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Appendix
Studies of Employee Referral Hiring by Phase of the Referring Process and Year of Publication
	Phase in Referring 
Model
	Study
	Country
	Sample
	Key Theories or Constructs
	Stakeholder Focus
	Outcome(s) Investigated
	Key Finding(s)

	1
	[bookmark: _Hlk529469655]Quaglieri (1982), Journal of Occupational Psychology
	Unknown
	64 recently graduated business degree students 
	Realism Hypothesis
	Referred Workers
	Organization information specificity and accuracy
	Individuals who located a job through informal sources or were a “walk-in” applicant had more complete information about the job than those who located the job through formal sources.

	1
	[bookmark: _Hlk529469663]Aamodt & Carr (1988 – Study 1 of 2), Proceedings of the 1988 IPMAAC Conference on Personnel Assessment
	Unknown
	104 students
	Individual Differences
	Referred Workers
	Individual Differences
	In recalling each job that they had previously worked and how they heard about the job, no results were found between the use of referrals and personality, high school grade point average, sex, or family income.

	1
	[bookmark: _Hlk529469669]Elliott (2001), Social Science Research
	U.S.
	2,030 job entrants from the Multi-City survey of Urban Inequality (MCSUI) during 1992-1994
	Social Network Theory; Richer Pool Argument; Better Match Theory; Ethnic Differences Theory
	Referred Workers
	Individual Differences from Inside Referrals
	Insider referrals lead to ethnically homogeneous jobs.

	1
	[bookmark: _Hlk529469684]Mouw (2002), Demography
	U.S.
	3,200 employers in Atlanta, Boston, Detroit, and Los Angeles included in the MCSUI
	Spatial-Mismatch Hypothesis; Alternative Theory (e.g., informal hiring practices)
	Referred Workers
	Individual Differences
	When firms are highly composed of either white or Black employees, employee referrals increase the likelihood of continuing that trend.

	1
	[bookmark: _Hlk529469689]Taber & Hendricks (2003), Human Resource Development Quarterly
	U.S.
	15,253 hired employees from 1990 through 1994 as well as about 33,000 current employees at a U.S.-based international products and services company
	Better Match Theory
	Organization
Referrers
	Probability of being recruited through an employee referral
	Given the demographic composition of the organization, greater gender and race similarity with the newly hired employee increases the likelihood that the employee was hired through an employee referral. Minorities and men use referrals more frequently than Whites and women.

	1
	[bookmark: _Hlk529469694]Fernandez & Sosa (2005), American Journal of Sociology
	U.S.
	4,316 applicants for a call service representative at a phone center during 1995-1996
	Supply-side account theories of gender differences in socialization; Demand-side account theories due to screeners’ preferences (queuing theory) and network theories
	Referred Workers
	Gender differences in hiring
	Employee referral applicants were much more likely to be female than the pool of nonreferrals, suggesting that the process contributes to gender skewing of jobs.

	1
	Smith (2005), American Journal of Sociology
	U.S.
	105 low-income African American men located in southeastern Michigan (qualitative)
	Social Capital Theory; Social Disorganization Theory
	Referrers
	Choosing to refer
	Many thought they would be worse off by assisting job seekers. Reputation of the potential job seeker affected willingness to help. Reputation outside of the work arena was a considerable factor. Respondents were fearful of making a poor referral. Prior referral behavior shaped willingness to assist in the future.

	1
	[bookmark: _Hlk529469709]Van Hoye & Lievens (2007), Journal of Applied Social Psychology
	Belgium
	171 graduate students in I/O psychology from a Belgian university
	Theory of reasoned action and the theory of planned behavior; Accessibility-Diagnosticity Model; Person-Organization Fit Perspective; Individual Differences Hypothesis
	Referred Workers
	Organizational Attractiveness
	Positive word-of-mouth had a more positive effect on organizational attractiveness than negative word-of-mouth. Negative word-of-mouth decreased the effect of recruitment advertising on organizational attractiveness.

