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About half of the hires made in the Russian city of Samara in 1998 were accom-
plished without an employer’s outreach effort to fill the position. Such passive
recruitment is supported primarily by hiring managers’ personal ties and the
networks of the firm’s current and previous employees. The positive effect of a
job’s attractiveness on the likelihood of passive recruitment is dampened by an
increase in the stringency of the job’s technical and social requirements. Thus,
if necessary, employers actively search for candidates who meet the job
requirements, and therefore the cost of search is the primary factor behind
passive recruitment.
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A sociological perspective on matching processes in labor markets origi-
nates in Granovetter’s (1995) observation of a nonsearch phenomenon.
Studying job changes by professional, technical, and managerial workers in
Massachusetts, Granovetter finds that 29% of the respondents did not
actively search for jobs before being hired (p. 29). Follow-up studies confirm
that getting jobs through nonsearch is common, independent of the popula-
tion, race, or gender group studied (Campbell & Rosenfeld, 1985; Hanson &
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Pratt, 1991; Lin, 2003; Watanabe, 1987). Sociologists therefore begin to
question the very basic premise that information in labor markets is accumu-
lated through active search, the cornerstone of the economic theory of match-
ing between employers and workers (for a review, see Mortensen & Pissari-
des, 1999). At the same time, sociologists do not address the phenomenon of
nonsearch per se and instead use it to illustrate the central role of social
networks.

This article fills the void on the employers’ side of the matching process. It
argues that nonsearch by employers, or more precisely passive recruitment,
is a distinctive institutionalized phenomenon in its own right and explores
why employers practice it. I discuss two competing arguments, cost saving
and preferential treatment of social contacts, and test them empirically in the
context of the Russian urban labor market of the 1990s.

Although it is very different from the U.S. market, the Russian market
possesses a few features that make it an attractive testing ground. Its current
structure originated in 1988 when the state attempted to reform the ineffec-
tual socialist mechanism of labor allocation by creating the Federal Employ-
ment Service to provide, among other functions, unemployment benefits and
information about job vacancies. Private employment agencies mushroom-
ed, and the mass media were flooded with ads for jobs and labor (Ohtsu,
1992; Oxenstierna, 1990). The contribution of new labor market intermedi-
aries to the allocation of labor is relatively insignificant, though; jobs are
obtained primarily through personal contacts (Clarke, 1999; Gerber &
Mayorova, 2003; Gimpelson & Magun, 1994; Yakubovich, 2005; Yakubo-
vich & Koziina, 2000). The social contacts of a firm’s current employees
enjoy preferential treatment in hiring; as a rule, employers advertise vacan-
cies only if social networks cannot fill them. This pattern is reinforced by line
managers who control access to most jobs and use this power as a tool to cul-
tivate loyalty, trust, and political support (Clarke, 1999, pp. 135-136).

To facilitate the formation of a vibrant and open market for labor, the Rus-
sian Labor Code of the 1990s explicitly obliged all enterprises to submit a
complete monthly report on available job vacancies to the Federal Employ-
ment Service (Smirnov, 1996, p. 114). Nevertheless, Russian employers
either ignored the Labor Code’s requirements altogether or stuck to their old
habit of submitting a very limited list of the least attractive jobs that were not
sought by candidates linked to them through social networks. One can inter-
pret employers’ behavior as an attempt to preserve preferential treatment of
social contacts. However, cost saving is an entirely plausible alternative
rationale that has similar implications for social welfare but very different
causes. Thus, the question raised in the article is directly relevant to our theo-
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retical understanding of the Russian postsocialist labor market and policies
required to form and sustain it.

An empirical analysis shows that passive recruitment is supported primar-
ily by hiring managers’ personal ties and by the extended internal labor mar-
ket (EILM) composed of the social networks of firms’ current and previous
employees. Using logit analysis, we learn that employers practice passive
recruitment so long as it does not compromise the quality of hires; they do
not sacrifice the interests of their firm as a whole for the benefit of individu-
als. Thus, the results support the cost saving argument. At the same time,
social welfare consequences of passive recruitment are still negative because
equally qualified candidates who are not connected to the firm through per-
sonal and organizational ties have little chance of learning about a substantial
portion of the best jobs.

The article is organized in the following way: The next section defines
passive recruitment as a theoretical and empirical phenomenon, describes
the ways in which itis carried out, and specifies testable hypotheses about the
factors that lead to its adoption by employers. After introducing the data and
statistical model, I evaluate empirically the scope and forms of passive
recruitment in Russia, including the types of social ties it relies on, and test
the hypotheses. The final section discusses the results and proposes ques-
tions for future research.

The Phenomenon of Passive Recruitment

The existing literature implies the importance of passive recruitment but
does not clearly acknowledge it as a distinctive subject of sociological
inquiry. Instead, passive recruitment becomes intricately linked to hiring
through social networks. Manwaring (1984) coins the term EILM to identify
the vast web of social ties that gets involved in hiring whether firms want it or
not. By definition, any recruitment through the networks of existing employ-
ees takes place in the EILM. However, Manwaring emphasizes that such a
market owes its existence to the inaction of the employer who postpones
broadcasting new vacancies to give contacts of present employees a head
start or to avoid notifying certain agencies altogether even when he or she is
obliged to do so (Manwaring, 1984, p. 163). Networks take care of vacancies
without employers’ apparent intervention and, left to their own devices, close
the market to strangers.

Waldinger and Lichter (2003, pp. 94-95) contrast formal recruitment that
“occurs when firms take deliberate steps to generate applicants” with infor-
mal methods that “involve little expenditure of effort or resources; thus they
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are often described as passive.” Newspaper ads, job fairs, and headhunter
agencies are primary formal channels, whereas hiring through networks is
purely informal.

The accounts presented nicely summarize earlier research on the role of
personal contacts in recruitment as an unintended by-product of social life.
People help each other with jobs, among other things, simply because such
help is an intrinsic part of social relationships. Employers neither resist it nor
provide any noticeable organizational support or encode the practice in a
firm’s personnel policies; it is completely informal. In this context, hiring
through social networks is interpreted as evidence of patronage and labor
market closure (Granovetter, 1995; Grieco, 1987; Manwaring, 1984; Peter-
sen, Saporta, & Seidel, 2000; Waldinger, 1996). While expending little
effort, employers reap multiple rewards. First, they use “recruitment through
the EILM as a ‘fringe benefit’ which may be withdrawn as a disciplinary
measure” (Manwaring, 1984, p. 168). Second, they get new workers who are
somewhat socialized into the firm and therefore have an easier time acquir-
ing tacit knowledge that is deeply embedded in the social context (Bailey &
Waldinger, 1991; Castilla, 2005; Fernandez, Castilla, & Moore, 2000; Man-
waring, 1984; Reichers, 1987; Sutton & Louis, 1987). Third, social interme-
diaries broker information flows between employers and workers and
thereby can improve matching (Fernandez et al., 2000; Rees & Shultz, 1970;
Simon & Warner, 1992). Last but not the least, employers may benefit from
the similarity in characteristics of referrers and referrals, if the former are con-
sidered to be good workers (Fernandez et al., 2000; Rees & Shultz, 1970).

