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TABLE 5 
Outcomes of Revitalization Efforts with DMRev Explanations 

Revitalization Effort Revitalization Outcome DMRev Explanation of Outcome 

CORE 

Election wins and gradual replacement of leadership 
Transformation from servicing model to member-driven model 
Prevented many school closings 
Won strikes 
Resisted concession demands from school board regarding work 

conditions and changes to compensation plan 
Achieved positive contract with wage increases, no increase in 

member-paid health care, just cause provision, 
and mediation and arbitration in cases of member discipline 

Sustained democratic effort 
Broad-based member involvement from rank and file 
Willingness to engage in militant tactics 

TDU Achieved election successes in 1997 campaign 
Teamster oligarchy took back leadership in subsequent elections 
TDU continues to struggle to revitalize Teamsters and movement 

continues despite setbacks 

Effective tactics from oligarchy reduced overall union 
revitalization 

Oligarchies are resilient 

RMT 

Membership grew contrary to trend during years 2000-2007 
Strikes and other direct actions protected member interests 
Labour party became more responsive to union interests and no longer 

takes union support for granted 

Willingness to advocate for members results in 
organizing successes 

Willingness to engage in militant action predicts 
continued union relevancy 

Fight Back 
Largely unsuccessful in changing union leadership 
Movment still exists and now focuses on fair wages for workers in fast 

food industry 

Election efforts as main focus in ineffective 
Oligarchies are resilient 

SMART 
Successful at stopping by-law change that would have merged away 

local 
Effort continues; final results to be determined 

Sustained effort is needed to affect revitalization 

Chicago Glassworkers 

Sit-down strike worked to mobilize community support 
Workers purchase the factory that was closing 
Union protected member jobs and prevented permanent closing of 

factory 

Willingess to engage in militancy produces wins for 
members 

Effiective militancy motivates rather than alienates 
community stakeholders 

Militancy produces broad-based solidarity 
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Revitalization Effort Revitalization Outcome DMRev Explanation of Outcome 

UNITE HERE 
Reformers win elections 
Corporate campaigns and direct actions continue 
Militant actions such as boycotts continue to be effective strategies 

Militant and democratic efforts are reinforcing 
Resistant oligarchies can be defeated with sustained 

effective leadership 
Militant action connected to broader social 

movements are effective 

MFD 
Corrupt leadership was ousted and replaced with reformers 
Corrupt oligarchs were convicted of crimes ranging from murder to 

fraud 

Appropriate use of the legal system can be an effective 
form of militancy 

Overreach by resistant oligarchs can aid revitalization 
efforts 

Progressive movement 
NYPPU 
Active Painters Club 

Progressives successfully oust corrupt leaders 
Union has competive elections from 1935-51 
Progressives become a new oligarchy during 1950's and 1960's 
Legal challenges were successful stopping illegal election procedures 

and member harassment 
Victories on the East Coast led to reform in California 
New York chapter was effectively takent over by Lucchese family in 

the 1960's  

Appropriate use of the legal system can be an effective 
form of militancy 

Overreach by resistant oligarchs can aid revitalization 
efforts 

New progressive leaders can become new oligarchies 
Revitalization must be a continuous process to 

succeed over long term 
Failed revitalization can kill a union 
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ABSTRACT 

This analysis investigates the consequences of misconduct on the careers of U.S. stockbrokers. 
The basic expectation is that, besides official penalties, individual-level misconduct results in 
reputational damage and impaired future labor market opportunities. However, the 
consequences of misconduct seem mild on Wall Street where misconduct could be perceived 
by employers as a sign of aggressiveness or a cost of doing business. To address this ambiguity, 
we investigate the career consequences of one form of Wall Street misconduct where 
stockbrokers cheat their customers by generating higher fees through conducting unnecessary, 
unsuitable, or unauthorized transactions. Specifically, we examine whether visible instances of 
misconduct are associated with higher/lower likelihood of exiting the profession and being 
able to leave one’s current employer. We also examine whether a stockbroker’s tenure 
moderates the consequences of misconduct since misconduct may be a weaker signal to the 
market the more experienced the stockbroker is. We use the records of the Financial Industry 
Regulatory Authority (FINRA) which include stockbrokers’ employment history and any 
involvement in formal disputes with customers. We measure misconduct as disputes resulting 
in settlements or restitution payments to customers. Our sample includes 4,810 stockbrokers 
randomly selected from FINRA’s population of 1.3 million stockbrokers with employment 
spells at 1,940 brokerage firms during 1980-2013. Using robust linear probability models and 
accounting for individual, firm, and time unobserved heterogeneity, we find that stockbrokers 
with recent misconduct suffer negative labor market consequences. Particularly, stockbrokers 
who experience settlements or restitution payments are 3.7% more likely to exit the industry 
and 15.4% less likely to be able to change employers over the next three years than those 
without such judgments. We also find that higher tenure appears to weaken these negative 
consequences of misconduct. Ongoing analysis will help us refine and expand our findings and 
inform regulatory policy in the securities  