	1
	[bookmark: _Hlk529469714]Van Hoye (2008), Journal of Advanced Nursing
	Belgium
	106 members of a nursing staff of four Belgian non-profit nursing homes
	Realistic Information; Instrumental-Symbolic Framework; Social Identity Theory
	Referrers
	Recommendation Intentions; Willingness to Testify
	When employees perceived their employer as competent and prestigious, they were more likely to recommend their organization to others.

	1
	[bookmark: _Hlk529469720]Van Hoye & Lievens (2009), Journal of Applied Psychology
	Belgium
	612 applicants targeted by the Belgian Defense
	Recipient-Source framework; Accessibility-Diagnosticity Model
	Referred Workers
	Time spent receiving word-of-mouth; Organizational Attractiveness; Application Decision
	Extraversion and conscientiousness both influenced amount of time receiving word-of-mouth. Time spent receiving positive word-of-mouth was associated with organizational attractiveness and application decisions.

	1
	[bookmark: _Hlk529469725]Bloemer (2010), The International Journal of Human Resource Management
	Belgium
	199 employees of a Flemish Bank in Belgium
	Employee Loyalty; Organizational Commitment
	Referrers
	Number of employee referrals made
	Employees with strong affective commitment make more employee referrals than employees with weak affective commitment. Employees with strong calculative commitment make fewer employee referrals than employees with weak calculative commitment.

	1
	Marin (2012), Social Networks
	U.S.
	37 insurance agents employed at a Toronto call center (Qualitative)
	Social Network Theory; Social Resources Theory
	Referrers
	Sharing of potential job openings with potential referrals
	Information holders are more likely to forget to recall job openings that they don’t associate with anyone specifically. Respondents shared knowledge of 17.6% of the jobs they listed. Respondents told network members about job openings only 27% of the time when a pairing was thought. Differences in job sharing information among genders; Information sharing not inevitable.

	1
	Van Hoye (2012), European Journal of Work and Organizational Psychology
	Belgium
	184 nurses approached at two job fairs in a major Belgian city
	Cable and Turban’s (2001) theory-driven taxonomy for recruitment sources; Source credibility perspective
	Referred Workers
	Organizational Attractiveness; Credibility
	Word-of-mouth was more positively related to organizational attractiveness than recruitment advertising, recruitment events, and publicity. The relationship between word-of-mouth and organizational attractiveness was mediated by credibility.

	1
	Van Hoye (2013), Human Performance
	Belgium
	232 employees from two Belgian manufacturing organizations
	Work Motivation; Prosocial Behavior; Intrinsic Motivation; Extrinsic Motivation; Job Satisfaction
	Referrers
	Offering of positive and negative employee referrals
	The offering of positive employee referrals was related to job satisfaction, a desire to help job seekers find good-fitting jobs, a desire to help the organization find good-fitting employees, and rewards. The offering of negative employee referrals was related to job dissatisfaction and a desire to help job seekers avoid bad-fitting jobs. Employees with a college degree made less positive and more negative referrals than employees with a high school degree. Employees that were paid a bonus for referrals made more positive referrals and less negative referrals than employees from the no bonus condition.

	1
	[bookmark: _Hlk529469744]Fernandez & Castilla (2017), Social Capital: Theory and Research
	U.S.
	3,968 bank telephone customer-service representatives in the U.S. who had the opportunity to refer over a two-year period, during which 1,546 referral applications were submitted. 
	Social Capital
	Referrers
	Individual Differences
	Minorities are more likely to refer than non-minorities. Married individuals are more likely to refer than those that are not married. Younger workers are more likely to refer than older workers. Low-wage workers are more likely to refer than high-wage workers. Having been a referred worker previously increases the likelihood of referring. A referrer working in the job category that is being referred for is more likely to refer. 