Employers’ growing awareness of these advantages, whether supported
by empirical evidence or not, turns hiring through social networks into a key
component of human resource policies that motivate workers to mobilize
their contacts for the benefit of the organization. Social networks become a
tool for screening for talent and reaching out to potential job candidates who
otherwise would not apply (Breaugh & Mann, 1984; Fernandez et al., 2000;
Fernandez & Weinberg, 1997; Petersen et al., 2000). Management textbooks
present such an outreach effort toward a larger, more diverse pool of appli-
cants as an economically sound strategy of managing human resources (e.g.,
Baron & Kreps, 1999, pp. 339-340). The proactive use of network ties by an
employer alters the incentives of the workers who are more motivated to rep-
resent the interests of their employers than to do favors to their social con-
tacts. Going beyond the immediate circle of family and friends, they assist in
opening the labor market rather than closing it. In this regard, social networks
complement formal channels such as government-run employment centers,
private employment agencies, and mass media. Taken together, they consti-
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tute an active mode of recruitment, the opposite of the passive mode
described earlier (cf. Marsden & Gorman, 2001, p. 471).

The limited evidence available suggests that passive recruitment is com-
mon. In the 1980 Employer Opportunity Survey, 28% of respondents report-
ed that they did not recruit for the position most recently filled (Barron,
Bishop, & Dunkelberg, 1985). In Marsden’s (1996) study, about 15% to 20%
of American employers said that they frequently rely on “direct approaches
and unsolicited inquiries by applicants rather than making deliberate efforts
to locate prospective workers” (Marsden & Gorman, 2001, p. 472).

When employers do not recruit actively, they rely on preexisting social
ties, either their own or those of their workers, that compose the EILM. A hir-
ing manager himself or herself may have candidates in mind to call on
directly, or current employees, who continuously monitor and evaluate new
vacancies, may inform their former colleagues, friends, and relatives. Some-
times, EILMs are semiformalized as waiting lists (Windolf, 1986). A number
of the personnel departments of Samara enterprises maintain lists of the rela-
tives and friends of their workers who are interested in being hired (Clarke,
1999; Yakubovich & Kozina, 2000). Although waiting lists require mainte-
nance, they are essentially a form of passive recruitment because the contact
is initiated by job candidates rather than employers, and the pool of candi-
dates remains confined to the EILM.

The conventional concept of the EILM is too narrow, though, because it
ignores the fact that in addition to personal networks, the ties between work-
ers and their places of previous employment are common devices for passive
recruitment. A few studies of the Russian labor market document the phe-
nomenon of return mobility when workers who left the firm voluntarily or
were fired come back.' The scope of this phenomenon is still debated. In
Clarke’s (1999) study of 16 manufacturers in four Russian cities, the extent
of return mobility varies from 0% to 34% (p. 235). Brown and Earle (2002)
analyze a nationally representative sample of 530 industrial firms and esti-
mate the rate of rehiring at not more than 10.5% of accessions in any year
between 1990 and 1999.

Clarke (1999, pp. 236-237) offers a number of reasons for return mobil-
ity: General economic uncertainty distorts employers’ and workers’ expecta-
tions regarding their labor market opportunities; employment at new private
enterprises turns out to not be as attractive as it appeared from outside, forc-
ing workers to return to their origins; workers’ firm-specific skills make them
unemployable at other places; newly employed workers quickly discover
that in a time of crisis newcomers are laid off first; and their return to the
place of previous employment restores their insider status and thereby
provides some security.
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On the demand side, return mobility can be seen as a substitute for the
Western practice of temporary layoffs when a worker is dismissed because of
slack business but is then invited back as soon as the firm recovers. A similar
practice of Russian firms is known as unpaid leave. The limited data avail-
able suggest that between 11% and 16% of employees experienced, on aver-
age, 8 weeks of unpaid leave within any given year between 1996 and 1998
(Earle & Sabirianova, 2002). However, the practice stands on a weak legal
and institutional foundation because it violates labor contracts (Earle &
Sabirianova, 2002). Return mobility addresses this problem while working
exactly the same way. For instance, when demand for its product increased in
the fall of 1994, the Samara Chocolate Factory took back almost all the pen-
sioners it had dismissed a couple of months earlier (Clarke, 1999, p. 237).
My own fieldwork in Samara documents midlevel managers’ extensive
knowledge of the whereabouts and well-being of their former employees.
When the time comes, the managers have a pretty good idea of who may be
available to return and therefore avoid an active search for workers alto-
gether. Thus, previous employees remain in the EILM, which is overlooked
in the literature.”

In theory, passive recruitment is also compatible with hiring off the street,
whereby workers contact various companies ad hoc and impersonally. Hir-
ing managers may practice passive recruitment in the belief that any unsolic-
ited applicants, not only those who come from the EILM, are better moti-
vated and qualified (Blau, 1990; Breaugh & Mann, 1984). My interviews
during the fieldwork show that some enterprises gradually open their waiting
lists to candidates off the street; a cold-calling worker may end up there and
be contacted later when a match appears. However, true cold callers among
candidates off the street are likely to be in the minority for two reasons. First,
direct applicants often hear about the job through a chain of contacts that
leads to an employee of the firm (Fevre, 1989; Manwaring, 1984; Wial,
1991). Second, a good match between a firm and an ad hoc, socially unre-
lated candidate, who stumbles into the personnel department, cannot often
happen.

The availability of preexisting personal and organizational ties makes
passive recruitment look like a prudent cost saving strategy (Thurow, 1975;
Waldinger & Lichter, 2003). Indeed, because the search for workers carries
high costs of information processing, employers do not strive to maximize
the number of applicants but instead identify a few who meet the organiza-
tion’s basic criteria and are worthy of further in-depth investigation (Barber,
1998, p. 30; Rees, 1966, p. 561). Two arguments follow from this behavioral
assumption.
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First, if a job is attractive, a significant number of applicants will pursue it.
Moreover, such applicants are likely to be better on average because the
vacancy will attract the attention of more able workers, and less able appli-
cants will be discouraged to apply, suspecting that their chances of being
hired are low (Baron & Kreps, 1999, p. 340). Accordingly, the employer will
be less interested in actively promoting the job because it speaks for itself,
and a sufficient number of candidates will be attracted through personal net-
works anyway. A further increase in the number of applicants will make hir-
ing too cumbersome (Rynes & Barber, 1990):

Hypothesis 1: The more attractive a job, the more likely it will be filled through
passive recruitment.

Second, the only limitation to such an employer’s behavior is the shortage
of qualified candidates. The fewer acceptable candidates are available, the
more proactive the employer has to be to attract them (Malm, 1954; Stigler,
1962). The acceptability should be understood in both technical and social
terms because “in many cases a personnel manager’s description of the quali-
ties necessary to perform a particular kind of work is also a description of a
certain kind of worker” (Holzer, 1996, pp. 57-61; Manwaring, 1984, p. 168).
In addition to credentials and skills, employers often expect applicants to sat-
isfy quite specific sociodemographic requirements such as gender, marital
status, place of residence, and so on (Barber, 1998, p. 21; Rees, 1966, p. 562;
Waldinger & Lichter, 2003, pp. 150-153). Even if employers, driven by legal
concerns, avoid naming such attributes explicitly, they often apply them
covertly or even subconsciously. Because the institutional foundation of the
Russian labor market is weak, Russian employers routinely indicate an age
requirement, gender requirement, health requirement, physical appearance
requirement, or other ascriptive characteristics in job ads. From the content
analysis of employment ads published in Samara newspapers in June and
December 1998, Alasheev (1998) found that 18.6% of the ads published in
June and 23.8% in December contained an explicit gender requirement. By
comparison, only 9.4% of ads in June and 9.2% in December contained any
explicit references to a potential candidate’s qualifications.