INTRODUCTION 
Ex ante, the career consequences of misconduct on Wall Street are ambiguous. On the one hand, in a review 
of organizational misconduct research, Greve, Palmer and Pozner (2010) summarize and articulate a baseline 
expectation that organizations and individuals who are judged to have committed wrongdoing will suffer two 
types of punishments: an “official” monetary or symbolic penalty, as well as impaired future prospects, either 
in the form of withdrawal of business partners for organizations or limited labor market opportunities for 
individuals. This occurs in part due to the reputational damage and negative stigma associated with 
misconduct. In fact, recent empirical studies indicate that officers and directors of firms implicated in 
accounting fraud suffer loss of positions with the focal firm and diminished subsequent job opportunities 
(Pozner 2008; Arthaud-Day & Certo 2006; Srinivasan 2005). 
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Greve, Palmer and Pozner (2010) also note that research on the consequences of misconduct for 
individual organizational members is limited, particularly below the officer and director level. They specifically 
note that “more work also needs to be done on how organizational misconduct affects organizational 
members below the top management level” (Greve, Palmer, & Pozner, 2010, p. 91). And they point to the 
substantial variance in who does or does not get punished as an opportunity for valuable research insights. 

On the other hand, there are reasons to doubt this baseline expectation for financial services 
professionals. We have seen complaints in recent business press post-2008 financial crisis, where for all the 
appearance of rotten behavior, there is a concern that individuals who are caught cheating their clients are not 
being punished. That is, in the case of misconduct on Wall Street specifically, there has been a groundswell of 
concern that the consequences are mild at best. While the U.S. government has extracted settlements and 
fines from financial firms, the amounts are seen as a slap on the wrist, dwarfed by the overall size of the 
firms/banks’ profits. Furthermore, few individuals at the implicated firms have been penalized, either 
monetarily or via criminal prosecutions (Frontline 2014), raising concerns that there are no consequences for 
individuals—punishment is borne only by shareholders (Rushton 2014). 

In fact, recent work by Roulet (2014) offers interesting theory and evidence suggesting that behavior 
which is criticized by the society at large might be rewarded by a specific industry. In particular, he finds that 
firms which are more criticized by the press tend to get more business in investment banking. This finding 
suggests that we should not expect negative consequences to misconduct for stockbrokers if the firms in the 
securities industry on Wall Street do not negatively stigmatize those individuals and merely view misconduct 
as a sign of aggressiveness. 

These contradictory arguments and evidence, then, portrays an open question when it comes to the 
consequences of misconduct for individuals on Wall Street—particularly for those below the top 
management level. To make progress on this opportunity, we investigate the career consequences of one 
form of Wall Street misconduct: stockbrokers cheating their customers by generating higher fees through 
conducting unnecessary, unsuitable, or unauthorized transactions. Being caught cheating customers may 
damage the reputation of both the stockbroker and her employer, which could lead to loss of current position 
and adverse future labor market outcomes. But it could alternatively be perceived by current and potential 
employers in a positive light—a sign of aggressiveness—or at least a neutral light—a cost of doing business 
or an unlucky experience with a disgruntled client. Our primary question, then, is whether visible instances of 
misconduct have an impact on stockbroker careers. In particular, are they associated with higher or lower 
likelihood of exiting the profession and/or of being able to leave one’s current employer? Exiting the industry 
and not being able to leave one’s current employer are considered unfavorable outcomes for individuals in 
the securities industry where generally high mobility is expected and is associated with higher pay. 

We also address Greve, Palmer and Pozner’s (2010) question about sources of variance in the 
consequences of misconduct. In this respect, Arnold and Hagen (1992), for instance, show that client 
complaints against lawyers are more likely to be prosecuted the less experienced the lawyer is. This suggests 
misconduct may be a stronger signal to the market the less experienced the stockbroker is. Our second 
question, then, is whether a stockbroker’s tenure moderates the impact of misconduct on the likelihood of 
exiting the industry or changing current employer. 

To empirically examine our research questions, we draw on records of the Financial Industry Regulatory 
Authority (FINRA), the professional association and regulatory body for th U.S. securities industry. FINRA 
maintains records of every registered securities stockbroker.These records include employment history and 
any involvement in formal disputes with customers. We measure misconduct as disputes with customers 
which result in settlements or stockbrokers (and/or their employers) making restitution payments to 
customers. 

Our sample includes 4,810 stockbrokers randomly selected from FINRA’s population of 1.3 million 
stockbrokers. The resulting panel runs yearly from 1980 to 2013 which includes employment spells at 1,940 
brokerage firms. 

