such hires may also encounter significant barriers in hav-
ing their unique insights accepted by incumbent employees (Jain, 2016), who may be resistant to ideas that challenge
the status quo (Tzabbar et al., 2013)—especially when those ideas are proposed by newcomers who bring a diverse set
of personalities, values, and attitudes into the organization (see Harrison et al., 1998 on deep-level diversity). It takes
time for such individuals to earn colleagues’ trust (Jackson et al., 2003) and to become sufficiently acquainted with the
organization’s culture and values to position their ideas in the light most favorable to organizational members (Kaiser
etal., 2018; Wang & Zatzick, 2019).

In sum, on one hand, the use of HBPA to hire from source organizations that employ matching logics that differ
from that employed by a hiring firm is likely to help diversify the workforce and infuse novel ideas and perspectives in
ahiring firm, offering a potential basis for innovation and change. On the other hand, such utilization of HBPA may pose
challenges for the socialization, integration, and performance of the new hires that it yields, and its ultimate success
may be less timely and less certain relative to the use of HBPA to hire employees from source organizations employing

matching logics more similar to that of the hiring firm.
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Proposition 2: Within the context of HBPA, hiring from source affiliations that employ more dissimilar matching

logics relative to those employed by the hiring firm will be associated with

(a) anincrease in workforce diversity,
(b) improved capacity for innovation and change, and
(c) reduced efficiency and greater uncertainty in new hires’ contributions in the hiring firm.

3.2.3 | Mitigating challenges associated with dissimilar matching logics

While HBPA represents a powerful lever with which firms might increase workforce diversity and supercharge their
effortsininnovation and change, firms may avoid using HBPA toward these ends because of the uncertainty induced by
the dissimilar matching logic of a source organization. There may, however, be circumstances where this uncertainty is
reduced. Specifically, because matching logics are at least partially tacit and are closely intertwined with organizations’
idiosyncratic social systems (Kogut & Zander, 1996), understanding a firm’s matching logic at a meaningful level of
depth is likely to be best supported by trust and ongoing dialogue between two organizations. From this standpoint,
having a strong relationship with source affiliations in these HBPA contexts may be valuable in hiring firms’ efforts
to leverage the differences and mitigate the challenges associated with new hires from sources employing dissimilar
matching logics.

To elaborate, strong relationships between hiring and source firms may facilitate the free flow of information, pro-
viding visibility into the degree and nature of (dis)similarity in the two firms’ matching logics. This is important, as
while some manifestations of a source organization’s matching logic may be broadly visible (e.g., recruiting), others
(e.g., socialization tactics) may otherwise be less visible outside the boundaries of the organization (Colbert, 2004).
In the period following hiring, firms are likely to be better equipped to preemptively address the integration chal-
lenges faced by such new hires when they have developed a sound a priori understanding of where critical points of
divergence in new hires’ prior experiences and expectations exist. By developing this understanding, a hiring firm can
tailor its pre- and post-hire investments to best suit the needs of new hires from a particular source firm, improving
such hires’ socialization and integration experiences and helping them to come up to speed more quickly and develop
more effective relationships with incumbent employees. Moreover, by offering the hiring firm insights into how to
best incorporate new hires’ unique knowledge in the organization’s operations, this understanding may also improve
the likelihood of successful change and innovation efforts associated with hiring from source firms with dissimilar
matching logics. These benefits are consistent with the logic underlying GE Capital’s practice of conducting behav-
ioral and cultural assessments of prospective acquisition targets, which the organization uses both in evaluating the
attractiveness of a target firm based on potential barriers to integration and in developing integration plans for those
acquisitions with which it moves forward (Marks & Mirvis, 2011). Finally, we suggest that when HBPA yields new hires
thatincrease the deep-level diversity of a hiring firm’s workforce, it is especially critical that the hiring firm has a strong
relationship with the affiliated source so as to understand, communicate, and create customized practices to integrate
the new hires while avoiding the long-lasting negative effects such diversity can bring (Beal et al., 2003; Harrison et al.,
1998).

Across HBPA modes, relationship strength may be fostered in a variety of relational forms, such as through alliances
formed prior to an acquisition (e.g., Porrini, 2004), organizational partnerships with suppliers or customers (e.g.,
Somaya et al., 2008), high-volume hiring pipelines between two organizations (e.g., Brymer et al., 2014), or the sharing
of a formative affiliation among a large portion of a firm’s workforce (e.g., Barley, 1998). In whatever form they take, we
expect these ties to increase a hiring firm’s understanding of matching differences and improve its ability to mitigate

integration challenges of hires from source firms using dissimilar matching logics.
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Proposition 3: Within the context of HBPA, relationship strength between the hiring firm and a source

organization employing a dissimilar matching logic will be associated with

(a) greater knowledge related to the dissimilarities in matching logics and
(b) increased efficiency and certainty in new hires’ contributions in the hiring firm.

3.3 | Affiliations as pipes: An integrative review

Hiring firms may also leverage new hires’ ties to their former professional affiliations as conduits that enable privi-
leged access to valuable resources (e.g., intricate knowledge of competitor practices) that would be difficult to acquire
through other means. In this sense, new hires’ affiliations act as pipes through which resources more easily flow.
This functioning of affiliations in HBPA is significant, as these resources may include knowledge, relational capital, or
status spillovers associated with new hires’ focal affiliations that would typically fall outside the criteria evaluated in

traditional selection processes.

3.3.1 | Knowledge

Research suggests that the knowledge benefits associated with HBPA lie in a hiring organization’s increased access to
the knowledge that a focal hire brings to the organization, particularly knowledge acquired through the individual’s
experiences with their focal affiliations. Knowledge acquired through HBPA has two characteristics distinguishing it
from knowledge sourced through other means. First, much HBPA-sourced knowledge is exclusive in that it is not read-
ily available on the open market. Rather, HBPA provides a hiring organization preferential access to knowledge whose
accumulation or accessibility is a function of a new hire’s focal affiliation. Examples include knowledge of a competi-
tor’s capabilities that a new hire developed while employed at the competitor (e.g., Somaya et al., 2008) and, in the
case of a liftout, team-specific knowledge (e.g., Groysberg & Abrahms, 2006). Even for knowledge that may be avail-
able through alternative means, a hiring firm'’s access to new hires with first-hand experience with the knowledge (e.g.,
involvement with patents; Li & Wang, 2021) and/or its source eases the challenges of knowledge integration and use.

Other examples of relevant knowledge sourced through HBPA include boomerang hires’ knowledge of the hiring
firm’s social system (based on their prior employment with the firm) (Keller et al., 2021) and knowledge stocks shared
among co-mobile hires who enter the organization together in the context of acqui-hiring and liftouts (Groysberg,
2010; Li & Wang, 2021; Ouimet & Zarutskie, 2020). In each case, through the newly hired employee(s), hiring firms
gain preferential access to knowledge that would be less available (e.g., more difficult to identify, locate, or access)
through alternative hiring or knowledge-sourcing practices.

3.3.2 | Relational capital

Unlike the knowledge-based benefits of HBPA, the relational capital-based benefits of HBPA depend on the preserva-
tion and effective exploitation of one or more critical connections that a new hire brings to a hiring organization. Here
again, we emphasize relational capital developed through a new hire’s professional experiences within prior affilia-
tions, differentiating this relational capital from that rooted in relationships in more personal settings or pretexts, such
as those leveraged in referral hiring (Pieper et al., 2019).

Research demonstrates that in the context of HBPA, new hires’ focal affiliations may uniquely create value in hiring
organizations as either bridging or bonding relational capital. New hires’ affiliations that serve a bridging function help

to foster or strengthen the connection between a hiring organization and external stakeholders (e.g., clients, suppliers)
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to which the hiring organization may otherwise lack access or hold a weaker tie (e.g., Carnahan & Somaya, 2013).

In such cases, focal external stakeholders’ familiarity with the new hire can initiate a new or stronger relationship
between the stakeholder and the hiring organization. Research emphasizing these bridging functions of new hires’
relational capital in HBPA has focused most heavily on how patterns of intra-industry mobility between clients,
suppliers, and competitors influence subsequent business relations between these firms. For instance, research in
this vein suggests that hiring an employee from the hiring firm’s competitor often leads the competitor firm’s clients
to move to the hiring organization (Broschak, 2004; Broschak et al., 2020; Raffiee, 2017). Likewise, the hiring of an
employee from a client firm, or the loss of an employee to a client firm, is associated with increased business from
that client and reduced risk of a terminated relationship with that client firm (Somaya et al., 2008). In related terms,
hiring from a competitor may increase the likelihood of an alliance relationship forming between the hiring firm and
that competitor, particularly when the new hire is able to ease uncertainty by providing unique knowledge about the
competitor to the hiring firm (Wagner & Goossen, 2018).

New hires’ bonding relational capital comprises their relationships with other members of the hiring organization,
who may be incumbents with whom a new hire was previously affiliated (e.g., in the context of boomerang hiring) or
other new hires who entered the organization simultaneously (e.g., in the context of liftouts and acqui-hires). This type
of capital creates value through the increased availability of social resources to support these hires’ socialization and
integration in the hiring organization (Munyon et al., 2011)—social resources otherwise unavailable to new hires who
lack affiliations in the hiring firm.

The benefits of the support available through new hires’ bonding relational capital may materialize in different
ways, including increased individual job performance or stronger contributions to key strategic objectives for the
hiring organization. For instance, the performance advantage enjoyed by boomerang hires relative to new external
hires tends to be stronger when boomerangs return to the same manager, likely because they share an understand-
ing of how to communicate and coordinate with one another that is developed only with time (Keller et al., 2021). We
also acknowledge the complementary value of the knowledge resources and relational capital that new hires bring in
some HBPA events. For instance, a hiring organization that pursues an acqui-hire of a technology firm may benefit both
from the newly hired employees’ shared expertise and their shared relational capital enabling them to more effectively

leverage that expertise for new collective knowledge creation (Ranft & Lord, 2000).

3.3.3 | Status spillovers

Another vein of research has focused on how HBPA offers signaling benefits rooted in the hiring firms’ indirect associa-
tion with new hires’ prior high-status employers. Status spillovers through HBPA are distinct from the aforementioned
benefits associated with knowledge transfer and relational capital in that status spillovers materialize through their
symbolic rather than their substantive effects on hiring firms (Roberts et al., 2011). That is, apart from substantive
benefits (e.g., enhanced product/service quality resulting from access to valuable knowledge) that hiring firms may
enjoy through new hires’ affiliations, the status of new hires’ affiliations has also been shown to “rub off” on hiring
firms, conveying benefits of perceived quality or status independent of actual changes in the firms’ outputs.