This does not necessarily imply rampant discrimination. Some social
groups may be more likely to lack specific skills, in particular cognitive and
social ones, required by employers (e.g., Holzer, 1996, pp. 80-85). Emphasis
on gender and age, not just stereotyping, may have something to do with the
job’s physical challenges. Technical and social attributes employers look for
may be bound together because “personality attributes are only relevant to
the extent that they are exercised through the application of the specific com-
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petences required for the job” (Manwaring, 1984, p. 167; see also Waldinger
& Lichter, 2003, p. 150). The American labor law permits hiring decisions
based on gender, nationality, or other social characteristics when they are
“reasonably necessary to the normal operation of that particular business or
enterprise” or essential for reaching “some overriding business purpose”
(Baron & Kreps, 1999, p. 358; England, 1992, p. 230). My field observations
and unstructured interviews for this project show that Russian employers and
employees take such assessments for granted and, when asked, often justify
them in terms of the job’s demands. For the purpose of this article, the distinc-
tion between discriminatory and nondiscriminatory uses of social traits is
immaterial. Whatever an employer’s motivation behind the hiring criteria,
they narrow down the pool of acceptable candidates. Thus, passive recruit-
ment is likely to succeed only when an employer’s criteria are general enough
to ensure a large population of potential applicants.

Hypothesis 2: The less specific the job requirements, the more likely the job will
be filled through passive recruitment.

The two hypotheses above are also compatible with employers’ intrinsic
preferences toward job candidates from the EILM. In a carefully designed
study of hiring at one firm, Fernandez and Weinberg (1997) find strong evi-
dence of the employers’ preferences for referrals vis-a-vis other candidates
after the quality of résumés, including relevant sociotechnical characteris-
tics, are taken into account. The authors speculate that by doing so the
employer rewards the loyalty of its workers and capitalizes on the social sup-
port new hires receive from their referrers. The firm does not protect referrals
from competition from outsiders. On the contrary, it appears that the formal
referral policy is a part of the firm’s outreach effort. Nevertheless, even in that
case, the preference toward the EILM is evident.

In the absence of formal restraints, containing social influences on hiring
is more difficult in part because the EILM enjoys the inherent advantage of
timing (Roth & Xing, 1994; Waldinger & Lichter, 2003, pp. 112-114).
Whether an employer intends to broadcast a vacancy or not, the firm’s insid-
ers can provide candidates faster. When insiders share a common identity,
this can lead to a particular social group gaining control over hiring (Grieco,
1987; Waldinger, 1996). If so, it is reasonable to suggest that more attractive
jobs will be taken over faster, which leads to Hypothesis 1, and that a strong
competitive threat from a large pool of outsiders who meet job requirements
makes the closure even more urgent, which is consistent with Hypothesis 2.

One way to separate the two competing explanations is by exploring
whether an employer persists in passive recruitment even when it is increas-
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ingly difficult to find a candidate in the EILM who meets the hiring criteria.
The available anecdotal evidence suggests that in such circumstances, by
and large, Russian employers enforce the criteria. Clarke (1999, p. 149)
describes how firms set up competitive hiring for well-paid jobs that require
rare skills. In the in-depth interviews during my fieldwork in Russia, the
manager of one successful new private enterprise acknowledged that he does
not search for workers if he or his employees know appropriate people. Well-
paid administrative positions in the firm are always filled through passive
recruitment. However, he would never change job requirements to accom-
modate his network and would search for the right candidate instead. As he
put it, “Friendship is friendship, but work is work™ (druzhba druzhboy—
sluzhba sluzhboy).

I submit this assertion to a statistical test. As increasing specificity of job
requirements restricts the pool of qualified candidates, the employer will
become less likely to find a good hire among the applicants readily available
in the EILM. If his or her intention is to enforce the requirements, passive
recruitment has to be abandoned in favor of a sustained outreach effort
despite the job’s attractiveness:

Hypothesis 3: As job requirements become more specific, the positive effect of the
job’s attractiveness on the probability of passive recruitment diminishes.

Data and Method

The Data Source

The analysis presented in this article uses a unique data set from a large-
scale survey of external hires that took place in 1998 in the local labor market
in Samara, a large industrial city of 1.25 million situated on the Volga river
about 700 miles southeast of Moscow. The level of registered unemployment
in Samara in 1998 remained stable at about 3.7% (Samara Goskomstat,
1999b, p. 23), whereas the unemployment rate, estimated according to the
methodology of the International Labor Organization, was about 12% (Sam-
ara Goskomstat, 1999a, p. 1). The annual hiring rate at Samara’s large and
medium enterprises was about 22%, according to my estimate based on
Goskomstat data (Samara Goskomstat, 1999a, pp. 103, 125). Similar statis-
tics for small organizations during the same year are unavailable.

Information about workers, their organizations, and matching processes
was accumulated using three questionnaires. A firm-level, structured ques-
tionnaire was designed to elicit information about the organization’s struc-
ture, employment conditions, use of market intermediaries (ads, direct appli-
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cations, state and private employment agencies), and personal contacts in
hiring. The interviews were carried out in personnel departments at the same
time that the sample of hires was drawn. The information collected was
combined in a firm-level data file.

Two structured questionnaires were designed on the individual level. The
employee’s questionnaire was administered first. It contained 10 modules:
sociodemographic characteristics of the respondent, job characteristics, job
search process, employer, first contact, other intermediaries, hiring process,
job satisfaction, work experience, and social resources. The interviews were
administered in the respondents’ homes by trained interviewers from the
Samara branch of the Institute for Comparative Labour Relations Research.
When answering questions from the employer module, a respondent had to
identify the person who made the decision regarding the hire. That person
was later interviewed using the employer’s questionnaire, which included 7
modules: job characteristics, worker search process, intermediary, hiring
process, satisfaction with the worker hired, work experience, and personal
information.

Linked employer-employee data, formed by merging firms’ and hiring
decision makers’ data on one side and workers’ data on the other side, allow me
to closely and reliably track the ties that linked the two sides before hiring and
relate those ties to passive recruitment. Such data are still pretty rare (for a
review, see Haltiwanger, Lane, Spletzer, & Troske, 1999; Hamermesh, 1999)
and virtually unknown in the literature on the role of social networks in hiring.

Sample Design

I drew a two-stage, stratified, clustered sample of the hires that took place
in Samara organizations in 1998 from all the economic branches except for
state administration and finance. The recruitment into state administration is
a political process whose study requires substantially different theoretical
and methodological tools. The finance sector presents an interesting case for
the project, but at the time of the fieldwork, it was completely closed to out-
siders in general and researchers in particular. A total of 12 large manufactur-
ing enterprises belonging to the military-industrial complex have secret sta-
tus and, consequently, are also beyond the reach of researchers. Economic
stagnation, severe downsizing, and high turnover make these firms similar to
other large manufacturing enterprises, and, therefore, their exclusion from
the target population is unlikely to limit the representativeness of the study.