Using robust linear probability models and accounting for individual, firm, and time unobserved 
heterogeneity, we find that stockbrokers with recent misconduct suffer negative labor market consequences. 
Particularly, stockbrokers who experience settlements or restitution payments are 3.7% more likely to exit the 
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industry and 15.4% less likely to be able to change employers over the next three years than those without 
such judgments. One interpretation of these results—which we are probing in more detail—is that 
stockbrokers who are caught cheating are disadvantaged in a way that they are driven from the profession and 
in a way that they cannot circulate to other firms. We also find that tenure does appear to moderate the effect 
of misconduct—such that higher tenure dampens the negative consequences of misconduct. 

Future analysis will help establish more robust interpretations to build our theories of organizational 
misconduct as well as to inform regulatory policy in the securities industry. 

We next provide a theoretical background for our investigation, describe the setting of our empirical 
study in more detail, provide details on our data and estimation model, present the results, and finally discuss 
our results and their implications. 

THEORY 
To theorize about the career consequences of misconduct on Wall Street, we draw from two sets of 
literatures which seem to offer contradictory insights—the literature on organizational misconduct and the 
literature on institutional logics. On the one hand, the longstanding arguments in the organizational 
misconduct literature seem to suggest that organizations and individuals who engage in misconduct will be 
penalized in two ways upon getting caught. First, they suffer an official monetary or symbolic penalty, 
imposed to them by a “social control agent” such as the government or a regulatory body (Greve, Palmer, & 
Pozner, 2010). Second, they suffer impaired future prospects, either in the form of withdrawal of business 
partners for organizations or limited labor market opportunities for individuals (Greve, Palmer, & Pozner, 
2010). Recent empirical studies support this expectation in the way they find that officers and directors of 
firms implicated in accounting fraud suffer loss of positions with the focal firm and diminished subsequent 
job opportunities (Pozner 2008; Arthaud-Day & Certo 2006; Srinivasan 2005). 

While the former punishment in the form of official penalties is of interest to legal scholars, the latter 
punishment in the form of limited labor market opportunities is of significant interest to scholars in 
organizational studies. In this respect, these scholars have proposed various theoretical mechanisms to explain 
the negative career consequences of misconduct. In one line of reasoning, Lorsch and MacIver (1989), for 
example, argue that misconduct signals to the market certain inadequacies, including unfavorable 
performance and quality, which will then limit future labor market opportunities for the individuals involved. 
In another line of reasoning, Pozner (2008), for instance, argues that to the extent to which misconduct 
represents deviation from accepted rules, regulations, and norms in general, it comes with reputational 
damage and negative stigma. The resulting stigma in turn reduces the social acceptability of those who are 
involved with misconduct (Carter & Feld, 2004; Kurzban & Leary, 2001) in a way that would limit their 
subsequent career opportunities, as others seek to dissociate themselves to lessen the threat to their identities 
and image (Pozner 2008). This line of reasoning further suggests that the more controllable is the deviation 
from the acceptable norms, the greater will be the extent to which an individual faces stigmatization 
(Goffman, 1986). That is to say, if the market perceives an individual to be in control of the act of 
misconduct, the greater will be the extent to which the market would seek to dissociate. 

Taken together, these arguments seem to suggest that stockbrokers who are caught cheating their clients 
suffer negative consequences in two specific ways career-wise. First, they are more likely to exit the industry 
because the perceived inadequacies in their performance will lessen their market value or simply because they 
seek to “avoid difficult interactions with the untainted” (Pozner, 2008, p.145). Second, they are less likely able 
to change employers because other brokerage firms do not wish to associate—particularly because 
stockbrokers have high level of discretion/control in what they do and therefore their act of misconduct will 
be of a greater negative signal. In this respect then, we hypothesize that stockbrokers’ visible instances of 
misconduct lead to negative career consequences: 

• Hypothesis 1a: stockbrokers’ visible instances of misconduct are associated with higher likelihood of 
exiting the profession. 

• Hypothesis 1b: stockbrokers’ visible instances of misconduct are associated with lower likelihood of 
being able to leave current employer 
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These arguments can also inform Greve, Palmer and Pozner’s (2010) call for examining the sources of 
variance in the consequences of misconduct. In particular, these arguments seem to further suggest that the 
negative consequences of visible misconduct are weakened for those stockbrokers with higher tenure for two 
reasons. First, misconduct may be a weaker signal of inadequacies to the market the more experienced the 
stockbroker is since the market has more historical information on the performance and qualities of a more 
experienced individual to go by. Second, in a similar fashion, misconduct may be a weaker stigmatizing signal 
to the market for more experienced stockbrokers. In this case, in the aftermath of misconduct, others might 
think that such experienced perpetrators have been around long enough to know better, so there must have 
been something else that facilitated misconduct above and beyond their control. Arnold and Hagen’s (1992) 
finding provide some support for these arguments as they show that client complaints against lawyers are 
more likely to be prosecuted the less experienced the lawyer is. In light of this, we hypothesize that higher 
tenure dampens the negative career consequences of stockbrokers’ visible instances of misconduct: 

• Hypothesis 2a: higher tenure weakens the positive relationship between stockbrokers’ visible instances 
of misconduct and likelihood of exiting the profession. 