Research has demonstrated status spillovers enjoyed by hiring firms through HBPA in the context of competitor
poaching (Ertug & Castellucci, 2013; Hamori, 2010), acqui-hiring (Geis, 2015), and formative affiliation hiring (Bidwell
etal., 2015). Inthese HBPA practices, hiring an employee with a prominent organizational affiliation creates an indirect
affiliation between the hiring firm and the high-status source firm, creating the basis for status spillovers via new hires,
which may either reinforce the hiring firm’s status or improve its reputation (Bidwell et al., 2015; Rivera, 2016). For
instance, hiring employees from only a select subset of employers allows the hiring firm to indirectly associate itself
with these former employers. This may serve to signal to customers both that the firm only hires skilled individuals and
that the firm offers high-quality products or services (Ertug & Castellucci, 2013; Roberts & Khaire, 2009).
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Finally, even high-status organizations may take advantage of status spillovers in HBPA, for instance, in expanding

the scope of their status to new markets. For example, Google acquired YouTube and Nest not only for the knowledge
and relational capital embedded in their employees, but also for the status benefits conveyed though the substantial
presence of YouTube and Nest employees in their respective markets at the time of both acquisitions (Geis, 2015).

3.4 | Affiliations as pipes: New propositions

Our review establishes HBPA as a means for hiring firms to acquire preferential access to a variety of resources. The
realization of value from such resources is likely to depend on the effective integration of these resources into a hiring
firm’s operations. This requires the identification and leveraging of similarities or compatibilities of newly accessed
resources with a firm’s existing resource base (Chatterjee et al., 1992; Tsai & Ghoshal, 1998; Porrini, 2004) and a
determination of how to manage any differences or incompatibilities (Burt, 1992; Gulati, 1999). In order to understand
whether and when the integration of newly acquired resources is likely to be successful, we develop propositions high-
lighting how the nature of the focal resources and the strength of the relationship between the source and hiring firm

shape resource integration.

3.4.1 | Realizing value associated with resources accessed through HBPA

Just as new hires entering a firm may be more or less similar to a hiring firm’s current workforce, the resources
accessed through HBPA may be more or less similar to a hiring firm’s existing resource base. An established literature
on exploitation and exploration highlights the benefits that hiring firms may anticipate from gaining access to different
types of resources (Groysberg & Lee, 2009; March, 1991). Whereas resources that are more similar to a firm’s current
resource stocks support the reinforcement, scaling, and exploitation of the hiring firm’s existing strengths, resources
that are less similar to—or less compatible with—a firm’s current resources may set the stage for innovation and/or
change (Song et al., 2003).

Importantly, we expect that the novelty associated with dissimilar resources accessed through HBPA will come with
costs, including inefficiency and uncertainty in integrating these resources into the hiring firm’s operations. Whereas
resources that are similar to a firm’s existing resource stocks can be readily incorporated to benefit ongoing oper-
ations, the integration of resources that are less similar to a firm’s existing stocks requires greater investment and
entails some degree of uncertainty (e.g., Das & Teng, 2000). For instance, leveraging newfound status from hires’
affiliations in unfamiliar markets would require that a firm pivot its efforts to meet new customer needs, navigate rela-
tionships within different distribution networks, and adjust production and/or marketing. Likewise, the integration
of knowledge that resides further outside a hiring firm’s current technological expertise entails greater challenges in
learning (Cohen & Levinthal, 1990), steeper barriers to achieving buy-in from incumbent employees (Mullen & Copper,
1994; Tzabbar, 2009), and greater investment to leverage the knowledge for commercial gain (Herstad et al., 2015).
Furthermore, the ultimate success of these efforts is uncertain, as both innovation and change require venturing into
new and unfamiliar territories that may or may not prove viable for a particular firm (Levinthal & March, 1981, 1993).
On these bases, we predict:

Proposition 4: Within the context of HBPA, the less similar the newly accessed resources are to a hiring firm’s
existing resource base, the greater the uncertainty and inefficiencies the firm will experience in integrating

those resources into organizational operations.
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3.4.2 | Mitigating challenges associated with integrating dissimilar resources

We conclude from the discussion above that establishing how firms can better integrate dissimilar resources is crucial
for understanding when HBPA can be leveraged as an effective conduit for accessing resources that offer a founda-
tion for innovation and change. Much as the case with integrating new hires sourced from organizations employing
dissimilar matching logics, we expect that the integration of dissimilar resources in the context of HBPA is likely to be
facilitated by strong relational ties connecting the hiring and source organizations.

Relational ties connecting hiring firms and source firms may take multiple forms. These ties may exist at the organi-
zation level, with two firms engaging in formal alliances (Porrini, 2004) such as contractual supply chain partnerships
(Somaya et al., 2008) and/or informal exchanges, for example, repeated relational “handshake” contracting (Ring & Van
de Ven, 1992). These exchanges may precede, follow, and/or be strengthened by the focal HBPA event (Somaya et al.,
2008) involving the newly hired employee(s). Ties derived from HBPA—when characterized by trust and goodwill—
provide a cooperative basis on which a hiring firm may reach out to a source firm to request insight into how best
to integrate focal resources. Indeed, Poppo and Zenger (2002) demonstrate that relational governance based on
cooperation acts as a complement to the use of customized contracts as supportive ties between organizations facili-
tate mutual problem-solving, encourage the sharing of private information, and offer incentives for exchange-specific
investments that enhance the value of shared resources. From this standpoint, a firm hiring from a supply chain part-
ner may have greater ease in integrating the supplier-specific logistics knowledge brought by a new employee when
the two organizations share a strong relational tie.

In other cases, a new hire’s dyadic ties to members of the source organization from which they were hired may be
more directly helpful in overcoming challenges in resource integration. For instance, a new hire’s direct ties to source
organization members who have familiarity with a focal resource (e.g., those individuals who generated newly accessed
knowledge (Tzabbar et al., 2022)) may serve as channels for tapping into information and support related to the utiliza-
tion and integration of this resource—whether this be knowledge (Corredoira & Rosenkopf, 2010) or a potential client
relationship. Indeed, Somaya et al. (2008) discuss how, in the context of supply chain hiring, when a hiring firm recruits
from a potential client, the combination of a new hire’s tacit knowledge about the client firm and their ties with former
colleagues may be leveraged to strengthen the hiring firm’s understanding of how to best meet the client’s needs.

In still other cases, the number—rather than the strength—of ties to a source organization may support increased
knowledge exchange and coordination between the hiring firm and source organization. For instance, Wagner and
Goossen (2018) demonstrated in a sample of pharmaceutical firms that in the context of competitor hiring, the number
of inventors who moved between two competitors positively influenced the likelihood of alliance formation between
the two firms. In particular, the authors theorized that a larger group of newly hired inventors may collectively possess
more ties to members of the source organization (with whom they may prefer to maintain collaborative relationships)
and, therefore, offer more bridges between the two firms—facilitating the alignment of the two organizations’ decision
frames in negotiations. The authors found that this effect was stronger when the hiring firm was less familiar with the
competitor’s technology and in the context of alliances geared toward new technology development (i.e., which require
more intensive coordination).

In sum, although utilizing and integrating newly accessed resources that are dissimilar from a hiring firm'’s resource
stocks is a taxing and uncertain endeavor, we argue that strong relational ties that secure a hiring organization’s con-
nections to a source organization beyond a particular HBPA event are likely to facilitate the integration process. In
particular, these ties can provide access to information, support, and goodwill that set the stage for hiring firms to fully
leverage the resources made available through HBPA. For instance, these ties may provide the basis for the integration
of distant knowledge, for gaining business from a potential client, or for negotiating an alliance to develop technology

with a competitor. Accordingly, we propose:
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Proposition 5: Within the context of HBPA, greater relational strength in the ties connecting a hiring organization

and source organization will help to overcome the uncertainty and inefficiencies associated with integrating

resources that are dissimilar from a hiring firm’s existing resource base.

4 | DISCUSSION

In bringing together a fragmented literature on the six distinct hiring practices that fall under the HBPA umbrella, our
review underscores the important role that candidates’ professional affiliations play in firms’ hiring decisions and out-
comes. Using the metaphor of affiliations as prisms, we first articulated the ways in which firms leverage professional
affiliations to improve candidate evaluations, leading to more efficient matching. Using the metaphor of affiliations as
pipes, we then described how firms also leverage these affiliations to gain preferred access to external resources that
would otherwise be costly or difficult to attain.

In addition to providing a unified conceptual foundation for understanding HBPA, we drew on insights from
research on the knowledge-based and relational views of the firm and on organizational learning to develop a series
of propositions intended to offer a more comprehensive examination of HBPA by identifying a series of contingencies
shaping its effectiveness as a category of hiring practices. We first developed theory to explain how the relative sim-
ilarity in matching logics between the hiring firm and source affiliation affects not only the efficiency and certainty
associated with the resulting match, but also the hiring firm’s workforce composition and organizational capabilities.
We proposed that hiring from source firms with similar matching logics enables a hiring firm to bring in workers who
get up to speed more quickly and whose success in a hiring firm is more certain. At the same time, these benefits are in
part rooted in the fact that these employees are likely to look and think like the hiring firm’s current employees, lead-
ing to a reproduction of the firm’s status quo. In contrast, we suggested that hiring from source firms with dissimilar
matching logics offers a means to increase workforce diversity and infuse a hiring firm with new perspectives, but that
this novelty comes with the costs of inefficiencies and uncertainty in new hires’ integration.

Recognizing these tradeoffs, we then advanced the idea that strong relational ties connecting a hiring firm and
source firm may enable easier integration of those HBPA hires who, based on the dissimilar matching logics employed
by their source affiliation, are most likely to bring diverse backgrounds and new perspectives to the hiring firm. In doing
so, we provide valuable insight as to how firms can utilize HBPA as a path to greater workforce diversity and increased
capacity for innovation and change without sacrificing productivity.

Our review of research focusing on HBPA as a means to gain access to resources from new hires’ source affilia-
tions revealed that the existing literature has paid more attention to the acquisition than to the integration of these
resources. This is noteworthy as we determined that, like new hires who markedly differ from a hiring firm’s existing
workforce, resources that are dissimilar from a firm’s current resource base are likely to both offer important bases
for innovation and change and present greater challenges in integration. Accordingly, we extended our consideration
of relational ties between hiring and source firms to this context of resource integration. Specifically, we proposed that
strong relational ties connecting the hiring firm with a new hire’s source affiliation are likely to offer access to unique
information, guidance, and support that can mitigate the challenges of resource integration in these circumstances—
suggesting the benefits of a more relational (vs. transactional) view of prospective hires’ affiliations in such instances
of HBPA. Taken together, these theoretical advances point to the need for scholars to devote more attention to under-
standing how and when HPBA may affect organizations and careers in ways not intended—and in some cases perhaps
not yet recognized. In addition, and more generally, these developments point to the need for more explicit and consis-
tent attention to the role of employees’ prior affiliations in shaping the resource stocks and organizational capabilities

of their employers. We offer directions to this end below.
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4.1 | Insights for future research

The centrality of prospective employees’ affiliations has implications likely to extend beyond the individual hiring prac-
tices that have engaged much of the research in our review and that have been the focus of our theorizing. Below, we
explore some of these additional implications.

411 | Expanding our perspective of labor market matching

Traditionally, scholars have conceptualized labor market matching as the bilateral screening and sorting functions by
which hiring organizations and job seekers pursue a favorable fit—with respect to KSAOs and values—in the job search
and hiring process. We tend to evaluate the success of this matching in terms of newcomers’ satisfaction, commitment,
early performance, and retention in the organization (Weller et al., 2019).