Since 1998, the state statistical committee (Goskomstat) regularly solicits
from firms’ personnel departments statistical forms (P-4) that include the
number of hires during the reported period. All large and medium firms and a
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7% representative sample of small firms report this information on a regular
basis,’ but not all the large and medium enterprises report these statistics as
independent entities. For example, all state schools in the Samara region are
subordinated to the Department of Education of the Regional Administra-
tion. The department reports to the statistical committee on behalf of all the
schools. To draw the sample properly, I combined such aggregate entities in a
separate stratum and disaggregated them (i.e., found out the number of hires
for each organization separately).

The target population was split among three strata: large and medium
organizations that report to the state statistical committee (Goskomstat) as
independent entities, large and medium organizations aggregated for the pur-
pose of statistical reporting, and small organizations represented by the 7%
representative master sample. Stratification allowed me to vary the likeli-
hood of being drawn into the sample across strata in such a way that strata
with a larger variation in the number of hires are allocated a larger number of
sample units (Scheaffer, Mendenhall, & Ott, 1996).

Overall, 154 organizations were drawn into the sample with the probabil-
ity proportional to the number of hires in 1998. Trained interviewers visited
these organizations and presented a letter from the state statistical committee
inviting them to participate in the survey and explaining its goals. A total of
93 organizations agreed to interviews with their recent hires, yielding a
response rate of 60.4%. Three firms refused access to their managers, and
only the data from 90 organizations are used in this article.

The sampling frame for the second stage was obtained from the personnel
departments of the organizations, sampled on Stage 1 by trained samplers.
The population studied on the individual level was limited to those hires
which lasted for at least 2 months. Such hires were ordered by the date when
they occurred or alphabetically and then systematically selected into the
sample. In all, 20 hires had to be drawn into the sample from Strata 1 and 3
and 15 hires from Stratum 2. If the actual number of hires at an enterprise in
1998 was less than the sample size assigned, all of them were drawn. As a
result, I obtained a two-stage, stratified, cluster sample with enterprises as
clusters and a total sample size of 1,434 hires, of which 1,143 actually partic-
ipated in the survey, yielding a 71.9% response rate on the individual level.
Out of the 1,143 participating hires from 93 organizations, the hiring deci-
sion makers were interviewed in 922 cases from 90 organizations, which
yields a 64.3% response rate on the employer side. After cases with missing
data are excluded, 894 cases from 90 organizations constitute the sample
analyzed in this article. A preliminary analysis revealed no systematic
pattern of nonresponse on the employer side.
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Operationalization of Theoretical Concepts

Dependent Variable

Establishing the fact of passive recruitment is difficult because, generally
speaking, the employer is not a physical person but an organization (i.e., a
single hire usually involves the effort of a number of people). The reliability
of a report from one informant within the organization is limited. In particu-
lar, actions of a personnel department are as important as actions of the hiring
manager. Taking a conservative approach, I treat as passive recruitment any
instance in which the hiring manager does not actively search for job candi-
dates through either formal channels or networks and does not report the
vacancy to the personnel department. To identify such instances, I asked the
hiring manager of each position in the sample the following closed-ended
question: “Was there a time period when you actively searched for a worker
to fill this position? If so, how did you search for a worker?”” The respondent
chose among nine options: applied to the personnel office of the firm or supe-
rior organization, applied to the state employment service, applied to private
employment agencies, looked through ads in mass media, posted ads in mass
media, applied to educational institutions, contacted other firms or profes-
sional organizations, used contacts of the firm’s employees, through acquaint-
ances. The respondent was allowed to pick multiple answers. If none of the
options was named, the dependent dummy variable passive recruitment is
equal to 1; otherwise, it is O.

Independent Variables

Job attractiveness is a multidimensional concept; the list of potential fac-
tors includes a job’s remuneration, wage arrears, in-kind benefits, proximity
to the place of residence, and other characteristics. In postsocialist Russia,
the dramatic decline in real incomes and the collapse of the welfare system
built around firms made salient the importance of wages and wage arrears,
whereas the other factors fell in the background. Ideally, I would like to use a
job’s wage measured relatively to the wages of the candidate’s other opportu-
nities and adjusted for the likelihood of wage arrears. However, neither the
opportunities nor the likelihood of wage arrears are easy to estimate for
either aresearcher or worker in a labor market in transition and under duress.

As aproxy for job attractiveness, I use the variable job salary, measured in
rubles per month and included in the analysis below in logarithmic form. The
measure relies on the assumption that salary is exogenous to hiring. A num-
ber of considerations suggest that this is indeed so. First, wage differentials in
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the Russian economy are much better explained by organizational character-
istics than human capital characteristics (Clarke, 2002; Kapelyushnikov,
2003). Second, in the survey I asked both employers and employees how the
job reward was determined. They could choose among three alternatives: (a)
the employer informed the employee, (b) the employer asked the employee
for a suggestion and agreed with it, (c) the employer and employee exchang-
ed offers and came to an agreement. Assuming that the second and third
alternatives indicate bargaining, only 4.8% of workers and 6.0% of employ-
ers claimed that it took place, and only in 20 cases, which compose 2.2% of
the matched sample, did both sides agree that negotiations took place. Thus,
the role of bargaining is negligible, and its occurrence does not alter the
hierarchy of jobs according to their attractiveness.

The variable number of job requirements measures the specificity of a
manager’s hiring criteria. In the survey, hiring managers had to identify the
individual characteristics that the candidates for a job were expected to pos-
sess. The list of possible characteristics was compiled from prior ethno-
graphic studies of the Russian labor market and content analysis of job ads in
Russian mass media. In all, 14 essential parameters of a job description were
identified: gender, age, ethnicity, health, education, qualifications (basic
skills and knowledge), experience, auxiliary skills, certifications, army and
law enforcement service, physical fitness, physical appearance, communica-
tion skills, and family status. I use the total number of the parameters
mentioned as a proxy for the scarcity of candidates.

The measure raises two issues that merit discussion. First, it is a mixture
of technical competencies and social characteristics, whereas job require-
ments typically refer only to technical competencies such as education and
experience. As I discuss in the theoretical section, in reality, employers do
judge candidates by both technical and social criteria, and separating the for-
mer from the latter is virtually impossible either substantively or analytically.
Second, because the information about employers’ requirements of job can-
didates was collected after the hires took place, one may be concerned that
the number of job requirements is based on the actual traits of the people
hired and that this problem is more severe in the case of passive recruitment.
Those employers who actively searched for job candidates had a chance to
articulate their hiring criteria in advance and therefore can separate them
from the job’s holder. On the other hand, employers who recruited passively
did not need to articulate their hiring criteria as clearly and therefore are more
likely to derive their answers in the survey from the observed characteristics
of the workers hired. I cannot rule out such a possibility completely, but it
appears remote and is unlikely to affect the analysis below in any systematic
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way. First, ethnographic research suggests that “most personnel managers
have an ‘ideal” in mind of the kind of candidate they are looking for when
recruiting,” which often encompasses “the characteristics of the previous job
holder” (Manwaring, 1984, pp. 167-168). Because I analyze recent hires, in
the minds of the managers from the sample, the influence of the previous job
holder should be more salient than the influence of the new hire. Second,
worker profile specificity measures the number of requirements rather than
their content. So, it is not important whether a job holder meets a requirement
but whether that particular requirement is relevant at all. Third, if passive
recruiters were likely to mention more requirements simply because they
fully identify them with the personal traits of the job holder, we would
observe a positive association between worker profile specificity and proba-
bility of passive recruitment across all jobs in the sample. Because the actual
findings are inconsistent with this prediction (see below), the concern is
unfounded.