• Hypothesis 2b: higher tenure weakens the negative relationship between stockbrokers’ visible instances 
of misconduct and likelihood of being able to leave current employer. 

 
On the other hand, the literature on institutional logics provides reasons to doubt the baseline expectation 

around the negative consequences of misconduct for financial services professionals on Wall Street. In this respect, 
recent research suggests that certain behavior in an industry which is criticized by the society at large might be 
rewarded by that industry itself. In doing so, for example, Roulet (2014) notes that “if loyalty to resistant logics is 
valued enough by crucial groups of stakeholders, it might be better for an actor to preserve the vilified logics rather 
than change” (Roulet, 2014, p. 26). He in fact finds that firms which are more criticized by the press for their 
societally perceived questionable behavior tend to get more business in investment banking. At the core of it, the 
argument is that when there is conflict between behavioral norms that an actor can adapt (e.g., engage in 
misconduct or not), the actor will benefit most from adapting to the norm that is local to them as opposed to the 
norm that is distant but is perhaps more universal (i.e., being loyal for better evaluation by peers). 

These arguments seem to suggest that we should not expect negative but rather expect positive career 
consequences to misconduct for individuals in the securities industry on Wall Street where being caught 
cheating customers could be perceived by current and potential employers in a positive light—a sign of 
aggressiveness—or at least a neutral light—a cost of doing business or an unlucky experience with a 
disgruntled client. That is to say misconduct does not disadvantage stockbrokers to drive them from the 
profession, and that they are able to circulate to other firms. In this context, we therefore expect and 
hypothesize that stockbrokers’ visible instances of misconduct lead to positive career consequences: 

• Hypothesis 1a*: stockbrokers’ visible instances of misconduct are associated with lower likelihood of 
exiting the profession. 

• Hypothesis 1b*: stockbrokers’ visible instances of misconduct are associated with higher likelihood of 
being able to leave current employer. 

 
As for Greve, Palmer and Pozner’s (2010) question about sources of variance in the consequences of 

misconduct, these arguments seem to further suggest that the positive consequences of visible misconduct are 
weakened for those stockbrokers with higher tenure. That is to say, misconduct early in the career will 
provide a greater signal of aggressiveness and loyalty to the local norms and ultimately will enhance future 
labor market opportunities, whereas misconduct later in the career will provide a lesser signal of 
aggressiveness and will raise doubt on the loyalty of the individual involved to the local norms (i.e., it will be 
too late to signal one’s aggressiveness/loyalty later during the career to the industry). We therefore expect that 
higher tenure dampens the positive career consequences of stockbrokers’ visible instances of misconduct: 

• Hypothesis 2a*: higher tenure weakens the negative relationship between stockbrokers’ visible 
instances of misconduct and likelihood of exiting the profession. 
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• Hypothesis 2b*: higher tenure weakens the positive relationship between stockbrokers’ visible instances 
of misconduct and likelihood of being able to leave current employer. 

 
These contradictory theoretical arguments raise an open question when it comes to the consequences of 

misconduct for individuals on Wall Street—particularly for those below the top management level—which 
set the stage for an empirical investigation. 

EMPIRICAL SETTING 
To empirically make progress on this opportunity, we investigate the career consequences of one form of Wall 
Street misconduct, namely stockbrokers cheating their customers by generating higher fees through conducting 
unnecessary, unsuitable, or unauthorized transactions, in the context of the U.S. securities industry. 

We chose the U.S. securities industry as the setting for our empirical analysis because it satisfies several 
characteristics that facilitate the examination of our research questions: well- defined misconduct, relatively 
cheap mechanisms by which to seek visible adjudication of alleged misconduct, archives of individuals’ 
employment history and records of misconduct, and relatively high mobility across employers. 

At its core, the securities industry consists of firms that buy and sell financial securities on behalf of 
clients. This includes not only buying and selling existing securities, but also underwriting new securities 
issues; hence, the industry includes both stockbrokerages and investment banks. The boundaries of the 
industry are reasonably well-defined in the U.S. because securities trading is regulated under the provisions of 
the Securities Exchange Act of 1934. Any company that trades securities for its own account or on behalf of 
clients is required to register as a “broker/dealer” with the Securities and Exchange Commission (SEC) and 
with one of the industry’s self-regulatory organizations (SROs), either FINRA or a specific stock exchange. 

Employees who act as agents of broker/dealer firms (i.e., stockbrokers) must also be registered with the 
SEC and one of the SROs. Hence, they are often referred to as “registered representatives” (RRs). 
Registration as a stockbroker requires passing an exam to establish knowledge of financial securities, securities 
order processing, and ethical responsibilities to clients and for acceptable conduct. 