Expanding the idea of worker-employer match, our theorizing emphasizes the implications of (dis)similarity
between hiring firms’ and other firms’ matching logics in our consideration of HBPA. Measuring matching logic sim-
ilarity between firms might be accomplished in several ways, and we suggest a few possibilities here. Scholars could
leverage large-scale data collection efforts, such as the joint endeavor by MIT and Glassdoor, that analyzes dimen-
sions of organizational culture for hundreds of firms using employee reviews (Sull et al., 2019). Comparative matching
logics could be discerned using a subset of the dimensions of this analysis. Another avenue to explore would be part-
nering with consulting firms who gather data on recruiting, selection, and development practices across multiple
firms in creating annual benchmark studies (e.g., Deloitte, Mercer, Willis Towers Watson) to identify a subset of prac-
tices/processes within each of these stages that are indicative of matching logic similarity. Scholars could also partner
with individual firms who closely track hiring, performance, and turnover using archival data to retroactively assess
matching logics using selection and exit interview data. These and related measurement approaches have the potential
to foster new future research that benefit from an expanded conceptualization of matching.

Our review and propositions also highlight that matches made through HBPA may create value by granting hiring
firms preferred access to resources associated with new hires’ affiliations. We have argued that the realization of such
value may depend on the presence of relational ties between the hiring firm and source affiliation that support ongoing
access and/or ease the integration of these resources. From this standpoint, both the evaluation of match quality and
the relational strength between the hiring firm and the firms from which it hires account for the value of the resources
made available through new hires’ affiliations.

We envision a range of research questions that may follow. For instance, to what extent do the relational bene-
fits associated with hiring from a supplier depend on the quality of a hiring organization’s pre-existing relationship
(or potential relational compatibility) with that supplier? How does the notion of organizational fit between acquirer
and target in the M&A literature apply to the relationship between the newly hired employees and the merged
organization?

An expanded conceptualization of matching also has implications for research and practice rooted more squarely
in the areas of recruitment and selection. In particular, an expanded view of matching necessitates the consideration
of a broader set of criteria for assessing hiring effectiveness, including both new hires’ direct contributions based on
task performance and less direct contributions that emerge from individuals’ professional affiliations.

While newcomers’ prior work experience may not demonstrate a consistently strong relationship with individual
task performance (Van Iddekinge et al., 2019), if their work experience allowed them to form meaningful professional
affiliations, it may be a source of immense value to a hiring firm. Our propositions suggest that instead of defining and
assessing the value offered by employees strictly based on task performance, scholars and practitioners alike could
take more accurate stock of employee value by also accounting for the resources to which employees provide access

through their affiliations. Measuring this expanded match quality would involve, perhaps, partnering with companies
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to introduce new measures of contribution. We hesitate to provide specific suggestions here given the wide variety

of ways HPBA hires can add value, but a couple of examples might be maintaining strong connections with a client

organization or providing intimate knowledge of a competitor’s routines.

412 | Understanding HBPA in the context of firms’ hiring and resource acquisition
strategies

Having emphasized the ways that HBPA shapes the workforce composition and resource base of a hiring firm, a critical
area for future inquiry is the examination of how HBPA fits within firms’ broader human capital and resource manage-
ment strategies (Brymer et al., 2019; Sirmon et al., 2007). For instance, how does acqui-hiring compare to alliance
formation in effectiveness, in cost, and in enabling an organization to access and leverage the expertise within a target
firm? To what extent are liftouts effective substitutes for internal team development efforts in harnessing the power
of well-functioning teams? What role do various HBPA practices play when firms need to scale due to high growth or
manage highly fluctuating staffing needs?

Relatedly, it would be worthwhile to examine how organizations’ repeated reliance on or combination of HBPA
practices influences the outcomes of these practices (e.g., match quality, ease of new hire, and resource integration), as
well as interorganizational network dynamics. For instance, repeated hiring from a particular competitor could have
implications extending beyond labor market exchanges, such as antagonistic competitive dynamics in product markets
(Gardner, 2002). Alternatively, extensive but diversified client, competitor, and/or supplier hiring may help organiza-
tions attain favorable central positions in the industry network, which could offer benefits such as sales growth, more
favorable supplier contracts, and critical strategic alliances.

At the same time, organizations’ immediate strategic objectives do not always determine key decisions, hiring
or otherwise. Organizations’ resource management activities are path-dependent, such that prior decisions and
investments enable and constrain available activities. For instance, large-scale boomerang hiring requires active man-
agement of the alumni network; acqui-hires require significant capital outlays unavailable to many organizations; and
active hiring pipelines to a particular formative affiliation may preclude the development of other large-scale hiring
partnerships. Moreover, hiring managers and other key organizational actors make decisions within the confines of
bounded rationality, such that the best-fitting hiring approach in the context of an organization’s strategic objectives
may not necessarily be the one chosen. Accordingly, in addition to determining the relative effectiveness of different
HBPA practices under various circumstances (or when organizations should use particular HBPA practices), schol-
ars may examine antecedents to better understand when organizations do use particular HBPA practices in isolation
or combination as this has direct implications for heterogeneity in firms’ human capital-based resources. Answers to
these questions would provide hiring managers better insights into biases they might have with respect to hiring from
particular sources as well as how to better shape and strengthen their portfolio of HBPA practices.

4.1.3 | Extending insights on HBPA to the context of hiring based on educational
affiliations

We excluded education affiliations from our conceptualization of HBPA given our focus on employment-related affil-
iations. However, we suspect that these affiliations share important similarities and foresee fruitful opportunities for
cross-fertilization of insights in scholarship. For instance, research in sociology highlights the prevalence of profes-
sional status firms’ reliance on elite educational affiliations as prisms to facilitate matching early in individuals’ careers
and sheds light on the implications of this practice for workforce diversity (e.g., Oyer & Schaefer, 2016). In partic-
ular, this work emphasizes that because prestigious universities’ matching logics (e.g., selection criteria, tuition rates)

resultin limited representation of marginalized racial and ethnic groups, repeated hiring from such schools reproduces
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status-seeking firms’ existing (homogenous) workforce compositions. As a result, this practice reinforces the system-

atic exclusion of marginalized individuals who are scarcely represented in the initial pool of students under a firm'’s
consideration (Rivera, 2011, 2012, 2016, Rivera & Tilcsik, 2016), a pattern that is likely to be further exacerbated by
the tendency of firms to develop pipelines for later-career hires from other firms with ties to the same elite schools
(Josefy et al., 2022).

We see the applicability of insights on HBPA to recent advances in educational affiliation hiring. For instance, recent
media attention has focused on cases where hiring firms that have traditionally targeted entry-level recruitment
efforts to vy League universities have recognized the potential to hire qualified graduates from select HBCUs (histor-
ically black colleges and universities) (Umoh, 2019). While recognizing the benefits for increased workforce diversity,
these firms have also recognized the challenges associated with HBCUs’ use of dissimilar matching logics relative to
those used by elite universities. These differences result in new hires with profiles (e.g., individual differences often
including race, socioeconomic background, exposure to professions, work experiences, and extra-curricular activities)
that markedly differ from a firm’s typical hires and that can pose unique barriers to socialization and integration.

As one approach to bridge the gaps that HBCU hires may face, some of these hiring organizations have formed
partnerships with HBCUs to better understand the differences in their students’ experiences and in turn have devel-
oped mentoring arrangements (Jackley, 2021), brand and business immersion experiences (Lynn, 2016), and targeted
internships for the HBCU's students (Umoh, 2019). The hope is that these investments and partnerships, developed
in the context of hiring pipeline relationships with these HBCUs (Brymer et al., 2019; 2014), will help to facilitate
such students’ transition into the hiring firm, while setting the stage for a repeated benefit as more students progress
through the pipeline over time. While research and time will be needed to determine the effectiveness of these initia-
tives (and their potential shortcomings, e.g., Tiku, 2021), these efforts resonate with the insights we advanced in our
theorizing, underscoring the potential value of information and guidance made available through strong relational ties

connecting a hiring firm with source affiliations that employ dissimilar matching logics.

4.2 | Practical implications

Our review and propositions also provide several insights into how firms might improve their efforts to acquire and
integrate external hires in a general sense, as well as considerations for the use of HBPA in particular.

We have noted that limited and inconsistent tracking of HBPA makes the prevalence and effectiveness of these
practices across organizations difficult to systematically assess. As a path forward, firms should begin by making a
concerted effort to catalogue the professional affiliations of the employees they hire, much in the way that firms
already record employees’ educational affiliations and sourcing through referral programs. Having this information
accessible is not only a necessary first step for evaluating the effectiveness of employees with certain professional
affiliations, but also critical for informing the firm’s talent acquisition and integration efforts over time. Thus, firms
should create data fields that clearly indicate when employees enter the organization through any HBPA practices
(while also noting from which specific source firms) and should retroactively fill out these fields for current employees.

Our propositions also have implications for how firms can best leverage candidates’ professional affiliations to sup-
port their efforts to increase diversity and accelerate innovation. Firms interested in accomplishing both goals should
focus their talent acquisition efforts on candidates working for organizations whose matching logics are distinct from
their own. Employees at such firms are more likely to look, think, and possess knowledge different from the firm'’s cur-
rent employees. Firms should also find it relatively easy to approximate the degree of matching logic similarity. Many
firms provide detailed information about their recruitment, socialization, and development efforts on their corporate
websites and even more information is publicly available via employee testimonials on Glassdoor, Fairygodboss, and
other online company review sites (for an excellent example, see Sull et al., 2019).

We have noted that once hired, candidates from organizations with different matching logics are more likely

to struggle to find their footing within the organization as they face challenges in making personal connections
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and adapting to new ways of working. Thus, efforts to hire such employees should be paired with high-touch

onboarding efforts. For example, firms might make it a priority to more regularly engage with these candidates during
preboarding—the time between when an offer is accepted and the candidate’s start date—a practice supporting by
recent data showing that such pre-entry engagement deepens new hires’ sense of connection to a hiring firm (Talent
Board, 2021). Such efforts are likely to be particularly valuable in helping employees entering from very different
firms to contribute more quickly.

Our work also highlights the value in recruiting from firms with whom the hiring firm has pre-existing relationships.
While many firms leverage the relationships of their employees by incentivizing referrals, few put as much recruiting
emphasis on their relationships with other organizations. Many of the presumed benefits of external hiring should
be amplified when hiring from an organization with whom a hiring firm has a strong pre-existing relationship. This is
particularly true when the goal is to diversify the firm’s human capital, knowledge resources, and relational capital. In
all of these cases, hiring and post-hire integration carries greater uncertainty. As such, firms should seek to hire diverse
candidates possessing distinctive resources from firms with whom they have pre-existing ties, including those from
whom they have previously hired or with whom they currently do business. Importantly, extant research suggests that
such hiring practices are likely to strengthen existing relationships rather be seen as predatory poaching (e.g., Somaya
et al., 2008) and that firms may gain strategic and recruiting advantages from establishing talent pipelines through
repeated hiring from a source (Brymer et al., 2019).