Control Variables

Ownership form is captured by three dummy variables, including the
omitted state owned as the reference category. Privatized is equal to 1 if the
firm is a formerly state-owned enterprise privatized in the 1990s. Private is
equal to 1 if the organization was created from scratch as a private entity.

In the original data, economic branches are coded according to the four-
digit classification scheme of the state statistics committee, which is com-
monly used in Russian large-scale surveys. To create the control variable
economic branch, I aggregate the codes into four large groups: Manufactur-
ing includes manufacturing, extractive industry, and construction. Services
includes trade and catering, housing, health, and social services. Transport
and communications encompasses all types of land, water, and air transport
and postal, phone, radio, and TV services. Keeping this group separate from
services, I follow the conventional practice of the state statistics committee.
Finally, the group health, education, culture combines health care, educa-
tional, scientific, cultural, and sport organizations.

The occupation variable refers to the position for which the worker was
hired and contains six categories: upper-level manager, lower-level manager,
professional, technical and clerical, skilled worker, and unskilled worker.
Accordingly, it is represented in the analysis by five dummy variables with
skilled worker as the omitted reference group. A person is classified as a
manager if he or she has subordinates. Heads of low-level units (sectors,
groups, shops) occupy lower-level managerial positions; heads of depart-
ments and higher divisions are classified as upper-level managers.
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Statistical Model

Tuse logit regression as a modeling technique to estimate the effects of the
number of job requirements and job salary on the likelihood of passive
recruitment. Additional adjustments are required to account for the complex-
ities of the survey design such as stratification and clustering that make
observations statistically dependent. Conventional regression models are
estimated using the maximum-likelihood procedure that assumes statistical
independence among observations. Because this study employs a stratified
and clustered sample, I utilize survey regressions estimated by the pseudo-
maximum-likelihood method as it is implemented in version 8 of Stata, a
general statistical software package (StataCorp, 2003).

Results

Descriptive Analysis

The descriptive statistics in Table 1 highlight the extent of passive recruit-
ment in the Samara labor market; 46.8% of hires took place without active
search by employers.

Comparable empirical evidence is absent because the small number of
available studies do not scrutinize recruitment methods involved in a specific
hire. Barron et al. (1985) report that 28% of the most recent hires by the
employers in their sample were accomplished without any recruitment
effort. Otherwise, we can only rely on employers’ general descriptions of
their hiring practices. For instance, Marsden (1996) derives his 15% to 20%
estimate of U.S. employers who frequently hire workers without any deliber-
ate effort from informants’ answers to the question of whether their estab-
lishments use specific hiring methods frequently, sometimes, or never.

As Table 1 shows, on average, organizations in this study make about 47%
of hires through passive recruitment. Only 5 organizations, or 5% of the sam-
ple, did not make any hires without search in 1998. Marsden’s (1996) thresh-
old of 20% is met if one defines frequent use of a recruitment method at 75%
of the total number of hires, which is too conservative. Under the equally
arbitrary but more liberal and realistic assumption that frequently means
more than one fourth of hires, about 79% of organizations in the sample can
be qualified as frequent users of passive recruitment. Thus, at the aggregate
level, passive recruitment appears to be much more common in Russia than
in the U.S. Although larger-scale and more directly comparable data are nec-
essary to verify this conclusion with reasonable certainty, these findings are
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Table 1
Descriptive Statistics

Organizational Characteristic # of Organizations % of the Sample

Economic branch

Manufacturing 29 31

Services 31 33

Transportation and communication 12 13

Health, education, culture 21 23
Ownership form

State, budget 43 46

Privatized 39 42

New private 11 12
% of passively recruited hires

0 5 5

0-25 14 16

26-50 35 39

51-75 21 23

76-100 8 9

100 7 8

M SD Min Max

% of passively recruited hires 47 28 0 100
Firm size 771 1,493 9 10,800
Average salary 853 454 170 3,100
Hires’ Characteristics Frequency %
Occupation

Top-level managers 38 43

Low-level managers 60 6.7

Professional 152 17.0

Technician, clerk 135 15.1

Skilled workers 340 38.0

Unskilled workers 169 18.9

Passive recruitment 418 46.8

M SD Min Max

Job salary (in rubles) 575.0 393.0 58 4,000
Log (job salary) 6.1 0.7 4.1 8.3
# of job requirements 4.0 2.3 0 12

Note: Sample = 90 organizations, 894 hires.

consistent with a high degree of closure of the Russian labor market in the
1990s (Clarke, 1999; Yakubovich & Koziina, 2000).

The argument presented above relies first of all on the shortage of quali-
fied workers as a key determinant of recruitment effort. Figure 1 shows the
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Figure 1
Employers’ Job Requirements
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distributions of various job requirements that limit the pool of candidates. As
one would expect, technical requirements such as qualifications (basic skills
and knowledge) and experience dominate; about 60.0% of employers look
for them. However, education at about 40.0% is bypassed by health at more
than 50.0%. Most interestingly, the prevalence of gender at 50.0% and age at
40.0% is comparable with technical requirements. Among the other non-
technical skills, social skills and physical appearance contribute a nontrivial
32.9% and 11.6%, respectively.

The total number of requirements presented in Table 1 varies from 0 to 12,
with 4 requirements on average.

Table 2 presents the correlation coefficients among the variables of inter-
est. Passive recruitment is more common for low-level managerial and
unskilled positions, in privatized firms and service industries, and is less
common for technical and clerical jobs. The statistically significant negative
association of passive recruitment with the number of job requirements is
consistent with Hypothesis 2, although any conclusions at such a descriptive
level of analysis would be premature.
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In discussing the phenomenon of passive recruitment earlier in the article,
I distinguish between two kinds of ties: personal ties between workers and
employers and workers’ prior affiliations with the same organizations. The
data in Table 3 show that in 27.3% of instances of passive recruitment, the
employer and worker knew each other personally prior to the hire, which is
about 6.0% more than in the case of active recruitment. The corresponding
partial correlation coefficient from the logit regression of passive recruitment
on the set of dummies for the types of personal ties (not shown) is statistically
significant, which suggests that personal ties between workers and employ-
ers are positively associated with passive recruitment.