	1
	[bookmark: _Hlk529469754]Stockman et al., (2017 – Study 1 of 2), Applied Psychology: An International Review
	Belgium
	450 Belgian students completing their final year of higher education
	Credibility Theory; Multiple Inference Model
	Referred Workers; Referrers
	Referrer Credibility; Organizational Attractiveness; Referral Bonus Characteristics
	Referred candidates are less attracted to organizations when they are aware that a referrer is receiving a referral bonus. This effect is partially driven by a perceived lowered credibility of the referrer. Characteristics of the referral bonus (timing, size, type of incentive) did not affect perceived referrer credibility or referred candidates’ attractiveness to the organization. Whether the referral bonus would be given to both the referrer and the referred candidate also did not affect referrer credibility or referred candidate’s attractiveness to the organization.

	1
	Stockman et al., (2017 – Study 2 of 2), Applied Psychology: An International Review
	Belgium
	127 Belgian college students
	Credibility Theory; Multiple Inference Model
	Referred Workers; Referrers
	Referrer Credibility; Organizational Attractiveness; Referrer Motivations
	Referred candidates are less attracted to organizations when they are aware that a referrer is receiving a referral bonus. This effect is partially driven by a perceived lowered credibility of the referrer. Candidates were less likely to perceive the referrer’s motive as helping a friend find a job when they knew about the referral bonus. This lowered inferred other-oriented motive mediated the effect of referral bonus awareness on organizational attractiveness.

	1
	[bookmark: _Hlk529469763]Bond et al., (2018), Sociological Science
	U.S.
	1,473 U.S. participants recruited through Amazon’s Mechanical Turk who completed an experimental survey vignette
	Role Conflict
	Referred Workers;
Referrers
	Referred Candidate Quality
	The use of referral bonuses increases the likelihood of low-quality candidates and candidates that the referrer does not know well.

	1
	[bookmark: _Hlk529469767]Beaman et al., (2018), Journal of Labor Economics
	Malawi
	480 individuals who then could potentially refer other individuals in Malawi
	Social Incentives
	Referrers; Referred Workers
	Individual Differences
	Qualified women are often not referred through their network as men are more likely to refer other men and women are more likely to refer unqualified candidates. Men have greater potential to screen other men than to screen women. Effect is not entirely driven by the number of social connections between genders in social networks.

	1
	[bookmark: _Hlk529469773]Pieper, Greenwald, et al., (2018) Human Resource Management
	U.S.
	186 full-time professionals in the United States
	Expectancy Theory; Social Exchange Theory
	Referrers
	Choosing to refer; Risk in referring; Affective Commitment; Referral Bonus Effects
	Referral bonus presence, referral bonus amount, and levels of affective commitment all positively relate to the likelihood of referring. Perceptions of risk in referring negatively affect likelihood of referring. Large referral bonuses can offset perceptions of risk in referring and lower affective commitment levels for referrers.

	1 & Context
	[bookmark: _Hlk529469782]Braddock & McPartland (1987), Journal of Social Issues
	U.S.
	4078 workers and their employing organizations in both public and private sector jobs across the U.S. drawn from a survey conducted by the authors and the National Longitudinal Survey of Individuals (NLS) of 1976 and 1979
	Employment Discrimination; Social Network Segregation
	Referred Workers; Organization
	Probability of new hire being White
	[bookmark: OLE_LINK2]Jobs requiring a college degree are more likely to be filled with a White applicant when firms use social networks to advertise vacancies than firms who do not use employee social networks. No differences were found between firms using and firms not using employee social networks for jobs requiring some college education and jobs requiring only a high school degree. Authors conclude that segregated social networks contribute to the quality of jobs located by minority applicants.

	1 & 3
	[bookmark: _Hlk529469787]Caldwell & Spivey (1983), Personnel Psychology
	U.S.
	1400 store clerks hired during 1979
	Realistic Information; Labor market mobility argument
	Referred Workers
	Employee success; Turnover; Individual Differences
	While there was not necessarily a relationship between referred workers and success, they did tend to have a longer employment. Potential racial differences in recruiting sources.