We would also encourage managers to consider new hires’ professional affiliations when assessing their on-the-job
performance, especially early in their tenures. Managers are often encouraged to evaluate all of their subordinates
on similar criteria in order to ensure fairness and consistency. Yet, by virtue of their professional affiliations, some
employees are more likely to enter the organization ready to contribute immediately and in the same manner as exist-
ing employees, while others may take longer to get up-to-speed and may contribute in more novel ways. Accounting
for these novel contributions is critical if managers would like to retain employees who bring new ideas and resources
into the firm. Penalizing them for not performing in immediate and conventional ways may drive such employees to
turnover before the firm realizes value from their hiring. One approach to doing so may be for hiring firms to adopt
recent “reinventions” of performance management that have been introduced in firms ranging from Deloitte to GE to
The Gap. These reinvented performance review processes approach performance management less from the tradi-
tional perspective of a manager’s reflective (and standardized) evaluations of an employee’s performance and more
from the perspective of how the manager believes an employee can be best managed and how the actions of the
employee affect a wider range of stakeholders (Buckingham & Goodall, 2015; Christensen, 2015). Such individual-
ized approaches can be tailored to account for the unique circumstances of different employees, and may thus offer a
more accurate way to account for the varied scope and timing of new hires’ contributions. When paired with frequent
feedback and coaching, these approaches may also offer a means for hiring organizations to more systematically
nurture and leverage HBPA hires’ relevant relational ties to their prior affiliations.

5 | CONCLUSION

Acqui-hiring, boomerang hiring, competitor poaching, formative affiliation hiring, liftouts, and supply chain hiring are
six hiring practices with distinct characteristics. Yet they share a powerful commonality—in each case, hiring deci-
sions are strongly influenced by the professional affiliation held by a prospective employee. Our review elaborates
the ways that hiring firms leverage these affiliations to improve matching in recruitment and selection and to gain
access to valuable resources upon newcomers’ organizational entry. Our propositions set the stage for amore nuanced
consideration of how and when HBPA may contribute to different goals associated with a hiring firm’s workforce com-
position, resource stocks, and organizational capabilities. In so doing, we underscore that realizing value associated
with new hires and newly accessed resources requires that they be effectively integrated into a hiring firm, and that

relational ties to their source firms may be instrumental in overcoming challenges in this process.
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NOTES

1 Additional evidence similarly reflects the prevalence of other HBPA practices, with reports of rampant high-profile com-
petitor and supplier hiring (particularly among tech giants) frequently appearing in the business press (Rowell, 2020),
documentation of formative affiliation hiring from targeted “academy companies” dating back to the 1980s (Sonnenfeld &
Peiperl, 1988) and law firms establishing new practice areas to help clients execute and defend against liftouts (Davies &
Giampina, 2015).

2We do not classify referral hiring as an HBPA practice because most referrals are made by prospective hires’ personalties (e.g.,
friends and family members) (Payscale, 2018). Referral hiring has received substantial attention as a distinct hiring practice
inits own right, with a review of this research provided by Schlachter and Pieper (2019).

3We provide a complete list of references included in our review in the online supplement, S1.

ACKNOWLEDGMENT

We would like to thank Joanne Cao for her excellent research assistance.

CONFLICT OF INTEREST

The authors declare that there is no conflict of interest.

DATA AVAILABILITY STATEMENT
Data sharing is not applicable, as the article describes entirely theoretical research. No datasets were generated or

analyzed in this study.

REFERENCES

Ahl, T. (2017). 4 clever ways these companies poached talent from their competitors. Linked-in. https://business.linkedin.
com/talent-solutions/blog/recruiting-strategy/2017/4-clever-ways-these-companies- poached-talent-from-their-
competitors

Aime, F,, Johnson, S., Ridge, J. W., & Hill, A. D. (2010). The routine may be stable but the advantage is not: Competitive
implications of key employee mobility. Strategic Management Journal, 31(1), 75-87. https://doi.org/10.1002/smj.809

Allen, N. J,, & Meyer, J. P. (1990). Organizational socialization tactics: A longitudinal analysis of links to newcomers’
commitment and role orientation. Academy of Management Journal, 33(4), 847-858. https://doi.org/10.5465/256294

Almeida, P, & Kogut, B. (1999). Localization of knowledge and the mobility of engineers in regional networks. Management
Science, 45, 905-917. https://doi.org/10.1287/mnsc.45.7.905

Argote, L., & Ingram, P. (2000). Knowledge transfer: A basis for competitive advantage in firms. Organizational Behavior and
Human Decision Processes, 82, 150-169. https://doi.org/10.1006/0bhd.2000.2893

Arnold, J. D., Van Iddekinge, C. H., Campion, M. C., Bauer, T. N., & Campion, M. A. (2021). Welcome back? Job performance
and turnover of boomerang employees compared to internal and external hires. Journal of Management, 47(8), 2198-2225.
https://doi.org/10.1177/0149206320936335

Arthur, W, Bell,S. T., Villado, A. J., & Doverspike, D. (2006). The use of person-organization fit in employment decision making:
An assessment of its criterion-related validity. Journal of Applied Psychology, 91(4), 786-801. https://doi.org/10.1037/0021-
9010.91.4.786

Ashforth, B. K., & Saks, A. M. (1996). Socialization tactics: Longitudinal effects on newcomer adjustment. Academy of
Management Journal, 39(1), 149-178. https://doi.org/10.5465/256634

Barley, S. (1998). Military downsizing and the career prospects of youth. Annals of the American Academy of Political and Social
Science, 559, 141-157. https://doi.org/10.1177/0002716298559001011

Bauer, F.,, & Matzler, K. (2014). Antecedents of M&A success: The role of strategic complementarity, cultural fit, and degree
and speed of integration. Strategic Management Journal, 35(2), 269-291. https://doi.org/10.1002/smj.2091

5URD 1T SUOWILIOD dAIREa.D a|eal|dde a3 Aq pausenob afe s3pne YO ‘asn Jo 3Nl oy Arlg1TauluQ A3]1M UO (SUONIPUOD-PUe-SWLB)WI0D B 1M Alelg 1)U UO//:Sd1Y) SUORIPUOD pue SWd | 83 39S *[7202/20/S0] Uo ARiqiTauluo /(i ‘AisieAlun [puioD Aq £652T sded/TTTT OT/I0p/W0D A3 1M ARiq 1jpul|uo//Sdny woij pepeojumoqd ‘0 ‘0.S9v.T


https://orcid.org/0000-0003-3398-3712
https://orcid.org/0000-0003-3398-3712
https://orcid.org/0000-0001-8406-8413
https://orcid.org/0000-0001-8406-8413
https://orcid.org/0000-0003-3852-5729
https://orcid.org/0000-0003-3852-5729
https://orcid.org/0000-0002-1758-3623
https://orcid.org/0000-0002-1758-3623
https://business.linkedin.com/talent-solutions/blog/recruiting-strategy/2017/4-clever-ways-these-companies-poached-talent-from-their-competitors
https://business.linkedin.com/talent-solutions/blog/recruiting-strategy/2017/4-clever-ways-these-companies-poached-talent-from-their-competitors
https://business.linkedin.com/talent-solutions/blog/recruiting-strategy/2017/4-clever-ways-these-companies-poached-talent-from-their-competitors
https://doi.org/10.1002/smj.809
https://doi.org/10.5465/256294
https://doi.org/10.1287/mnsc.45.7.905
https://doi.org/10.1006/obhd.2000.2893
https://doi.org/10.1177/0149206320936335
https://doi.org/10.1037/0021-9010.91.4.786
https://doi.org/10.1037/0021-9010.91.4.786
https://doi.org/10.5465/256634
https://doi.org/10.1177/0002716298559001011
https://doi.org/10.1002/smj.2091

PERSONNEL
KEHOE psycroloey WILEY—-2

Bauer, T. N., Bodner, T., Erdogan, B., Truxillo, D. M., & Tucker, J. S. (2007). Newcomer adjustment during organizational social-
ization: A meta-analytic review of antecedents, outcomes, and methods. Journal of Applied Psychology, 92(3), 707-721.
https://doi.org/10.1037/0021-9010.92.3.707

Beal, D. J., Cohen, R. R,, Burke, M. J., & McLendon, C. L. (2003). Cohesion and performance in groups: A meta-analytic clar-
ification of construct relations. Journal of Applied Psychology, 88(6), 989-1004. https://doi.org/10.1037/0021-9010.88.6.
989

Beaumont, P, Hebert, C., & Lyonnet, V. (2019). Build or buy? Human capital and corporate diversification [Working paper].
Université Paris Dauphine.

Benson, A, & Rissing, B. A. (2020). Strength from within: Internal mobility and the retention of high performers. Organization
Science, 31(6), 1475-1496. https://doi.org/10.1287/0rsc.2020.1362

Bergh, D. D., Ketchen, D. J., Orlandi, I., Heugens, P. P. M. A. R., & Boyd, B. K. (2019). Information asymmetry in manage-
ment research: Past accomplishments and future opportunities. Journal of Management, 45(1), 122-158. https://doi.org/
10.1177/0149206318798026

Bidwell, M. J. (2011). Paying more to get less. Administrative Science Quarterly, 56(3), 369-407. https://doi.org/10.1177/
0001839211433562

Bidwell, M. J., & Briscoe, F. S. (2010). The dynamics of interorganizational careers. Organization Science, 21(5), 1034-1053.
https://doi.org/10.1287/0rsc.1090.0492

Bidwell, M. J., & Keller, J. (2014). Within or without? How firms combine internal and external labor markets to fill jobs.
Academy of Management Journal, 57(4), 1035-1055. https://doi.org/10.5465/amj.2012.0119

Bidwell, M. J., Won, S., Barbulescu, R., & Mollick, E. (2015). | used to work at Goldman Sachs! How firms benefit from organiza-
tional status in the market for human capital. Strategic Management Journal, 36, 1164-1173. https://doi.org/10.1002/smj.
2272

Briscoe, F., & Tsai, W. (2011). Overcoming relational inertia: How organizational members respond to acquisition events in a
law firm. Administrative Science Quarterly, 56(3), 408-440. https://doi.org/10.1177/0001839211432540

Broschak, J. P. (2004). Managers’ mobility and market interface: The effect of managers’ career mobility on the dissolution of
market ties. Administrative Science Quarterly, 49(4), 608-640. https://doi.org/10.2307/4131492

Broschak, J. P, Block, E. S., Koppman, S., & Adjerid, 1. (2020). Will we ever meet again? The relationship between inter-firm
managerial migration and the circulation of client ties. Journal of Management Studies, 57(6), 1106-1142. https://doi.org/
10.1111/joms.12522

Brymer, R. A., Chadwick, C., Hill, A. D., & Molloy, J. C. (2019). Pipelines and their portfolios: A more holistic view of human
capital heterogeneity via firm-wide employee sourcing. Academy of Management Perspectives, 33(2), 207-233. https://doi.
org/10.5465/amp.2016.0071

Brymer, R. A., Molloy, J. C, & Gilbert, B. A. (2014). Human capital pipelines: Competitive implications of repeated
interorganizational hiring. Journal of Management, 40(2), 483-508. https://doi.org/10.1177/0149206313516797

Buckingham, M., & Goodall, A. (2015). Reinventing performance management. Harvard Business Review, 93(4), 40-50.