The same is true for mediated ties in which only the worker is aware of the
intermediary while the employer believes that no contact was involved in hir-
ing. A total of 20.1% of cases of passive recruitment involve such a tie, and
the percentage for active recruitment is only 14.5%. Mediated ties with one
intermediary known to both sides, different intermediaries on different sides,
and with only an employer aware of the intermediary are not exclusive for
either passive or active recruitment. These findings for mediated ties demon-
strate the mechanism of passive matching in the EILM: An employer’s only
contribution is abstaining from promoting the job; the rest is done by the
firm’s social milieu, which constantly monitors the market and generates job
candidates for attractive vacancies. The employer may believe that the appli-
cantis unsolicited, while in practice he or she contacts a firm after receiving a
tip from someone who works there (Manwaring, 1984, p. 163).

Return mobility, when a worker comes back to a firm he or she previously
worked for, is somewhat more common in the context of passive recruitment:
23.5% versus 19.5%. However, the difference is statistically insignificant,
according to the coefficient from the logit regression of passive recruitment
on the organizational tie. Thus, although the extent of return mobility at
21.4% appears substantial and higher than the 10.5% reported in the only
study representative of the Russian labor market as a whole (Brown & Earle,
2002),* it is largely inconsequential for passive recruitment. In other words,
return mobility is not a distinctively passive recruitment method from the
employers’ standpoint.

If we aggregate all the types of social ties, it turns out that 88.3% of cases
of passive recruitment involve either personal or organizational contacts,
which is significantly higher than 79.6% for active recruitment. Still, about
12.0% of hires, for which employers do not actively seek candidates, take
place without any involvement of social relationships. As additional calcula-
tions show, 35.0% of them, or about 4.0% of all the passive hires, involve
spontaneous impersonal encounters between employers and workers in vari-
ous social settings (Granovetter, 1995, p. 33; Lin, 2003; Marsden & Gorman,
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2001, p. 470). Only 11.0%, or about 1.0% of the passive hires, are cases of
cold calling, when a vacancy is filled by someone off the street. Thus, as I
speculate in the theoretical discussion of passive recruitment above, cold
calling is a negligible part of it.

The remaining 54.1% of the unconnected hires rely on preexisting organi-
zational ties between employers and formal labor market intermediaries. The
intermediaries refer workers to employers whom they regularly provide with
job candidates, even if the employers do not ask to fill any opening at the
time.

Hypothesis Testing

Table 4 reports the results from logit regression of the likelihood of pas-
sive recruitment on organizational and individual characteristics.

The baseline Model 1 shows that passive recruitment is particularly com-
mon in privatized enterprises, in service and nonprofit sectors, and for lower-
level managerial positions. After the inclusion of the two major independent
variables, the number of job requirements and job salary, Model 2 shows a
statistically significant improvement in comparison to Model 1. However,
the improvement comes mainly from the number of job requirements, whose
effect is statistically significant at a .01 level. Jobs with more requirements
are more difficult to fill without an active effort, and the odds ratio decreases
by a factor of .87, exp(—.142), with each additional requirement. A higher
value of this variable implies a smaller pool of qualified job candidates, and
as aresult, the need to resort to active search. On the contrary, when the pool
is relatively large, which is indicated by smaller numbers of job require-
ments, passive recruitment is a viable alternative that protects an employer
from being overwhelmed by applicants. Thus, Hypothesis 1 is confirmed.
The positive sign of the effect of job salary is consistent with Hypothesis 2,
but the effect is insignificant.

Model 3 includes the interaction between the job salary and the number of
job requirements that is negative and significant, as Hypothesis 3 predicts.
When a needed worker is hard to find, employers actively search even if the
job is attractive. To show the substantive significance of the interaction
effect, we should move to three-dimensional space. Figure 2 presents simu-
lated probabilities of matching through passive recruitment for all possible
combinations of the two variables of interest within the sample’s ranges,
when all the other variables are kept constant at their original values. In other
words, predicted probabilities are obtained for each individual in the sample
and each combination of the number of job requirements and salary. Next,
they are averaged across the respondents for each combination of the values
of these two variables.
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Figure 2
The Probability of Passive Recruitment as
a Function of Worker Profile Specificity and Salary
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Overall, the graph is saddle shaped, albeit not symmetrically. High-paid
jobs with few requirements to prospective candidates are concentrated in the
upper left corner. Consistent with the core argument of this article, the likeli-
hood of passive recruitment to such positions is the highest. At the same time,
a relatively high likelihood of passive recruitment to jobs in the lower right
corner is somewhat unexpected. These are low-paid jobs with a significant
number of requirements, an unlikely combination. Indeed, the sample con-
tains only six jobs that have at least seven requirements, that pay less than the
average, and that have more than a 60% chance of being filled through pas-
sive recruitment; four of them are for drivers. Thus, the subsample is too
small to draw any robust conclusions. One can speculate that these jobs are
hard to fill, and therefore employers abandon the outreach effort and wait for
a desperate qualified candidate to appear.

Conclusion

The article addresses two questions: (a) Is passive recruitment a distinc-
tive labor market phenomenon; and (b) If so, why do employers practice it?
The current sociological literature treats passive recruitment as a manifesta-
tion of the power of social networks and does not give it much credit as a dis-
tinctive phenomenon. I argue that the distinction between passive and active
uses of social networks by employers is crucial. When hiring managers
actively engage networks, they turn them into semiformal hiring channels for
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disseminating information about vacancies with the goal of enriching the
pool of job applicants. This goal brings active recruitment through networks
close to formal channels; both serve as a tool for employers to use to open the
labor market. On the other hand, passive recruitment is a tool for keeping the
market closed for all but the networks of a firm’s current and recent workers.

The rich data allow me to gain a deeper insight into the relationships that
distinguish passive recruitment. On one hand, hiring managers recruit exten-
sively among their own contacts. On the other hand, significantly more often
than in cases of active recruitment, hiring managers are not aware of an exist-
ing intermediary who brings the job candidate. They simply yield initiative
to an EILM where current and former employees constantly monitor avail-
able vacancies and alert their contacts when a job opportunity arises. The
boundaries of an EILM are blurred to the degree in which personal and orga-
nizational ties are intertwined with formal labor market intermediaries. For
instance, a number of human resources departments in Samara initiated wait-
ing lists exclusively for the relatives and friends of their organization’s
employees but then gradually opened them to cold callers. If the Federal
Employment Service and private employment agencies enjoy good rapport
with employers, they refer workers even when the employers do not submit
specific vacancies.

Overall, the empirical findings are consistent with the argument that low
costs rather than the preference toward the EILM motivates employers to
practice passive recruitment. By and large, insiders and their contacts enjoy
the right of the first job refusal to the degree in which it does not undermine
the employer’s hiring criteria. A simple behavioral model shows how an
employer’s desire to contain costs of search leads to hiring through passive
recruitment: The EILM learns about a vacancy as soon as it becomes avail-
able. If the EILM finds the vacancy attractive, it can provide applicants
before the employer broadcasts the job, even if he or she intended to do so. If
the applicants are qualified, the hiring manager has no incentive to proceed
with an open search. High-paid jobs with relatively few sociotechnical
requirements are filled at this stage. If the vacancy does not spark enough
interest or qualified candidates are not found, the job is advertised in the open
labor market where outsiders get their chance. Thus, the intermediate link
between costs of search and passive recruitment is the EILM’s inherent
advantage in timing; employers’ intentions to close the market to outsiders
are largely irrelevant.