	1 & 3
	[bookmark: _Hlk529469791]Breaugh & Mann (1984), Journal of Occupational Psychology
	U.S.
	98 social service workers
	Realistic Information Hypothesis; Individual Differences Hypothesis
	Referred Workers
	Realistic Job Expectations; Performance; Retention
	Employee referrals reported having had more realistic expectations than individuals who directly applied to the organization. Direct applicants had higher performance ratings. Referred workers were less likely to be terminated than those from newspaper ads. Some support for referred workers showing higher retention rate.

	1 & 3
	[bookmark: _Hlk529469802]Swaroff et al., (1985), Journal of Applied Psychology
	U.S.
	618 male technical sales trainees hired by a large corporation involved in the manufacture and sale of a technical product
	Realistic Information Hypothesis; Individual Differences Hypothesis
	Referred Workers
	Turnover; Productivity
	Showed partial support for individual differences hypothesis in that individuals recruited through referrals differed on demographic characteristics. Informal methods did not show longer tenure than formal methods. No relationship between recruitment source and productivity.

	1 & 3
	[bookmark: _Hlk529469807]Holzer (1987), Hiring Procedures in the firm: Their economic determinants and outcomes
	U.S.
	3500 firms contacted during a 1982 phone survey
	Realistic Information
	Referred Workers
	Performance; Turnover; Demographics
	Referred workers had higher performance ratings and lower turnover compared to other recruitment methods. Referred workers were different from other recruitment sources in that they were more likely to be young, female, and have insignificant work experience.

	1 & 3
	[bookmark: _Hlk529469811]Blau (1990), Journal of Vocational Behavior
	U.S.
	162 full-time bank tellers in the greater Philadelphia area
	Individual Differences Theory; Realistic Job Information Theories
	Referred Workers
	Performance; Realistic Job Expectations; Motivation to Apply; Ability
	Referred workers have higher realistic job expectations than newspaper ad or walk-in recruits but this did not relate to performance. Only ability significantly mediates the relationship between recruitment source and performance. Self-initiated walk-in applicants usually perform better than newspaper ad or employee referrals.

	1 & 3
	[bookmark: _Hlk529469816]Williams et al., (1993), Journal of Applied Psychology
	U.S.
	97 nurses hired between February and April of 1987 across 32 hospitals
	Differential Information Hypothesis; Individual Differences Hypothesis
	Referred Workers
	Voluntary Turnover; Performance
	Found that variance can occur when assigning multiple recruitment source individuals to only one recruitment source. Notable differences in prehire knowledge across recruitment sources. Recruitment source not tied to voluntary turnover or performance.

	1 & 3
	[bookmark: _Hlk529469824]Taylor (1994), The Journal of Social Psychology
	U.S.
	812 long-haul truck drivers from six different companies located in various regions of the United States
	Realistic Information Hypothesis; Individual Differences Hypothesis
	Referred Workers
	Job Expectations; Attitude Toward Dispatcher; Attitude Toward the Company; Intent to Leave; Attitude Toward Other Carriers
	No difference in job performance across recruitment sources. Realistic preview varied with recruitment source. Referred workers had lower turnover than other recruitment sources.

	1 & 3
	[bookmark: _Hlk529469829]Vecchio (1995), Journal of Management
	U.S.
	702 interviews as part of the 1991 General Social Survey
	Realistic Expectations Theory; Prescreening Theory
	Referred Workers
	Job Satisfaction; Loyalty; Pride in Organization; Anti-Union Stance; Demographics
	Recruitment source does not influence attitudes including job satisfaction, loyalty, pride in organization, anti-union stance; Referrals may be associated with different demographic categories.

	1 & 3
	[bookmark: _Hlk529469837]Werbel & Landau (1996), Journal of Applied Social Psychology
	U.S.
	234 members of a Fortune 500 financial services organization
	Person-job Fit; Realistic Expectations; Individual Differences
	Referred Workers
	Person-Job Fit; Realistic Expectations; Job Performance; Turnover
	Referred workers and self-initiated applicants felt greater person-job fit than those from other sources. Referred workers had less positive realistic expectations than other sources. Referred workers and self-initiated applications did not show higher performance or lower turnover.