Burt, R. S.(1992). Structural holes: The social structure of competition. Harvard Press.

Campbell, B. A, Saxton, B. M., & Banerjee, P. M. (2014). Resetting the shot clock: The effect of co-mobility on human capital.
Journal of Management, 40(2), 531-556. https://doi.org/10.1177/0149206313516679

Cappelli, P, & Hamori, M. (2005). The new road to the top. Harvard Business Review, 83(1), 25-32.

Carnahan, S., & Somaya, D. (2013). Alumni effects and relational advantage: The impact on outsourcing when a buyer hires
employees from a supplier’s competitors. Academy of Management Journal, 56(6), 1578-1600. https://doi.org/10.5465/amj.
2011.0089

Chacar, A. S., & Coff, R. W. (2000). Deconstructing a knowledge-based advantage: Rent generation, rent appropriation and
“performance” in investment banking. In M. Hitt, R. Bresser, D. Heuskel, C. Nettesheim, & R. Nixon (Eds.), Winning strategies
in a deconstructing world. John Wiley & Sons.

Chatman, J. A.(1991). Matching people and organizations: Selection and socialization in public accounting firms. Administrative
Science Quarterly, 36(3), 459-484. https://doi.org/10.2307/2393204

Chatterjee, S., Lubatkin, M. H., Schweiger, D. M., & Weber, Y. (1992). Cultural differences and shareholder value in related
mergers: Linking equity and human capital. Strategic Management Journal, 13(5), 319-334. https://doi.org/10.1002/smj.
4250130502

Chatterji, A., & Patro, A. (2014). Dynamic capabilities and managing human capital. Academy of Management Perspectives, 28(4),
395-408. https://doi.org/10.5465/amp.2013.0111

Christensen, S. T. (2015, October 2). 3 ways companies are changing the dreaded performance review. Fast Company. https://www.
fastcompany.com/3051779/3-ways-companies-are-changing-the-dreaded- performance-review

Clikeman, P.(1998). Auditor independence: Continuing controversy. Ohio CPA Journal, 57,40-43.

Coff, R. W. (2002). Human capital, shared expertise, and the likelihood of impasse in corporate acquisitions. Journal of
Management, 28(1), 107-128. https://doi.org/10.1177/014920630202800107

5URD 1T SUOWILIOD dAIREa.D a|eal|dde a3 Aq pausenob afe s3pne YO ‘asn Jo 3Nl oy Arlg1TauluQ A3]1M UO (SUONIPUOD-PUe-SWLB)WI0D B 1M Alelg 1)U UO//:Sd1Y) SUORIPUOD pue SWd | 83 39S *[7202/20/S0] Uo ARiqiTauluo /(i ‘AisieAlun [puioD Aq £652T sded/TTTT OT/I0p/W0D A3 1M ARiq 1jpul|uo//Sdny woij pepeojumoqd ‘0 ‘0.S9v.T


https://doi.org/10.1037/0021-9010.92.3.707
https://doi.org/10.1037/0021-9010.88.6.989
https://doi.org/10.1037/0021-9010.88.6.989
https://doi.org/10.1287/orsc.2020.1362
https://doi.org/10.1177/0149206318798026
https://doi.org/10.1177/0149206318798026
https://doi.org/10.1177/0001839211433562
https://doi.org/10.1177/0001839211433562
https://doi.org/10.1287/orsc.1090.0492
https://doi.org/10.5465/amj.2012.0119
https://doi.org/10.1002/smj.2272
https://doi.org/10.1002/smj.2272
https://doi.org/10.1177/0001839211432540
https://doi.org/10.2307/4131492
https://doi.org/10.1111/joms.12522
https://doi.org/10.1111/joms.12522
https://doi.org/10.5465/amp.2016.0071
https://doi.org/10.5465/amp.2016.0071
https://doi.org/10.1177/0149206313516797
https://doi.org/10.1177/0149206313516679
https://doi.org/10.5465/amj.2011.0089
https://doi.org/10.5465/amj.2011.0089
https://doi.org/10.2307/2393204
https://doi.org/10.1002/smj.4250130502
https://doi.org/10.1002/smj.4250130502
https://doi.org/10.5465/amp.2013.0111
https://www.fastcompany.com/3051779/3-ways-companies-are-changing-the-dreaded-performance-review
https://www.fastcompany.com/3051779/3-ways-companies-are-changing-the-dreaded-performance-review
https://doi.org/10.1177/014920630202800107

PERSONNEL
2 | WILEY PsSYcHOLOGY KEHOE

Cohen, W. M,, & Levinthal, D. A. (1990). Absorptive capacity: A new perspective on learning and innovation. Administrative
Science Quarterly, 35(1), 128-152. https://doi.org/10.2307/2393553

Colbert, B. A. (2004). The complex resource-based view: Implications for theory and practice in strategic human resource
management. Academy of Management Review, 29(3), 341-358. https://doi.org/10.2307/20159047

Collins, C. J., & Stevens, C. K. (2002). The relationship between early recruitment-related activities and the application
decisions of new labor-market entrants: A brand equity approach to recruitment. Journal of Applied Psychology, 87(6),
1121-1133. https://doi.org/10.1037/0021-9010.87.6.1121

Cooper-Thomas, H. D., van Vianen, A., & Anderson, N. (2004). Changes in person - organization fit: The impact of socialization
tactics on perceived and actual P-O fit. European Journal of Work and Organizational Psychology, 13(1), 52-78. https://doi.
org/10.1080/13594320344000246

Corredoira, R. A., & Rosenkopf, L. (2010). Should auld acquaintance be forgot? The reverse transfer of knowledge through
mobility ties. Strategic Management Journal, 31(2), 159-181. https://doi.org/10.1002/sm;j.803

Coyle, J. F., & Polsky, G. D. (2013). Acqui-hiring. Duke Law Journal, 63(2), 281-346.

Das, T. K., & Teng, B. S. (2000). A resource-based theory of strategic alliances. Journal of Management, 26(1), 31-61. https://doi.
org/10.1177/014920630002600105

Datta, D. K. (1991). Organizational fit and acquisition performance: Effects of post-acquisition integration. Strategic
Management Journal, 12(4), 281-297. https://doi.org/10.1002/smj.4250120404

Datta, D. K., & Guthrie, J. P. (1994). Executive succession: Organizational antecedents of CEO characteristics. Strategic
Management Journal, 15(7), 569-577. https://doi.org/10.1002/smj.4250150706

Davis, H. S., & Giampapa, C. H. (2015). Competitor lift-outs: Protecting your firm in pursuing and avoiding litigation for employee
raiding. Corporate Counsel Weekly: 1-4. https://www.srz.com/resources/competitor-lift-outs-protecting-your-firm-in-
pursuing-and.html

Demmitt, J. (2015, November 6). This startup wants to help businesses hire entire developer teams away from other companies.
GeekWire. https://www.geekwire.com/2015/this-startup-wants-to-make-poaching-entire-developer-teams-as-simple-
as-possible

Dill, K. (2021, December 15). More people quit to take a new job from an old boss. The Wall Street Journal.
https://www.wsj.com/articles/the-new-job-offer-you-want-could-come-from-your-old-boss-11639564205?mod
=Searchresults_posé6&page=2

Dobreyv, S. (2005). Career mobility and job flocking. Social Science Research, 34,800-820. https://doi.org/10.1016/j.ssresearch.
2005.01.002

Dokko, G., & Rosenkopf, L. (2010). Social capital for hire? Mobility of technical professionals and firm influence in wireless
standards committees. Organization Science, 21(3), 677-695. https://doi.org/10.1287/orsc.1090.0470

Domina, T., Penner, A., & Penner, E. (2017). Categorical inequality: Schools as sorting machines. Annual Review of Sociology, 43,
311-30. https://doi.org/10.1146/annurev-soc-060116-053354

Ertug, G., & Castellucci, F. (2013). Getting what you need: How reputation and status affect team performance, hiring, and
salaries in the NBA. Academy of Management Journal, 56(2), 407-431. https://doi.org/10.5465/amj.2010.108s4

Feldman, E. R., & Hernandez, E. (2022). Synergy in mergers and acquisitions: Typology, life cycles, and value. Academy of
Management Review, 47(4), 549-578. https://doi.org/10.5465/amr.2018.0345

Finkelstein, S., Hambrick, D. C., & Cannella, A. A. (2009). Strategic leadership: Theory and research on executives, top management
teams, and boards. Oxford University Press.

Finley, A. R., Kim, M. H., Lamoreaux, P. T., & Lennox, C. S. (2019). Employee movements from audit firms to audit clients.
Contemporary Accounting Research, 36(4), 1999-2034. https://doi.org/10.1111/1911-3846.12494

Gardner, T. M. (2002). In the trenches at the talent wars: Competitive interaction for scarce human resources. Human Resource
Management, 41, 225-237. https://doi.org/10.1002/hrm.10033

Gardner, T. M. (2005). Human resource alliances: Defining the construct and exploring the antecedents. International Journal
of Human Resource Management, 16(6), 1049-1066. https://doi.org/10.1080/09585190500120764

Geiger, M., Lennox, C., & North, D. (2008). The hiring of accounting and finance officers from audit firms: How did the market
react? Review of Accounting Studies, 13, 55-86. https://doi.org/10.1007/s11142-007-9047-y

Geis, G. T. (2015). Semi-organic growth: Tactics and strategies behind Google’s success. Wiley.

Greenwald, B. C. (1986). Adverse selection in the labour market. Review of Economic Studies, 53(3), 325-347. https://doi.org/
10.2307/2297632

Grohsjean, T., Kober, P., & Zucchini, L. (2016). Coming back to Edmonton: Competing with former employers and colleagues.
Academy of Management Journal, 59(2), 394-413. https://doi.org/10.5465/amj.2014.0200

Groysberg, B. (2010). Chasing stars: The myth of talent and the portability of performance. Princeton University Press.

Groysberg, B., & Abrahams, R. (2006). Lift outs: How to acquire a high-functioning team. Harvard Business Review, 84, 133-140.