As part of its mandate to regulate the licensing and professional behavior of securities stockbrokers, 
FINRA maintains a database of every person who is or has been registered as a securities broker, including 
their employment history within the securities industry and any involvement in formal customer disputes that 
entered the mandatory arbitration process and/or disciplinary actions by regulators. This database is publicly 
available, in order to allow investors to check the licensing, training, and dispute history of a potential 
stockbroker. In a similar way, the employers review these records when they are recruiting. 

For a given stockbroker, the FINRA database includes information on who the stockbroker has been 
employed by (as a stockbroker) and for how long. It also includes information on whether the stockbroker has 
been involved in any customer disputes or regulatory actions, and what the outcomes of such disputes or actions 
have been. 

Within the U.S. securities industry, stockbrokers’ actions are governed by a set of conduct rules 
maintained and enforced by the SROs (principally, FINRA). These rules establish a range of ways in which 
stockbrokers can be responsible for failing to protect clients’ interests, either through fraud or negligence 
(Astarita, 2008). The most common bases for disputes between customers and their stockbrokers include 
customers’ claims of: churning, in which stockbrokers transact securities on behalf of clients solely for the 
purpose of charging commissions; unauthorized trading, in which stockbrokers buy or sell securities without 
the client’s knowledge or approval; unsuitability, in which stockbrokers recommend securities that are not 
appropriate for the client’s age or stated investment objectives; misrepresentation, in which a 
stockbroker fails to disclose important facts about or even misrepresents the nature of an investment; and 
negligence, in which a stockbroker has simply “failed to use reasonable diligence in the handling of the affairs 
of the customer” (Astarita, 2008). 

Remedies for alleged violations of these conduct rules may be pursued in two ways: through private action by 
customers via a mandatory arbitration process or through public investigation and sanction by the regulator, 
FINRA. 
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Since 1989, standard contracts between customers and their stockbrokers require that disputes be 
resolved through mandatory binding arbitration rather than through lawsuits in the courts (Choi & Eisenberg, 
2010; Choi, Fisch, & Pritchard, 2010). In arbitration, both sides represent their case to a panel of three 
arbitrators. The panel of arbitrators includes two public arbitrators and one industry arbitrator, where public 
arbitrators have minimal ties to the securities industry (and are predominantly lawyers) and are intended to 
bring a neutral perspective, while industry arbitrators are securities industry participants (including 
stockbrokers or lawyers who also work with securities firms) and are intended to bring expertise (Choi & 
Eisenberg, 2010; Choi, Fisch, & Pritchard, 2010). 

While the decisions of arbitrator panels are likely imperfect, they represent the judgment of a panel of 
experts as to whether a brokerage firm and/or an individual stockbroker treated a customer in contravention 
of the profession’s conduct code and thus seem a credible signal of whether misconduct occurred. 
Furthermore, this process is easier and less expensive to initiate than court-based private action. This suggests 
that customers likely pursue more cases than would be the case in many other settings in which the process 
is court-based. This then partially mitigates the gap, endemic to misconduct research (e.g., Krishnan & 
Kozhikode, 2014), that exists between actual versus observed misconduct. 

According to Section 15A of the Securities Exchange Act of 1934 and FINRA Rule  8310, FINRA can 
impose a variety of sanctions on stockbrokers and securities firms that are found guilty of an infraction, 
including limitation (where a respondent’s business activities are limited or modified), fine, censure, 
suspension (where a respondent’s business activities are suspended for a specific period of time or until 
certain act is performed), and bar/expulsion (where a respondent stockbroker or firm is barred from the 
securities industry). 

DATA, MEASURES, AND MODELS 
This section presents more detail on our data, our three different but related measurements of organizational 
misconduct, and the econometric models we used to estimate our effects of interest. 

Data 
From FINRA records, we drew a random sample of 4,810 individuals from the population of the 1,301,584 
people who were registered with FINRA as a securities broker in the U.S. during 1980-2013, including their 
employment spells at 1,940 brokerage firms. 

We then collected the selected stockbrokers’ complete work histories including instances of misconduct. 
We create a panel dataset from 1980 to 2013. The FINRA data identifies the dates of employment as a 
registered representative at any licensed stockbroker/dealer firm; the time when any customer disputes were 
filed and resolved; the manner in which those disputes were resolved (dismissal, settlement, or monetary 
judgment against the stockbroker); and the time that any regulatory actions were announced. 

Our sample is unique because individual stockbrokers and their employers are identified and followed over 
time and the employment relationship between a stockbroker and his/her employer is continuously monitored. 