	1 & 3
	[bookmark: _Hlk529469853]Beaman & Magruder (2012), The American Economic Review
	India
	561 original participants who then recruited their friends and family in Kolkata, India
	Networking Theory
	Referred Workers
Referrers
	Incentive effects; Ability prediction; Performance
	High ability people refer high ability people only when properly incentivized. Low ability original performers have difficulty predicting referred worker’s performance. High ability referrers are better able to predict performance but are less likely to be overly optimistic about their referred worker’s performance when incentivized.

	1 & 3
	[bookmark: _Hlk529469863]González & Rivarés (2018), Employee Relations
	Multiple
	76 workers, of which 31 were referred workers through a “bring a friend” method offered by the employing temporary work agency. The workers obtained jobs in industrial production 
	Individual Differences Hypothesis; Intrinsic Motivation; Reputation Protection; Feeling of Obligation
	Referred Workers
	Recruitment Perceptions; Group Commitment; Task Commitment; Group Satisfaction; General Job Satisfaction; Job Involvement; Turnover
	The authors explored a “bring a friend” recruitment program in which individuals who are being assessed for a job position are queried if they know anyone else who would also be good for the position. Workers recruited through this “bring a friend” method showed lower turnover than individuals recruited through standard recruitment procedures. Workers recruited through this method also showed higher group commitment, task commitment, task satisfaction, and general job satisfaction. Workers recruited through this method perceived that they were chosen because of the referrer’s belief that they would perform well.

	1, 2, & 3
	[bookmark: _Hlk529469868]Kirnan et al., (1989), Personnel Psychology
	U.S.
	Applicant pool of 20,576 for the position of insurance agent at a major insurance company in 1981
	Prescreening Hypothesis; Realistic Job Information Hypothesis
	Referred Workers
	Applicant Quality; Job Survival; Sales Performance; Individual Differences
	Referred workers showed higher applicant quality on background questionnaire scores. Significant group differences do exist in the relative proportions of individuals using the various recruiting sources. When grouped into formal and informal categories, informal individuals had a higher survival rate. Referrals may decrease diversity.

	1, 2, & 3
	[bookmark: _Hlk529469878]Granovetter (1995), Getting a job: A study of contacts and careers
	U.S.
	100 interviews and 182 mail surveys with men in Newton, Massachusetts
	Labor Market Economics; Social Networks
	Referred Workers; Referrers
	Sharing of potential job openings with potential referrals; Individual Differences; Satisfaction with Job; Income
	Respondents preferred the use of personal contacts to other sources. Those who use personal contacts are more likely to say they are very satisfied with their job and least likely to express dissatisfaction. Newly created jobs, rather than vacated jobs, are more likely to be found using contacts. Religious background, ethnicity, and education were not related to search method, but age was. Jobs offering highest salary more likely to be found through personal contacts.

	1, 2, & 3
	[bookmark: _Hlk529469883]Fernandez et al., (2000), American Journal of Sociology
	U.S.
	4,165 applicants for a phone center service representative position at a large Midwestern phone center
	Richer Pool; Better Match; Social Enrichment
	Referred Workers
Referrers
	Interviewing Process; Job Offers; Turnover
	Referred workers presented more appropriate applications than nonreferrals. Human capital characteristics of referrers and referred workers displayed above-chance levels of homophily. Referred worker’s turnover should be affected by the turnover of the referrer. No support for referred workers timing their applications better, reporting greater levels of understanding of job content, or accepting job offers at a higher rate.