Groysberg, B., & Lee, L. (2009). Hiring stars and their colleagues: Exploration and exploitation in professional service firms.
Organization Science, 20(4), 740-758. https://doi.org/10.1287/0rsc.1090.0430

BSUBD| T SUOWIWLOD AAES1D 3|qedi|dde ayy Aq peutenob ae sapiike YO ‘@sn Jo Sa|nJ 10} Akeiqi]auUlUQ AS]1A UO (SUOIIIPUOI-PUR-SLLIBYWOY" A3 1M AReiq 1 BU 1Uo//SANY) SUORIPUOD pUe SWiB | 3Y188S *[7202/20/50] uo ArlqiauljuQ AJIM ‘AiseAIuN [pUloD Aq £56ZT 'sdad/TTTT 0T/I0p/wod A8 Im Ariqipuljuo//sdiy wo.j papeojumod ‘0 ‘0LS917.T


https://doi.org/10.2307/2393553
https://doi.org/10.2307/20159047
https://doi.org/10.1037/0021-9010.87.6.1121
https://doi.org/10.1080/13594320344000246
https://doi.org/10.1080/13594320344000246
https://doi.org/10.1002/smj.803
https://doi.org/10.1177/014920630002600105
https://doi.org/10.1177/014920630002600105
https://doi.org/10.1002/smj.4250120404
https://doi.org/10.1002/smj.4250150706
https://www.srz.com/resources/competitor-lift-outs-protecting-your-firm-in-pursuing-and.html
https://www.srz.com/resources/competitor-lift-outs-protecting-your-firm-in-pursuing-and.html
https://www.geekwire.com/2015/this-startup-wants-to-make-poaching-entire-developer-teams-as-simple-as-possible
https://www.geekwire.com/2015/this-startup-wants-to-make-poaching-entire-developer-teams-as-simple-as-possible
https://www.wsj.com/articles/the-new-job-offer-you-want-could-come-from-your-old-boss-11639564205?mod=Searchresults_pos6%26page=2
https://www.wsj.com/articles/the-new-job-offer-you-want-could-come-from-your-old-boss-11639564205?mod=Searchresults_pos6%26page=2
https://doi.org/10.1016/j.ssresearch.2005.01.002
https://doi.org/10.1016/j.ssresearch.2005.01.002
https://doi.org/10.1287/orsc.1090.0470
https://doi.org/10.1146/annurev-soc-060116-053354
https://doi.org/10.5465/amj.2010.108s4
https://doi.org/10.5465/amr.2018.0345
https://doi.org/10.1111/1911-3846.12494
https://doi.org/10.1002/hrm.10033
https://doi.org/10.1080/09585190500120764
https://doi.org/10.1007/s11142-007-9047-y
https://doi.org/10.2307/2297632
https://doi.org/10.2307/2297632
https://doi.org/10.5465/amj.2014.0200
https://doi.org/10.1287/orsc.1090.0430

PERSONNEL
KEHOE psycroloeYy WILEY--2

Groysberg, B,,., Lee, L., & Nanda, A. (2008). Can they take it with them? The portability of star knowledge workers’ performance.
Management Science, 54(7), 1213-1230. https://doi.org/10.1287/mnsc.1070.0809

Gulati, R. (1999). Network location and learning: The influence of network resources and firm capabilities on alliance
formation. Strategic Management Journal, 20, 397-420. https://doi.org/10.1002/(SICI)1097-0266(199905)20:5<397::AlD-
SMJ35>3.0.C0O;2-K

Gupta, A. K. (1984). Contingency linkages between strategy and general manager characteristics: A conceptual examination.
Academy of Management Review, 9(3), 399-412. https://doi.org/10.5465/amr.1984.4279658

Halaby, C. N. (1988). Action and information in the job mobility process: The search decision. American Sociological Review,
53(1), 9-25. https://doi.org/10.2307/2095729

Hamori, M. (2010). Who gets headhunted—and who gets ahead? The impact of search firms on executive careers. Academy of
Management Perspectives, 24(4), 46-59. https://doi.org/10.5465/amp.2010.24.4.3654611.a

Harrison, D. A, Price, K. H., & Bell, M. P. (1998). Beyond relational demography: Time and the effects of surface- and deep-level
diversity on work group cohesion. Academy of Management Journal, 41, 96-107. https://doi.org/10.5465/256901

Herstad, S. J., Sandven, T., & Ebersberger, B. (2015). Recruitment, knowledge integration and modes of innovation. Research
Policy, 44(1), 138-153. https://doi.org/10.1016/j.respol.2014.06.007

Jackley, M. (2021, February 23). Tech equity: How Oracle works with HBCUs to diversify the technology industry. Diver-
sity & Inclusion Blog. https://blogs.oracle.com/diversity-inclusion/post/tech-equity-how-oracle-works-with-hbcus-to-
diversify-the-technology-industry

Jackson, S. E., Joshi, A., & Erhardt, N. L. (2003). Recent research on team and organizational diversity: SWOT analysis and
implications. Journal of Management, 29(6), 801-830. https://doi.org/10.1016/50149-2063_03_00080- 1

Jain, A. (2016). Learning by hiring and change to organizational knowledge: Countering obsolescence as organizations age.
Strategic Management Journal, 37(8), 1667-1687. https://doi.org/10.1002/smj.2411

Jones, G. R. (1986). Socialization tactics, self-efficacy, and newcomers’ adjustments to organizations. Academy of Management
Journal, 29(2), 262-279. https://doi.org/10.5465/256188

Josefy, M. A, Harrison, J. S., & Howard, M. D. (2022). Elite pipelines: How elite school ties are reflected in interfirm employee
migration. Journal of Management, 0(0). https://doi.org/10.1177/01492063221097896

Judge, T. A, & Cable, D. M. (1997). Applicant personality, organizational culture, and organization attraction. Personnel
Psychology, 50(2), 359-394. https://doi.org/10.1111/j.1744-6570.1997.tb00912.x

Kaiser, U., Kongsted, H. C., Laursen, K., & Ejsing, A. K. (2018). Experience matters: The role of academic scientist mobility for
industrial innovation. Strategic Management Journal, 39(7), 1935-1958. https://doi.org/10.1002/smj.2907

Keller, J., Kehoe, R. R., Bidwell, M. J., Collings, D. G., & Myer, A. (2021). In with the old? Examining when boomerang employees
outperform new hires. Academy of Management Journal, 64(6), 1648-1653. https://doi.org/10.5465/amj.2019.1340

Khurana, R. (2002). Market triads: A theoretical and empirical analysis of market intermediation. Journal for Theory of Social
Behaviors, 32(2), 239-262. https://doi.org/10.1111/1468-5914.00185

Kim, J. D. (2022). Startup acquisitions, relocation, and employee entrepreneurship. Strategic Management Journal, 43, 2189~
2216.

Kleykamp, M. (2009). A great place to start? The effect of prior military service on hiring. Armed Forces and Society, 35(2), 266-
285. https://doi.org/10.1177/0095327/07308631

Koch-Bayram, I. F.,, & Wernicke, G. (2018). Drilled to obey? Ex-military CEOs and financial misconduct. Strategic Management
Journal, 39(11), 2943-2964. https://doi.org/10.1002/smj.2946

Kogut, B., & Zander, U. (1996). What firms do? Coordination, identity, and learning. Organization Science, 7(5), 502-518. https://
doi.org/10.1287/orsc.7.5.502

Kraatz, M. S., & Moore, J. H. (2002). Executive migration and institutional change. Academy of Management Journal, 45, 120-
143. https://doi.org/10.5465/3069288

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals’ fit at work: A meta-analysis of
person-job, person-organization, person-group, and person-supervisor fit. Personnel Psychology, 58(2), 281-342. https://
doi.org/10.1111/j.1744-6570.2005.00672.x

Larsson, R., & Finkelstein, S. (1999). Integrating strategic, organizational, and human resource perspectives on mergers and
acquisitions: A case survey of synergy realization. Organization Science, 10, 1-26. https://doi.org/10.1287/orsc.10.1.1

Lehmberg, D., Rowe, W. G., White, R. E., & Phillips, J. R. (2009). The GE paradox: Competitive advantage through fungible non-
firm-specific investment. Journal of Management, 35(5), 1129-1153. https://doi.org/10.1177/0149206308331098

Levinthal, D.,&March, J. G. (1981). A model of adaptive organizational search. Journal of Economic Behavior & Organization, 2(4),
307-333. https://doi.org/10.1016/0167-2681(81)90012-3

Levinthal, D., & March, J. G. (1993). The myopia of learning. Strategic Management Journal, 14(2), 95-112. https://doi.org/10.
1002/smj.4250141009

Li, K., & Wang, J. (2021). Inter-firm inventor collaboration and path-breaking innovation: Evidence from inventor teams post-
merger. Journal of Financial and Quantitative Analysis, 1-74.

BSUBD| T SUOWIWLOD AAES1D 3|qedi|dde ayy Aq peutenob ae sapiike YO ‘@sn Jo Sa|nJ 10} Akeiqi]auUlUQ AS]1A UO (SUOIIIPUOI-PUR-SLLIBYWOY" A3 1M AReiq 1 BU 1Uo//SANY) SUORIPUOD pUe SWiB | 3Y188S *[7202/20/50] uo ArlqiauljuQ AJIM ‘AiseAIuN [pUloD Aq £56ZT 'sdad/TTTT 0T/I0p/wod A8 Im Ariqipuljuo//sdiy wo.j papeojumod ‘0 ‘0LS917.T


https://doi.org/10.1287/mnsc.1070.0809
https://doi.org/10.1002/(SICI)1097-0266(199905)20:5
https://doi.org/10.5465/amr.1984.4279658
https://doi.org/10.2307/2095729
https://doi.org/10.5465/amp.2010.24.4.3654611.a
https://doi.org/10.5465/256901
https://doi.org/10.1016/j.respol.2014.06.007
https://blogs.oracle.com/diversity-inclusion/post/tech-equity-how-oracle-works-with-hbcus-to-diversify-the-technology-industry
https://blogs.oracle.com/diversity-inclusion/post/tech-equity-how-oracle-works-with-hbcus-to-diversify-the-technology-industry
https://doi.org/10.1016/S0149-2063_03_00080-1
https://doi.org/10.1002/smj.2411
https://doi.org/10.5465/256188
https://doi.org/10.1177/01492063221097896
https://doi.org/10.1111/j.1744-6570.1997.tb00912.x
https://doi.org/10.1002/smj.2907
https://doi.org/10.5465/amj.2019.1340
https://doi.org/10.1111/1468-5914.00185
https://doi.org/10.1177/0095327/07308631
https://doi.org/10.1002/smj.2946
https://doi.org/10.1287/orsc.7.5.502
https://doi.org/10.1287/orsc.7.5.502
https://doi.org/10.5465/3069288
https://doi.org/10.1111/j.1744-6570.2005.00672.x
https://doi.org/10.1111/j.1744-6570.2005.00672.x
https://doi.org/10.1287/orsc.10.1.1
https://doi.org/10.1177/0149206308331098
https://doi.org/10.1016/0167-2681(81)90012-3
https://doi.org/10.1002/smj.4250141009
https://doi.org/10.1002/smj.4250141009

PERSONNEL
% | WILEY PSYCHOLOGY KEHOE

Lipsey, S. (2016, May 17). This hot startup’s team hiring experiment could be the next big thing in recruiting. Linked-in. https://www.
linkedin.com/business/talent/blog/talent-strategy/hiring-experiment-that-could-be-next-big-thing-in-recruiting

Lynn, S. (2016, February 25). Animmersive experience for HBCU scholars at Apple. Black Enterprise. https://www.blackenterprise.
com/an-immersive-experience-for-hbcu-scholars-at-apple

Makri, M., Hitt, M. A,, & Lane, P. (2010). Complementary technologies, knowledge relatedness, and invention outcomes in high
technology mergers and acquisitions. Strategic Management Journal, 31, 602-628. https://doi.org/10.1002/smj.829

March, J. G. (1991). Exploration and exploitation in organizational learning. Organization Science, 2(1), 71-87. https://doi.org/
10.1287/orsc.2.1.71

Marks, M. L., & Mirvis, P.H.(2011). A framework for the human resources role in managing culture in mergers and acquisitions.
Human Resource Management, 50(6), 859-877. https://doi.org/10.1002/hrm.20445

Miller, V. D., & Jablin, F. M. (1991). Information seeking during organizational entry: Influences, tactics, and a model of the
process. Academy of Management Review, 16(1), 92-120. https://doi.org/10.5465/amr.1991.4278997

Mirvis, P. H., & Marks, M. L. (1992). The human side of merger planning: Assessing and analyzing fit. Human Resource Planning,
15,69-92.