Measures 
As we discussed earlier, stockbrokers can cheat their clients by fraud or negligence. There are two ways that 
misconduct can be investigated and enforced. The first way is through formal complaints by clients which can 
either result in restitution payments after an arbitration hearing (if not dismissed) or result in a settlement. 
That is, client disputes might result in some kind of payment if not dismissed. The second way is through 
regulatory investigation which can result in limitation of activities, censure, suspension, and bar. We 
summarize these processes in Figure 1. 
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FIGURE 1 
Misconduct 

 
 

 
As shown in the figure with red circles, our measurement of organizational misconduct is two-fold: (1) 
whether or not there are disputes with customers which result in settlements or stockbrokers (and/or their 
employers) making restitution payments to customers; and (2) whether or not there are regulatory actions 
against a stockbroker—in three years prior to any given year for each individual.  

We adopt a 3-year perspective in measuring misconduct to address a potential concern about reverse 
causality where one could argue that perhaps people first form intentions—e.g., “I’m going to leave this job 
or the profession soon”—then act accordingly—e.g., “since I’m going to leave, I can throw caution and cheat 
to make money without regard for future opportunities”. We also measure misconduct as a dichotomous 
variable in this study to isolate the qualitative effect of misconduct. But perhaps in our future work we could 
explore whether there is a bigger effect for those for whom it is a second or third or n’th offense—i.e., we 
could address the question: do repeat offenders/offenses send a stronger signal to the market? 

We also measure two specific career outcomes. Exit is set to 1 for an individual in the year beyond 
which we do not observe that individual in our dataset, and is set to 0 for that individual prior to that year. 
Employer change is set to 1 for an individual in every year when she moves to a new employer, and is set to 0 
for that individual in other years. While there is a caveat in using these outcomes where it is not clear why 
individuals exit and whether employer change is categorically favorable or unfavorable, exiting the industry 
and not being able to leave one’s current employer are generally considered unfavorable outcomes for 
individuals in the securities industry where generally high mobility is expected and is associated with higher 
pay. We are also collecting information on firm size and status to be able to determine if a stockbroker is 
perhaps “moving up or down” as they change employers. 

We measure firm tenure based on the number of years an individual was employed with a firm and 
industry tenure based on the number of years an individual was employed in the securities industry. 
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Estimation Model 
To test our hypotheses, we use linear probability models with robust standard errors. We do so because (a) 
for large number of observations it is a relatively close approximation of logistic regression which we had to 
use otherwise and (b) it is unbiased and does not suffer incidental parameter problem which is common for 
logistic models with too many fixed effects (Bennett, Pierce, Snyder, & Toffel, 2013). We also account for 
individual, firm, and time unobserved heterogeneity (Abowd & Kramarz, 1999a; Abowd & Kramarz, 1999b; 
Abowd, Kramarz, & Woodcock, 2008; Woodcock, 2011). 

To do so, we estimate Equation 1: 

 
 
where the dependent variable is exit/change in year t for individual i (0 or 1), the function J(i,t) indicates the 
employer of stockbroker i at time t, the first component is the stockbroker fixed effects, the second 
component is the firm fixed effects, the third component is the year fixed effects, the fourth component is 
organizational misconduct (restitution or settlement in three years prior to year t for individual i), the fifth 
component is the interaction of misconduct and firm/industry tenure (number of years), and the last 
component is the statistical residual, orthogonal to all other effects in the model. 

RESULTS 
Basic Descriptive Statistics 
Table 1 presents basic statistics of our variables in our sample. This table shows that our simple random panel 
consists of 4,810 stockbrokers (from which 2,507 move at least once during their career) and 1,940 firms in 
which these stockbrokers were employed sometime in their career during 1980-2013. 
This table also shows that 1.33% of the stockbrokers experience some kind of payment in 3-year periods. The 
average firm tenure is 5.5 years and the average industry tenure is 9.9 years. On average, 9.5% of the 
stockbrokers exit the industry every year while 21.5% of the stockbrokers change employers each year. 
 

TABLE 1 
Basic Descriptive Statistics 

# persons 4810 
# firms 1940 
# mover persons 2507 
Year 1980-2013 
Average recent misconduct (payment) 1.33% 
Average firm tenure 5.5 years 
Average industry tenure 9.9 years 
Average exit 9.5% 
Average employer change 21.5% 

 

Linear Probability Regression Analysis 
Table 2 summarizes the main results of our regression models for when misconduct is measured as restitution 
payment or settlement. The table reports results from two models applied to the sample. Model 1 reports the 
results for exit dependent variable. Model 2 reports the results for employer change dependent variable. 
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As this table shows, we find that stockbrokers with recent misconduct suffer negative labor market 
consequences. Particularly, stockbrokers who experience settlements or restitution payments are 3.7% more 
likely to exit the industry and 15.4% less likely to be able to change employers over the next three years than 
those without such judgments. These figures are considerable given the baseline exit and employer change 
levels of 9.5% and 21.5% respectively. We also find that, in all cases save one, tenure does appear to moderate 
the effect of misconduct. In particular, we find that higher firm tenure dampens the positive relationship 
between misconduct and exit by 0.27%. As well, we find that higher industry tenure dampens the negative 
relationship between misconduct and employer change by 0.72% while higher firm tenure dampens the 
negative relationship between misconduct and employer change by 0.79%. 
 