The logic of cost saving offers little comfort to outsiders locked out of the
EILM because it implies that the principle of equal employment opportuni-
ties cannot spread spontaneously driven by market demands but has to be
instituted externally. In the United States, it has been institutionalized
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through the coercive mechanism of state antidiscriminatory regulations and
through mimetic adoption by organizations themselves concerned about
their legitimacy (Herman, 1994). The attempt to activate the coercive mecha-
nism in the first edition of the Russian Labor Code failed because of the lack
of enforcement and was abandoned completely in the code’s new edition.
The next attempt, which will take place sooner or later, should include a vari-
ety of creative approaches that encompass coercive, normative, and mimetic
mechanisms of institutionalization (DiMaggio & Powell, 1983). Particular
attention will have to be paid to institutional arrangements that control the
timing of hires to compensate for the advantage in this regard of EILMs.
More generally, the findings indicate that an open labor market may not
materialize because of the lack of effective institutional arrangements that
make the cost-benefit ratio of active recruitment comparable to the cost-
benefit ratio of passive recruitment.

The article leaves as a subject for future research organizational character-
istics that affect passive recruitment. In particular, I would like to explore
how the organizational context alters hiring managers’ applications of pas-
sive and active recruitment methods to specific jobs. The unique two-sided
hierarchical data used in this article provide rich information and readily sub-
mit themselves to such an analysis.

The distinction between passive and active modes of recruitment is rele-
vant to many contexts beyond the Russian labor market, in particular, as tra-
ditional recruitment methods undergo major changes. For example, the
Internet offers a new setting where employers and workers find each other.
At the same time, it pushes the costs of workers’ search for jobs so low that
employers are inundated with job applications from candidates who are often
poorly qualified (Autor, 2001). Employers respond to this challenge by
ignoring such applications, further strengthening their referral policies, and
targeting passive job seekers who post their profiles online but do not apply
for jobs. These responses proactively engage social networks, as an alterna-
tive to anonymous formal channels, to reach qualified candidates, wherever
they are, rather than to close the labor market to outsiders. These new devel-
opments call for a thorough review of recruitment practices that lead to the
openness or closure of a labor market. This article is the first step in that
direction.

Notes

1. Clarke (1999, pp. 234-235) traces the origins of repeated hiring to idiosyncrasies of the
Soviet welfare system. Under that system, distribution of the most valuable goods such as hous-
ing and cars was accomplished primarily through workplaces and organizations, which varied
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widely in their ability to actually deliver them. Accordingly, workers would take a job in a more
promising firm to obtain housing and then would switch back to the previous employment. Sur-
veys carried out in industrial enterprises in 19 cities in the Soviet period estimate the level of
return mobility at 15% of all interfactory transfers and 20% to 27% of all separations for particu-
lar enterprises. Overall, 12% of quitters later returned to their former place of work (Ohtsu, 1992,
p. 281).

2. I am grateful to one of the anonymous reviewers for pointing to this omission in the
literature.

3. The classification of Russian firms into large, medium, and small ones is not based only on
size but on ownership structure as well. According to the 1995 federal law 88-f3, The State Sup-
port of Small Entrepreneurship in the Russian Federation, the small firm is a judicial entity that
satisfies two conditions: (a) Itis not more than 25% owned by the state, municipalities, public and
religious organizations, charities and other foundations, and the property belonging to one or
more judicial entities, which are not subjects of small entrepreneurship themselves, must not
exceed 25%; (b) The average annual number of workers must not exceed 100 people in manufac-
turing, construction, and transportation, 60 in agriculture and science, 50 in whole sale, 30 in
retail sale and consumer services, 50 in other branches. Any other firm is defined as large or
medium. I do not distinguish between large and medium firms because they are sampled
simultaneously from the same sampling frames.

4. The numbers are difficult to compare because Brown and Earle’s (2002) study is based on
self-reports of personnel departments rather than observations of individual hires. It is possible
that personnel departments themselves underestimate how widespread return mobility is.

References

Alasheev, S. (1998). Content-analysis of job ads in Samara newspapers. Unpublished manuscript.

Autor, D. H. (2001). Wiring the labor market. Journal of Economic Perspectives, 15(1), 25-40.

Bailey, T., & Waldinger, R. (1991). Primary, secondary, and enclave labor markets: A training
system approach. American Sociological Review, 56, 432-445.

Barber, A. E. (1998). Recruiting employees. Individual and organizational perspectives. Thou-
sand Oaks, CA: Sage.

Baron, J. N., & Kreps, D. M. (1999). Strategic human resources: Frameworks for general man-
agers. New York: John Wiley.

Barron, J. M., Bishop, J., & Dunkelberg, W. C. (1985). Employer search: The interviewing and
hiring of new employees. Review of Economics and Statistics, 67, 43-52.

Blau, G. (1990). Exploring the mediating mechanisms affecting the relationship of recruitment
source to employee performance. Journal of Vocational Behavior, 37, 303-320.

Breaugh, J. A., & Mann, R. B. (1984). Recruiting source effects: A test of two alternative expla-
nations. Journal of Occupational Psychology, 57, 261-267.

Brown, J. D., & Earle, J. S. (2002). Gross job flows in Russian industry before and after reforms:
Has destruction become more creative? Journal of Comparative Economics, 30, 96-133.

Campbell, K., & Rosenfeld, R. (1985). Job search and job mobility: Sex and race differences.
Research in the Sociology of Work, 3, 147-174.

Castilla, E. J. (2005). Social networks and employee performance in a call center. American
Journal of Sociology, 110, 1243-1283.

Clarke, S. (1999). The formation of a labour market in Russia. Cheltenham, UK: Edward Elgar.

Clarke, S. (2002). Market and institutional determinants of wage inequalities in Russia. Indus-
trial & Labor Relations Review, 55, 628-648.



Yakubovich / Russian Urban Labor Market 333

DiMaggio, P.J., & Powell, W. W. (1983). The iron cage revisited: Institutional isomorphism and
collective rationality in organizational fields. American Sociological Review, 48, 147-160.

Earle, J. S., & Sabirianova, K. Z. (2002). Understanding employment: Level, composition, and
flows. In M. Rashid (Ed.), The Russian labor market: Moving from crisis to recovery (pp. 1-
43). Washington, DC: World Bank.

England, P. (1992). Comparable worth: Theories and evidence. New York: Aldine de Gruyter.

Fernandez, R. M., Castilla, E., & Moore, P. (2000). Social capital at work: Networks and
employment at a phone center. American Journal of Sociology, 105, 1288-1356.

Fernandez, R. M., & Weinberg, N. (1997). Sifting and sorting: Personal contacts and hiring in a
retail bank. American Sociological Review, 62, 883-902.

Fevre, R. (1989). Informal practices, flexible firms, and private labour markets. Sociology, 23(1),
91-109.

Gerber, T., & Mayorova, O. (2003). Getting personal: The use of networks for successful job
searches in Russia: 1985-2001. Unpublished manuscript.

Gimpelson, V. E., & Magun, V. S. (1994). Uvolennie na rynke truda: Novaya rabota i sotsialnaya
mobilnost [The laid-off in a labor market: A new job and social mobility]. Sotsiologicheskiy
Zhurnal, 1, 134-149.