Mullen, B., & Cooper, C. (1994). The relation between group cohesiveness and performance: An integration. Psychological
Bulletin, 115(2),210-227. https://doi.org/10.1037/0033-2909.115.2.210

Munyon, T., Summers, J. K., & Ferris, G. R. (2011). Team staffing modes in organizations: Strategic considerations in individual
and cluster hiring approaches. Human Resource Management Review, 21, 228-242. https://doi.org/10.1016/j.hrmr.2010.07.
002

Murdock, C. (2021). 5 powerful recruiting trends affecting your time to hire. Undercover Recruiter. https:/
theundercoverrecruiter.com/5-recruiting-trends-affecting-time-to-hire

Olie, R., & Verwaal, E. (2004, August). The effects of cultural distance and host country experience on the performance of
cross-border acquisitions. In Paper presented at the Academy of Management Conference, New Orleans, LA.

Ouimet, P, & Zarutskie, R. (2020). Acquiring labor. Quarterly Journal of Finance, 10(3), 2050011. https://doi.org/10.1142/
$2010139220500111

Oyer, P, & Schaefer, S. (2016). Firm/employee matching: An industry study of US lawyers. ILR Review, 69, 378-404. https://doi.
org/10.1177/0019793915605506

Parrotta, P, & Pozzoli, D. (2012). The effect of learning by hiring on productivity. Rand Journal of Economics, 43(1), 167-185.
https://doi.org/10.1111/j.1756-2171.2012.00161.x

Payscale. (2018). Payscale reveals that employee referrals can affect candidate pay but your relationship to the employee referring you
matters. PayScale. https://www.globenewswire.com/news-release/2018/01/23/1298908/0/en/PayScale-Reveals-that-
Employee-Referrals-Can-Affect-Candidate-Pay-But-Your-Relationship-to-the-Employee-Referring- You-Matters.html

Pieper, J. R., Trevor, C. O., Weller, I., & Duchon, D. (2019). Referral hire presence implications for referrer turnover and job
performance. Journal of Management, 45(5), 1858-1888. https://doi.org/10.1177/0149206317739959

Podolny, J. M. (2001). Networks as the pipes and prisms of the market. American Journal of Sociology, 107, 33-60. https://doi.
org/10.1086/323038

Poppo, L., & Zenger, T.(2002). Do formal contracts and relational governance function as substitutes or complements? Strategic
Management Journal, 23(8), 707-725. https://doi.org/10.1002/smj.249

Porrini, P. (2004). Can a previous alliance between an acquirer and a target affect acquisition performance? Journal of
Management, 30(4), 545-562. https://doi.org/10.1016/j.jm.2004.02.003

Raffiee, J. (2017). Employee mobility and interfirm relationship transfer: Evidence from the mobility and client attachments
of United States federal lobbyists, 1998-2014. Strategic Management Journal, 38(10), 2019-2040. https://doi.org/10.1002/
smj.2634

Ranft, A. L., & Lord, M. D. (2000). Acquiring new knowledge: The role of retaining human capital in acquisitions of high-tech
firms. Journal of High Technology Management Research, 11(2), 295-319. https://doi.org/10.1016/51047-8310(00)00034- 1

Rao, H., & Drazin, R. (2002). Overcoming resource constraints on product innovation by recruiting talent from rivals: A study of
the mutual fund industry, 1986-1994. Academy of Management Journal, 45(3), 491-507. https://doi.org/10.5465/3069377

Rider, C.1.(2012). How employees’ prior affiliations constrain organizational network change. Administrative Science Quarterly,
57(3),453-483. https://doi.org/10.1177/000183921246 1633

Ring, P. S., & van de Ven, A. H. (1992). Structuring cooperative relationships between organizations. Strategic Management
Journal, 13(7), 483-498. https://doi.org/10.1002/smj.4250130702

Rivera, L. A. (2011). lvies, extracurriculars, and exclusion: Elite employers’ use of educational credentials. Research in Social
Stratification and Mobility, 29(1), 71-90. https://doi.org/10.1016/j.rssm.2010.12.001

Rivera, L. A. (2012). Hiring as cultural matching: The case of elite professional service firms. American Sociological Review, 77,
999-1022. https://doi.org/10.1177/0003122412463213

Rivera, L. A. (2016). Pedigree: How elite students get elite jobs. Princeton University Press.

BSUBD| T SUOWIWLOD AAES1D 3|qedi|dde ayy Aq peutenob ae sapiike YO ‘@sn Jo Sa|nJ 10} Akeiqi]auUlUQ AS]1A UO (SUOIIIPUOI-PUR-SLLIBYWOY" A3 1M AReiq 1 BU 1Uo//SANY) SUORIPUOD pUe SWiB | 3Y188S *[7202/20/50] uo ArlqiauljuQ AJIM ‘AiseAIuN [pUloD Aq £56ZT 'sdad/TTTT 0T/I0p/wod A8 Im Ariqipuljuo//sdiy wo.j papeojumod ‘0 ‘0LS917.T


https://www.linkedin.com/business/talent/blog/talent-strategy/hiring-experiment-that-could-be-next-big-thing-in-recruiting
https://www.linkedin.com/business/talent/blog/talent-strategy/hiring-experiment-that-could-be-next-big-thing-in-recruiting
https://www.blackenterprise.com/an-immersive-experience-for-hbcu-scholars-at-apple
https://www.blackenterprise.com/an-immersive-experience-for-hbcu-scholars-at-apple
https://doi.org/10.1002/smj.829
https://doi.org/10.1287/orsc.2.1.71
https://doi.org/10.1287/orsc.2.1.71
https://doi.org/10.1002/hrm.20445
https://doi.org/10.5465/amr.1991.4278997
https://doi.org/10.1037/0033-2909.115.2.210
https://doi.org/10.1016/j.hrmr.2010.07.002
https://doi.org/10.1016/j.hrmr.2010.07.002
https://theundercoverrecruiter.com/5-recruiting-trends-affecting-time-to-hire
https://theundercoverrecruiter.com/5-recruiting-trends-affecting-time-to-hire
https://doi.org/10.1142/S2010139220500111
https://doi.org/10.1142/S2010139220500111
https://doi.org/10.1177/0019793915605506
https://doi.org/10.1177/0019793915605506
https://doi.org/10.1111/j.1756-2171.2012.00161.x
https://www.globenewswire.com/news-release/2018/01/23/1298908/0/en/PayScale-Reveals-that-Employee-Referrals-Can-Affect-Candidate-Pay-But-Your-Relationship-to-the-Employee-Referring-You-Matters.html
https://www.globenewswire.com/news-release/2018/01/23/1298908/0/en/PayScale-Reveals-that-Employee-Referrals-Can-Affect-Candidate-Pay-But-Your-Relationship-to-the-Employee-Referring-You-Matters.html
https://doi.org/10.1177/0149206317739959
https://doi.org/10.1086/323038
https://doi.org/10.1086/323038
https://doi.org/10.1002/smj.249
https://doi.org/10.1016/j.jm.2004.02.003
https://doi.org/10.1002/smj.2634
https://doi.org/10.1002/smj.2634
https://doi.org/10.1016/S1047-8310(00)00034-1
https://doi.org/10.5465/3069377
https://doi.org/10.1177/0001839212461633
https://doi.org/10.1002/smj.4250130702
https://doi.org/10.1016/j.rssm.2010.12.001
https://doi.org/10.1177/0003122412463213

PERSONNEL
KEHOE psycroloeYy WILEY—-2

Rivera, L. A, & Tilcsik, A. (2016). Class advantage, commitment penalty: The gendered effect of social class signals in an elite
labor market. American Sociological Review, 81, 1097-1131. https://doi.org/10.1177/0003122416668154

Roberts, P. W., & Khaire, M. (2009). Getting known by the company you keep: Publicizing the qualifications and former
associations of skilled employees. Industrial and Corporate Change, 18(1), 77-106. https://doi.org/10.1093/icc/dtn045

Roberts, P. W, Khaire, M., & Rider, C. I. (2011). Isolating the symbolic implications of employee mobility: Price increases after
hiring winemakers from prominent wineries. American Economic Review, 101(3), 147-151. https://doi.org/10.1257/aer.101.
3.147

Rocha, V., Carneiro, A., & Varum, C. (2018). Leaving employment to entrepreneurship: The value of coworker mobility in
pushed and pulled-driven startups. Journal of Management Studies, 55(1), 60-85. https://doi.org/10.1111/joms.12318

Rosenkopf, L., & Almeida, P.(2003). Overcoming local search through alliances and mobility. Management Science, 49,751-766.
https://doi.org/10.1287/mnsc.49.6.751.16026

Rowell, C. (2020, May 19). Recruiting rivals—where Google, Microsoft & 13 other technology companies poach employees. Busi-
ness Chief. https://businesschief.com/leadership-and-strategy/recruiting-rivals-where-google-microsoft-and- 13-other-
technology-companies-poach-employees

Sawicki, A. (2015). Buying teams. Seattle University Law Review, 38(2), 651-684.

Schlachter, S. D., & Pieper, J.R. (2019). Employee referral hiring in organizations: An integrative conceptual review, model, and
agenda for future research. Journal of Applied Psychology, 104(11), 1325-1346. https://doi.org/10.1037/apl00004 12

Schneider, B. (1987). The people make the place. Personnel Psychology, 40(3), 437-453. https://doi.org/10.1111/j.1744-6570.
1987.tb00609.x

Schreyogg, G. (2005). The role of corporate cultural diversity in integrating mergers and acquisitions. In G. K. Stahl & M. E.
Mendenhall (Eds.), Mergers and acquisitions (pp. 108-125). Stanford University Press.

Selby, J., & Mayer, K. J. (2013). Startup firm acquisitions as a human resource strategy for innovation: The “acghire” phenomenon
[Working paper].