TABLE 2 
Misconduct Measured as Restitution Payment or Settlement 

Model 1  2  
Dependent variable Exit  New_Spell  
Sample Simple random  Simple random  
payment3 .0373 * –.1541 ** 

 .0188  .0413  

tenure_ind –.0028 * –.0174 ** 
 .0013  .0034  

tenure_firm .0008 * –.0105 ** 
 .0003  .0007  
tenure_ind* payment3 –.0009  .0072 ** 

 .0013  .0022  
tenure_firm* payment3 –.0027 * .0079 ** 

 .0012  .0024  
Constant –.0173 . .0271 . 

 .  .  

Robust Yes  Yes  

Person FE Yes  Yes  

Firm FE Yes  Yes  

Time FE Yes  Yes  

# observations 50569  50569  
# persons 4810  4810  
# firms 1940  1940  
# mover persons 2507  2507  
FE F-test significant? Yes  Yes  
r-squared 0.6726  0.2641  

 Notes: Figures in smaller type are estimated robust standard errors. +p < 0.10; *p < 0.05;  
** p <0.01. 

 
We summarize these findings in Figure 2. 
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FIGURE 2 
Misconduct Measured as Restitution Payment or Settlement 

 
 
Table 3 (next page) summarizes the main results of our regression models for when misconduct is 

measured as regulatory sanction. The table reports results from two models applied to the sample. Model 3 
reports the results for exit dependent variable. Model 4 reports the results for employer change dependent 
variable. 

As this table shows, when we measure misconduct by whether or not a stockbroker experienced a 
regulatory action in a year or not, we find no significant results for our hypothesized effects. But it is unclear 
if this is meaningful or is a result of having smaller number of these cases. 

DISCUSSION, LIMITATIONS, AND IMPLICATIONS 
Using robust linear probably analyses of a random sample of stockbrokers, we address an ambiguity in our 
understanding of the career consequences of misconduct on Wall Street and find that stockbrokers with 
recent misconduct suffer negative labor market consequences, i.e., we find support for hypotheses 1a and 1b. 
One interpretation of these results—which we are probing in more detail—is that stockbrokers who are 
caught cheating are disadvantaged in a way that they are driven from the profession and in a way that they 
cannot circulate to other firms. We also find that tenure does appear to moderate the effect of misconduct in 
the way that higher tenure dampens the negative consequences of misconduct, i.e., we find support for 
hypotheses 2a and 2b. 

There are caveats when interpreting the findings of our study though. First, at this time we do not 
include any observable organizational factors in our models—beyond the variables we specified earlier. 
Inclusion of observable organization-level characteristics such as size and status as well as additional 
observable individual-level characteristics such as age and asset-under- management might affect the results 
of our study. Second, our sample potentially suffers from survivorship bias as well as from some of the 
endemic issues to the organizational misconduct research, including the facts that not all misconduct is 
discovered/punished. Third, our estimation models might raise general concerns about endogeneity and to 
address that in the future we could consider doing a matched sample analysis or identifying some sample of 
stockbrokers that “almost” got caught cheating, as a control sample, to accurately identify the effect of getting 
caught itself. Our future work will refine and expand our analyses along these lines. 
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TABLE 3 

Misconduct Measured as Regulatory Sanction 

Model 3  4  
Dependent variable Exit  New_Spell  
Sample Simple random  Simple random  
reg3 .0256  –.0953  

 .0374  .0786  
tenure_ind –.0028 * –.0172 *

* 
 .0013  .0034  
tenure_firm .0007 * –.0103 *

* 
 .0003  .0007  
tenure_ind* reg3 .0009  .0008  

 .0026  .0047  
tenure_firm* reg3 –.0008  .0090  

 .0031  .0056  
constant –.0166 . .0276 . 

 .  .  
Robust Yes  Yes  
Person FE Yes  Yes  
Firm FE Yes  Yes  
Time FE Yes  Yes  
# observations 50569  50569  
# persons 4810  4810  
# firms 1940  1940  
# mover persons 2507  2507  
FE F-test significant? Yes  Yes  
R2 0.6726  0.2636  

Notes: Figures in smaller type are estimated robust standard errors.  
+p < 0.10; *p < 0.05; **p < 0.01. 