	1, 2, & 3
	[bookmark: _Hlk529469888]Bartus (2001), Dissertation
	Hungary
	620 individuals who had a serious job opportunity from 75 school registers in Hungary
	Social Resources Theory; Strength of Weak Ties Hypothesis; Human Capital Theory; Social Capital; Meritocracy; Particularism; Individual Differences; Social Enrichment; Realistic Information Hypothesis; Prescreening
	Referred Workers
	Job Finding; Income; Turnover
	Informal search decreases unemployment duration by one month. Men more likely to use informal sources. Network resources do not increase the productivity of informal searches. People with unemployed family members are less likely to search informally. High status family members discourage formal searches. Formal and informal methods are substitutes for each other in the search process. High status contacts and referrers provide information about better jobs than other sources in the context of earnings. Employee referrals increase tenure. No evidence of job locating source on long-term salary growth. Evidence for social resources theory and theories underlying employee referrals.

	1, 2, & 3
	[bookmark: _Hlk529469897]Castilla (2005), American Journal of Sociology
	U.S.
	290 customer service representatives at a U.S. call enter from January 1995-December 1996
	Better Match Theory; Sociological Theory
	Referred Workers
Referrers
	Performance; Turnover Effects; Hire event
	Referred workers show higher performance measured by productivity. No support for better match theory in long-run. Referred workers perform worse than nonreferred employees do if their referrer leaves the organization. No support for referrer’s presence improving referred worker’s performance trajectory. Referred workers more likely to be hired and complete training. No support for homophily mechanism.

	1, 2, & 3
	[bookmark: _Hlk529469908]Brown et al., (2012), FRB of New York Staff Report 568 
	U.S.
	62,127 job applicants (340 hires) at a U.S. corporation
	Learning-based models of labor market referrals; Economic Model
	Referred Workers
Referrers
	Hire event; Income; Turnover; Promotion Rates; Job Offer; Referred Worker-Referrer Similarities
	Referred candidates more likely to be hired. Referred candidates more likely to have initial wage advantage which shrinks over time. Referred workers have less turnover. No average differences in promotion rates. Probability of a job offer follows a “U-shape” dependent on job title. Referred workers and referrers are similar in age, gender, ethnicity, education, and division / staff level within organization. Referred workers may be more productive for some types of match dependent on staff level.

	1, 2, & 3
	[bookmark: _Hlk529469918]Burks et al., (2015 – Study 1 of 3), The Quarterly Journal of Economics
	U.S.
	350,000 applicants and 50,000 employees from a U.S. call-center
	Prescreening Hypothesis; Homophily; Being Treated Differently (Support and Coaching); Social Monitoring (Reputation); Social Enrichment
	Referred Workers; Referrers
	Interviewing Process; Job Offers; Performance; Turnover; Wages; Individual Differences; Bonus Effects
	Referred applicants are more likely to be hired and accept job offers compared to nonreferred applicants. Referred applicants show small differences from nonreferred applicants in regard to schooling, intelligence, and personality. No significant differences between referred and nonreferred workers for four of five productivity measures—slightly below average on schedule adherence. There are no significant gains in productivity or salary for referrers making referrals. Referred workers are significantly less likely to quit than nonreferred workers. Likelihood of referred worker quitting after bonus is distributed shows no difference compared to other moments in time. No differences between referred worker and nonreferred wages. Authors conclude that referred workers result in higher profits/worker compared to nonreferred workers due to reduced turnover and recruiting costs.

	1, 2, & 3
	Burks et al., (2015 – Study 2 of 3), The Quarterly Journal of Economics
	U.S.
	1.18 million applicants and about 25,000 employees from a high-tech firm
	Prescreening Hypothesis; Homophily; Being Treated Differently (Support and Coaching); Social Monitoring (Reputation); Social Enrichment
	Referred Workers; Referrers
	Interviewing Process; Job Offers; Performance; Turnover; Wages; Individual Differences; Bonus Effects
	Referred applicants are more likely to be hired and accept job offers compared to nonreferred applicants. Referred applicants and workers show no differences in schooling, IQ, or the big 5 indices. While referred workers do not differ from nonreferred workers on objective performance, they do have higher subjective performance. Referred workers are significantly more likely to file patent applications. There are no significant gains in productivity or salary for referrers making referrals. Referred workers are significantly less likely to quit than nonreferred workers. Referred workers earn around 1.7% higher wages.