Granovetter, M. (1995). Getting a job: A study of contacts and careers (2nd ed.). Chicago: Uni-
versity of Chicago Press.

Grieco, M. (1987). Keeping it in the family: Social networks and employment chance. London:
Tavistock.

Haltiwanger, J. C., Lane, J. I, Spletzer, J. R., & Troske, K. R. (1999). The creation and analysis
of employer-employee matched data. Amsterdam: Elsevier Science.

Hamermesh, D. (1999). LEEping into the future of labor economics: The research potential of
linking employer and employee data. Labour Economics, 6, 25-41.

Hanson, S., & Pratt, G. (1991). Job search and the occupational segregation of women. Annals of
the Association of American Geographers, 81,229-253.

Herman, S. J. (1994). Hiring right: A practical guide. Thousand Oaks, CA: Sage.

Holzer, H.J. (1996). What employers want. Job prospects for less-educated workers. New York:
Russell Sage.

Kapelyushnikov, R. (2003). The mechanisms of wage formation in the Russian manufacturing
sector. Unpublished manuscript.

Lin, N. (2003). The invisible hand of social capital. Unpublished manuscript.

Malm, F. T. (1954). Recruiting patterns and functioning of labor markets. Industrial and Labor
Relations Review, 7, 507-525.

Manwaring, T. (1984). The extended internal labour market. Cambridge Journal of Economics,
8(2), 161-187.

Marsden, P. V. (1996). The staffing process. In A. L. Kalleberg, D. Knoke, P. V. Marsden, & J. L.
Spaeth (Eds.), Organizations in America: Analyzing their structure and human resource
practices (pp. 133-156). Thousand Oaks, CA: Sage.

Marsden, P. V., & Gorman, E. H. (2001). Social networks, job changes, and recruitment. In L.
Berg & A. L. Kalleberg (Eds.), Sourcebook of labor markets: Evolving structures and pro-
cesses (pp. 467-502). New York: Kluwer Academic/Plenum.

Mortensen, D. T., & Pissarides, C. A. (1999). New developments in models of search in the labor
market. In O. Ashenfelter & D. Card (Eds.), Handbook of labor economics (Volume 3, pp.
2567-2627). Amsterdam: Elsevier Science.

Ohtsu, S. (1992). Sovetskiy rynok truda [The Soviet labor market]. Moscow: Mysl.

Oxenstierna, S. (1990). From labour shortage to unemployment: Soviet labour market in the
1980’s. Stockholm: Swedish Institute for Social Research.



334  Work and Occupations

Petersen, T., Saporta, I., & Seidel, M.-D. L. (2000). Offering a job: Meritocracy and social net-
works. American Journal of Sociology, 106, 763-816.

Rees, A. (1966). Information networks in labor markets. American Economic Review, 56(1/2),
559-566.

Rees, A., & Shultz, G. P. (1970). Workers and wages in an urban labor market. Chicago: Univer-
sity of Chicago Press.

Reichers, A. E. (1987). An interactionist perspective on newcomer socialization rates. Academy
of Management Review, 12, 278-287.

Roth, A. E., & Xing, X. (1994). Jumping the gun: Imperfections and institutions related to the
timing of market transactions. American Economic Review, 84, 992-1044.

Rynes, S. L., & Barber, A. E. (1990). Applicant attraction strategies: An organizational perspec-
tive. Academy of Management Review, 15, 286-310.

Samara Goskomstat. (1999a). Pokazateli statistiki truda v economike Samaraskoy oblasti v
yanvare-dekabre 1998 goda. Statisticheskiy bulleten [Indicators of labor statistics in the
economy of Samara Oblast in January-December 1998. Statistical bulletin]. Samara, Russia:
Author.

Samara Goskomstat. (1999b). Samara-98. Statisticheskiy spravochnik [Samara-98. A statistical
book]. Samara, Russia: Author.

Scheaffer, R. L., Mendenhall, W., & Ott, L. (1996). Elementary survey sampling (5th ed.).
Belmont, CA: Wadsworth.

Simon, C. J., & Warner, J. T. (1992). Matchmaker, matchmaker: The effect of old boy networks
on job match quality, earnings, and tenure. Journal of Labor Economics, 10, 306-329.

Smirnov, O. V. (1996). Trudovoye pravo [Labor law]. Moscow: Prospect.

StataCorp. (2003). Stata statistical software: Release 8.0., Volume 1. College Station, TX: Stata
Corporation.

Stigler, G. J. (1962). Information in the labor market. The Journal of Political Economy, 70,94-105.

Sutton, R. I., & Louis, M. R. (1987). How selecting and socializing newcomers influence insid-
ers. Human Resources Management, 26, 347-361.

Thurow, L. (1975). Generating inequality. New York: Basic Books.

Waldinger, R. (1996). Still the promised city? New immigrants and African-Americans in post-
industrial New York. Cambridge, MA: Harvard University Press.

Waldinger, R., & Lichter, M. 1. (2003). How the other half works. Berkeley: University of Cali-
fornia Press.

Watanabe, S. (1987). Job-searching: A comparative study of male employment relations in the
United States and Japan. Unpublished doctoral dissertation, University of California, Los
Angeles.

Wial, H. (1991). Getting a good job: Mobility in a segmented labor market. Industrial Relations,
30, 396-415.

Windolf, P. (1986). Recruitment, selection, and internal labour markets in Britain and Germany.
Organization Studies, 7, 235-254.

Yakubovich, V. (2005). Weak ties, information, and influence: How workers find jobs in a local
Russian labor market. American Sociological Review, 70, 408-421.

Yakubovich, V., & Koziina, I. (2000). The changing significance of ties. An exploration of hiring
channels in the Russian transitional labor market. International Sociology, 15, 479-500.

Valery Yakubovich is an assistant professor of organizations and strategy at the University of
Chicago Graduate School of Business. His current research explores interdependencies between
social networks and economic behavior of individuals and firms in the context of modern tele-
communication technologies.




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.3
  /CompressObjects /Off
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams true
  /MaxSubsetPct 100
  /Optimize false
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveEPSInfo true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Remove
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox false
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile (U.S. Web Coated \050SWOP\051 v2)
  /PDFXOutputCondition ()
  /PDFXRegistryName (http://www.color.org)
  /PDFXTrapped /Unknown

  /SyntheticBoldness 1.000000
  /Description <<
    /FRA <>
    /JPN <FEFF3053306e8a2d5b9a306f30019ad889e350cf5ea6753b50cf3092542b308000200050004400460020658766f830924f5c62103059308b3068304d306b4f7f75283057307e30593002537052376642306e753b8cea3092670059279650306b4fdd306430533068304c3067304d307e305930023053306e8a2d5b9a30674f5c62103057305f00200050004400460020658766f8306f0020004100630072006f0062006100740020304a30883073002000520065006100640065007200200035002e003000204ee5964d30678868793a3067304d307e30593002>
    /DEU <>
    /PTB <>
    /DAN <>
    /NLD <>
    /ESP <>
    /SUO <>
    /ITA <>
    /NOR <>
    /SVE <>
    /ENU <>
  >>
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