Shipp, A. J., Furst-Holloway, S., Harris, T. B., & Rosen, B. (2014). Gone today but here tomorrow: Extending the unfolding model
of turnover to consider boomerang employees. Personnel Psychology, 67(2), 421-462. https://doi.org/10.1111/peps.12039

Sirmon, D. G,, Hitt, M. A,, & Ireland, R. D. (2007). Managing firm resources in dynamic environments to create value: Looking
inside the black box. Academy of Management Review, 32(1), 273-292. https://doi.org/10.5465/amr.2007.23466005

Somaya, D., Williamson, |. O., & Lorinkova, N. (2008). Gone but not lost: The different performance impacts of employee mobil-
ity between cooperators versus competitors. Academy of Management Journal, 51(5), 936-953. https://doi.org/10.5465/
am;j.2008.34789660

Song, J., Almeida, P, & Wu, G. (2003). Learning-by-hiring: When is mobility more likely to facilitate interfirm knowledge
transfer? Management Science, 49, 351-365. https://doi.org/10.1287/mnsc.49.4.351.14429

Sonnenfeld, J. A., & Peiperl, M. A. (1988). Staffing policy as a strategic response: A typology of career systems. Academy of
Management Review, 13(4), 588-600. https://doi.org/10.5465/amr.1988.4307437

Sull, D., Sull, C., & Chamberlain, A. (2019). Measuring culture in leading companies. MIT Sloan Management Review. https://
sloanreview.mit.edu/projects/measuring-culture-in-leading-companies/

Swider, B. W,, Liu, J. T,, Harris, T. B., & Gardner, R. G. (2017). Employees on the rebound: Extending the careers literature to
include boomerang employment. Journal of Applied Psychology, 102(6), 890-909. https://doi.org/10.1037/apl0000200

Talent Board. 2021. 2021 North American candidate experience research report. https://www.thetalentboard.org/benchmark-
research/cande-research-reports

Taylor, M. S., & Schmidt, D. W. (1983). A process-oriented investigation of recruitment source effectiveness. Personnel
Psychology, 36(2), 343-354. https://doi.org/10.1111/j.1744-6570.1983.tb01442.x

Thimou. (2018). 42 companies hiring U.S. veterans right now. Clark. https://clark.com/military/companies-hiring-veterans-jobs-
best-places-to-work

Tiku, N. (2021, March 4). Google’s approach to historically Black schools helps explain why there are few Black engineers in Big Tech.
The Washington Post. https://www.washingtonpost.com/technology/2021/03/04/google-hbcu-recruiting

Triafa, M. D.C.,Kim, K., Byun, S.Y., Delgado, D. M., & Arthur, Jr. W. (2021). The relationship between team deep-level diversity
and team performance: A meta-analysis of the main effect, moderators, and mediating mechanisms. Journal of Management
Studies, 58(8),2137-2179. https://doi.org/10.1111/joms.12670

Tsai, W., & Ghoshal, S. (1998). Social capital and value creation: The role of intrafirm networks. Academy of Management Journal,
41(4),464-476. https://doi.org/10.5465/257085

Tzabbar, D. (2009). When does scientist recruitment affect technological repositioning? Academy of Management Journal, 52(5),
873-896. https://doi.org/10.5465/am;j.2009.44632853

Tzabbar, D., Aharonson, B. S., & Amburgey, T. L. (2013). When does tapping external sources of knowledge result in knowledge
integration? Research Policy, 42(2), 481-494. https://doi.org/10.1016/j.respol.2012.07.007

Tzabbar, D., Lee, J., & Seo, D. (2022). Collaborative structure and post-mobility knowledge spillovers: A dyadic approach.
Strategic Management Journal, 43(9), 1728-1762. https://doi.org/10.1002/smj.3384

BSUBD| T SUOWIWLOD AAES1D 3|qedi|dde ayy Aq peutenob ae sapiike YO ‘@sn Jo Sa|nJ 10} Akeiqi]auUlUQ AS]1A UO (SUOIIIPUOI-PUR-SLLIBYWOY" A3 1M AReiq 1 BU 1Uo//SANY) SUORIPUOD pUe SWiB | 3Y188S *[7202/20/50] uo ArlqiauljuQ AJIM ‘AiseAIuN [pUloD Aq £56ZT 'sdad/TTTT 0T/I0p/wod A8 Im Ariqipuljuo//sdiy wo.j papeojumod ‘0 ‘0LS917.T


https://doi.org/10.1177/0003122416668154
https://doi.org/10.1093/icc/dtn045
https://doi.org/10.1257/aer.101.3.147
https://doi.org/10.1257/aer.101.3.147
https://doi.org/10.1111/joms.12318
https://doi.org/10.1287/mnsc.49.6.751.16026
https://businesschief.com/leadership-and-strategy/recruiting-rivals-where-google-microsoft-and-13-other-technology-companies-poach-employees
https://businesschief.com/leadership-and-strategy/recruiting-rivals-where-google-microsoft-and-13-other-technology-companies-poach-employees
https://doi.org/10.1037/apl0000412
https://doi.org/10.1111/j.1744-6570.1987.tb00609.x
https://doi.org/10.1111/j.1744-6570.1987.tb00609.x
https://doi.org/10.1111/peps.12039
https://doi.org/10.5465/amr.2007.23466005
https://doi.org/10.5465/amj.2008.34789660
https://doi.org/10.5465/amj.2008.34789660
https://doi.org/10.1287/mnsc.49.4.351.14429
https://doi.org/10.5465/amr.1988.4307437
https://sloanreview.mit.edu/projects/measuring-culture-in-leading-companies/
https://sloanreview.mit.edu/projects/measuring-culture-in-leading-companies/
https://doi.org/10.1037/apl0000200
https://www.thetalentboard.org/benchmark-research/cande-research-reports
https://www.thetalentboard.org/benchmark-research/cande-research-reports
https://doi.org/10.1111/j.1744-6570.1983.tb01442.x
https://clark.com/military/companies-hiring-veterans-jobs-best-places-to-work
https://clark.com/military/companies-hiring-veterans-jobs-best-places-to-work
https://www.washingtonpost.com/technology/2021/03/04/google-hbcu-recruiting
https://doi.org/10.1111/joms.12670
https://doi.org/10.5465/257085
https://doi.org/10.5465/amj.2009.44632853
https://doi.org/10.1016/j.respol.2012.07.007
https://doi.org/10.1002/smj.3384

PERSONNEL
® | WILEY psycHOLOGY KEHOE

Umoh, R. (2019, March 13). Diversity in tech: How one VC firm is partnering with historically black colleges to address
the pipeline issue. Forbes. https://www.forbes.com/sites/ruthumoh/2019/03/13/diversity-in-tech-how-one-vc-firm-is-
partnering-with-historically-black-colleges-to-address-the-pipeline-issue/?sh=3f5ba30d 12fa

Van Iddekinge, C. H., Arnold, J. D., Frieder, R. E., & Roth, P. L. (2019). A meta-analysis of the criterion-related validity of prehire
work experience. Personnel Psychology, 72(4), 571-598. https://doi.org/10.1111/peps.12335

Wagner, S., & Goossen, M. C. (2018). Knowing me, knowing you: Inventor mobility and the formation of technology-oriented
alliances. Academy of Management Journal, 61(6), 2026-2052. https://doi.org/10.5465/amj.2016.0818

Waldman, M. (1984). Job assignments, signaling, and efficiency. RAND Journal of Economics, 15(2), 255-267. https://doi.org/
10.2307/2555679

Wang, T., & Zatzick, C. D. (2019). Human capital acquisition and organizational innovation: A temporal perspective. Academy of
Management Journal, 62(1), 99-116. https://doi.org/10.5465/amj.2017.0114

Weller, I., Hymer, C., Nyberg, A., & Ebert, J. (2019). How matching creates value: Cogs and wheels for human capital resources
research. Academy of Management Annals, 13(1), 188-214. https://doi.org/10.5465/annals.2016.0117

Williams, C. R., Labig, C. E., & Stone, T. H. (1993). Recruitment sources and posthire outcomes for job applicants and new hires:
A test of two hypotheses. Journal of Applied Psychology, 78(2), 163-172. https://doi.org/10.1037/0021-9010.78.2.163

Zajac, E. J. (1990). CEO selection, succession, compensation and firm performance: A theoretical integration and empirical
analysis. Strategic Management Journal, 11(3), 217-230. https://doi.org/10.1002/smj.4250110304

SUPPORTING INFORMATION

Additional supporting information can be found online in the Supporting Information section at the end of this article.

How to cite this article: Kehoe, R. R, Brymer, R., Keller, J. R., & Kim, J. (2022). Hiring by professional
affiliation: The benefits and challenges of leveraging prospective hires’ prior employment ties to improve
matching and access to resources. Personnel Psychology, 1-30. Advance online publication.
https://doi.org/10.1111/peps.12553

BSUBD| T SUOWIWLOD AAES1D 3|qedi|dde ayy Aq peutenob ae sapiike YO ‘@sn Jo Sa|nJ 10} Akeiqi]auUlUQ AS]1A UO (SUOIIIPUOI-PUR-SLLIBYWOY" A3 1M AReiq 1 BU 1Uo//SANY) SUORIPUOD pUe SWiB | 3Y188S *[7202/20/50] uo ArlqiauljuQ AJIM ‘AiseAIuN [pUloD Aq £56ZT 'sdad/TTTT 0T/I0p/wod A8 Im Ariqipuljuo//sdiy wo.j papeojumod ‘0 ‘0LS917.T


https://www.forbes.com/sites/ruthumoh/2019/03/13/diversity-in-tech-how-one-vc-firm-is-partnering-with-historically-black-colleges-to-address-the-pipeline-issue/?sh=3f5ba30d12fa
https://www.forbes.com/sites/ruthumoh/2019/03/13/diversity-in-tech-how-one-vc-firm-is-partnering-with-historically-black-colleges-to-address-the-pipeline-issue/?sh=3f5ba30d12fa
https://doi.org/10.1111/peps.12335
https://doi.org/10.5465/amj.2016.0818
https://doi.org/10.2307/2555679
https://doi.org/10.2307/2555679
https://doi.org/10.5465/amj.2017.0114
https://doi.org/10.5465/annals.2016.0117
https://doi.org/10.1037/0021-9010.78.2.163
https://doi.org/10.1002/smj.4250110304
https://doi.org/10.1111/peps.12553

	Hiring by professional affiliation: The benefits and challenges of leveraging prospective hires’ prior employment ties to improve matching and access to resources
	Abstract
	1 | INTRODUCTION
	2 | DEFINING AND IDENTIFYING HIRING BY PROFESSIONAL AFFILIATION
	3 | THE FUNCTIONING OF PIPES AND PRISMS IN HBPA
	3.1 | Affiliations as prisms: An integrative review
	3.2 | Affiliations as prisms: New propositions
	3.2.1 | Similar Matching Logics in HBPA
	3.2.2 | Dissimilar matching logics in HBPA
	3.2.3 | Mitigating challenges associated with dissimilar matching logics

	3.3 | Affiliations as pipes: An integrative review
	3.3.1 | Knowledge
	3.3.2 | Relational capital
	3.3.3 | Status spillovers

	3.4 | Affiliations as pipes: New propositions
	3.4.1 | Realizing value associated with resources accessed through HBPA
	3.4.2 | Mitigating challenges associated with integrating dissimilar resources


	4 | DISCUSSION
	4.1 | Insights for future research
	4.1.1 | Expanding our perspective of labor market matching
	4.1.2 | Understanding HBPA in the context of firms’ hiring and resource acquisition strategies
	4.1.3 | Extending insights on HBPA to the context of hiring based on educational affiliations

	4.2 | Practical implications

	5 | CONCLUSION
	ORCID
	NOTES
	ACKNOWLEDGMENT
	CONFLICT OF INTEREST
	DATA AVAILABILITY STATEMENT

	REFERENCES
	SUPPORTING INFORMATION