	1, 2, & 3
	Burks et al., (2015 – Study 3 of 3), The Quarterly Journal of Economics
	U.S.
	Undisclosed N from a U.S. trucking firm
	Prescreening Hypothesis; Homophily; Being Treated Differently (Support and Coaching); Social Monitoring (Reputation); Social Enrichment
	Referred Workers; Referrers
	Interviewing Process; Job Offers; Performance; Turnover; Wages; Individual Differences; Bonus Effects
	Referred applicants are more likely to be hired and accept job offers compared to nonreferred applicants, a finding that is greater when unemployment is low. Referred applicants show no significant difference in schooling, SAT score, or the big 5 indices. No significant differences between referred and nonreferred workers on miles, a primary performance indicator. Referred workers were 11% less likely to be in a preventable accident. There are no significant gains in productivity or salary for referrers making referrals. Referred workers are significantly less likely to quit or be fired than nonreferred workers. Likelihood of referred worker quitting after bonus is distributed shows no difference compared to other moments in time. No significant differences between referred worker and nonreferred wages. Referred and nonreferred workers do not significantly differ on benefit utilization, measured by holiday time and vacation time. Authors conclude that hiring referred workers results in higher profits per worker compared to nonreferred workers primarily due to reduced turnover and recruiting costs, as well as a small attribution to reduced accidents. Workers with higher productivity are more likely make a referral. Referred workers tend to have similar performance to referrers on mile productivity and accident likelihood. Referrers refer similarly productive drivers.

	1, 2, & Context
	[bookmark: _Hlk529469931]Iversen & Torsvik (2011), Unpublished Manuscript
	India
	287 migrants from two villages in India with work histories ranging from 1950 to 2009.
	Moral Hazard
	Referred Workers; Organizations
	Moral Hazard / Workplace Misbehavior
	Results do not support that referrers identify hidden referred worker traits. Strong ties through family are most important for obtaining entry into a first migrant job. Support for the argument that organizations employ referrals because referrers enforce workplace discipline and/or reduce moral hazard.

	2
	[bookmark: _Hlk529469940]Bridges & Villemez (1986), American Sociological Review
	U.S.
	2,483 workers from the Metropolitan Employer-Worker Survey (MEWS)
	Network Theory
	Referred Workers
	Income
	After including additional variables (race, gender, highest year of school completed, number of years worked either full- or part-time since age 18, and a term for work experience squared) the way in which a job is located has virtually no effect on income. Internal referrals may still hold value.

	2
	[bookmark: _Hlk529469945]De Graaf & Flap (1988), Social Forces
	Multiple
	628 individuals from the Wohlfahrts survey 1980 in West Germany; 466 males from a Dutch sample; United States data from Lin et al.
	Social Resources Thesis
	Referred Workers
	Occupational prestige; Income
	The higher the occupational prestige of the contact person, the better the job the respondent is likely to get. In the Netherlands, education or occupational prestige for the first job is stronger than the influence of contact’s prestige, though reversed in the United States. Prestige of contact person has positive but insignificant impact on income.

	2
	[bookmark: _Hlk529469951]Fernandez & Weinberg (1997), American Sociological Review
	U.S.
	5,568 employment inquiries for four entry-level branch office jobs at a retail bank in the western region of the United States between January 1993 and March 1995
	Social Networks
	Referred Workers
	Interviewing Process; Job Offers
	External referrals present more appropriate resumes than do external nonreferrals. External referrals are more likely to be granted an interview than are external nonreferrals, but this cannot be explained by more appropriate resumes and behavior. Conditional on interviews, referred workers are more likely to receive a job offer than are external nonreferrals but this cannot be explained by more appropriate resumes, application behavior, and interview selection process. Offer four possible explanations for referred workers’ advantages and found evidence that referred workers display more appropriate job qualifications than nonreferrals.

	2
	[bookmark: _Hlk529469960]Bartus (2003), Review of Sociology
	Hungary
	620 individuals who had a serious job opportunity from 75 school registers in Hungary
	Social Resources Theory; Strength of Weak Ties Hypothesis; Individual Differences; Social Enrichment; Realistic Information Hypothesis; Prescreening
	Referred Workers
	Job Finding; Income
	As explored in part in Bartus (2001), high status contacts and employee referrals help find jobs in firms with attractive characteristics. High-status contacts increase earnings associated with the job. Evidence for social resources theory and theories underlying employee referrals.

	2
	[bookmark: _Hlk529469970]Breaugh et al., (2003), Journal of Applied Social Psychology
	U.S.
	1,337 applicants at an entry-level job at a large Midwestern organization
	Pre-screening; Realistic information; Ease of movement; Treated differently; Met expectations; Individual-Differences
	Referred Workers
	Job offer; Interview withdrawal; Interview score
	Likelihood of receiving a job offer was direct applicants, employee referrals, job-fair recruits, newspapers, then colleges. Employee referrals and direct applicants yielded highest amount of (judged) qualified candidates and those that were actually hired. Recruiting source not tied to withdrawal behavior from job applicant process.

	2
	[bookmark: _Hlk529469975]Kugler (2003), Labour Economics
	U.S.
	2,142 employees from the 1982 National Longitudinal Survey of Youth and 1984 Current Population Survey
	Equilibrium Matching Model
	Referred Workers
	Wages
	After controlling for industry variables, there was no indication that being referred results in a higher industry wage. Thus, variation in referral wage premiums is between, and not within, industry sectors.

	2
	[bookmark: _Hlk529469983]McManus & Ferguson (2003), International Journal of Selection and Assessment
	U.S.
	19,578 individuals applying to 1 of 16 U.S. financial services companies
	Realistic Information Hypothesis; Individual Differences Hypothesis
	Referred Workers
	Applicant Quality
	Referred applicants scored higher on the biodata selection questionnaire than applicants who found the job through the internet or other recruitment sources. There were no differences in terms of personality characteristics.

	2
	[bookmark: _Hlk529469993]Mouw (2003 – Study 1 of 4), American Sociological Review
	U.S.
	3,383 individuals in the National Longitudinal Study of Youth
	Social Capital
	Referred Workers; Referrers
	Wages; Job Satisfaction Unemployment Duration
	No evidence that the use of social contacts affects wages or job satisfaction, regardless of strength of tie, use of previous contacts earlier in the career, the individual’s perception of the importance of contacts, or by profession. In addition, no evidence that using a contact to find work decreases unemployment duration.

	2
	Mouw (2003 – Study 2 of 4), American Sociological Review
	U.S.
	332 male respondents in the 1970 Detroit Area Study
	Social Capital
	Referred Workers; Referrers
	Prestige
	No evidence that contacts with higher prestige result in an unemployed worker finding employment with higher prestige when the worker’s education and prestige of previous job is controlled for.

	2
	Mouw (2003 – Study 3 of 4), American Sociological Review
	U.S.
	1,266 observations in the 1987 Urban Poverty and Family Live Study
	Social Capital
	Referred Workers
	Prestige; Use of Contacts
	The unemployment, education, and welfare status of a contact’s social network does not affect the propensity to use contacts to find employment or labor market outcomes.

	2
	Mouw (2003 – Study 4 of 4), American Sociological Review
	U.S.
	1,434 observations in the 1994 Multi-City Study of Urban Inequality
	Social Capital
	Referred Workers
	Prestige; Use of Contacts
	The unemployment, education, and welfare status of a contact’s social network does not affect the propensity to use contacts to find employment or labor market outcomes.

	2
	[bookmark: _Hlk529470002]Yakubovich & Lup (2006), Organization Science
	U.S.
	9,008 sales agents in a virtual U.S.-based call center
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	Note. Phase 1 refers to pre-hire motivation and action. Phase 2 refers to application and hiring. Phase 3 refers to post-hire outcomes. Papers could be categorized into multiple phases.