 
Notwithstanding these challenges, our study contributes to academic research on organizational 

misconduct. In addressing our research questions, our study validates Greve, Palmer, and Pozner’s (2010) 
articulated baseline expectations and adds additional nuance to them—by providing evidence from below top 
management level and by identifying sources of variance in the consequences of misconduct. And more 
broadly, our study addresses calls by prominent scholars in the field of organizational misconduct by offering 
a systematic/objective analysis of panel data over a long period of time (rather than cross-sectional data) from 
actual organizations (rather than student samples) (Smith-Crowe, Tenbrunsel, Chan-Serafin, Brief, Umphress, 
Joseph, 2014; Craft, 2013; Kish-Gephart, Harrison, & Trevino, 2010; Tenbrunsel & Smith-Crowe, 2008). 
Future analysis will help establish more robust theories of organizational misconduct as well as to inform 
regulatory policy in the U.S. securities industry. 
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VIII. LERA Annual Reports 
 
LERA Executive Board Meeting Minutes  
Monday, March 3, 2014, 3–4 p.m. Central Time 
Conference Call 
 

Call to order—The meeting was called to order at 3:05 p.m. Central Time. Present at the meeting were 
Bonnie Castrey, Paul Clark, Alex Colvin, Bill Dwyer, Mary MacDonald, David Lewin, and Eric Duchinsky. 

Reports 
Approval of the Minutes—A motion to approve the September 2013 Board Meeting Minutes passed 

unanimously. 

Website Report—For LERA’s two websites (www.leraweb.org and www.employmentpolicy.org), the 
host provider for both sites wants both sites upgraded to Drupal 6 (website operating system) or take the 
sites elsewhere. The FC recommended a plan that moves the two sites to two separate hosts 
(www.leraweb.org moves to MemberClicks and www.employmentpolicy.org moves to Wild Apricot). The 
scheduled move date is July 1st, 2014.  

Fulfillment Services—The host changes initiated a review of web and member services provided by the 
University of Illinois Press. Savings of over $10,000 are expected by moving billing, payment processing, and 
member record maintenance away from UIP. Renewal notice workload will primarily move to a vendor 
specializing in bulk mail and printing. Record maintenance will transfer to LERA staff. 

Strategic Planning for 2014—The Executive Board recommended strategic planning session requested 
for 2014, was delayed due to lack of funds in the 2014 budget. Strategic planning will be discussed at the 
Executive Board meeting in May 2014. 

Financial Report—2014 budget was revisited with projection updates reflecting information collected 
over the past few months. Updated budget and quarterly financial performance reports will go to the 
Executive Board the future. 

Sage Publishing Report—Jeffery Keefe, David Lewin, and Eric Duchinsky discussed the possibilities of 
sage publishing a peer-reviewed journal for LERA. Cynthia Nalevanko, Sage, presented information about 
their operation and asked for information on content. ILR Review (Cornell) recently moved to Sage. Emerald 
Publishing manages AILR and proposed group pricing for LERA members back in early 2013. 

LAWCHA Update—The Labor and Working Class History Association (LAWCHA) has yet to reply 
to LERA’s request for a joint meeting in 2015. 

Adjournment—The meeting was adjourned at 4:15 p.m. 
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LERA Executive Board Meeting Minutes  
Friday, May 30, 2014, 7–10 p.m. Pacific Time 
Hilton Portland & Executive Tower, Portland, OR 
 

Call to order—The meeting was called to order at 7:00 p.m. Pacific Time and finished at 10:15 p.m. 
Pacific Time. Present at the meeting were Ariel Avgar, Jeffery John Budd, Mary MacDonald, Bill Canak, 
David Lewin, Bonnie Castrey, Lisa Lynch, Alex Colvin, Ken May, Dennis Dabney, Marty Mulloy, Bill Dwyer, 
Susan Schurman, Janice Fine, Ami Silverman, Rebecca Givan, Chris Tilly, Marlene Heyser, and Eric 
Duchinsky. Not present at the meeting were Ralph Craviso, Lisa Jordan, Tazewell Hurst III, Beth Schindler, 
Owen Herrnstadt, and Emily Smith. 

Reports 
Approval of the Minutes—The motion to approve the minutes passed unanimously from the board 

meeting in March 2014. 
  LERA Annual Meeting Program Committee Report—The site for the 2016 Annual Meeting was approved: 
Minneapolis. Recommendations for working with ISA in a fashion similar to the 2014 Annual Meeting. There 
was no decision on site selection for 2017. 
  LERA Development Committee Report—Approved consolidation of the Development Committee and 
the Grants and Sponsorship Committee. 
  LERA Editorial Committee Report—Discussion on the strategic importance of a LERA peer-reviewed 
journal took place. Sage Publishing initiated a discussion with LERA about becoming the distributor for the 
Research Volume. The discussion triggered a consideration about the importance of LERA publishing a truly 
peer-reviewed academic journal. One suggestion was requesting the transfer of the AILR from Emerald 
Publishing to LERA. Emerald rejected this request. Another point for consideration centered beginning a 
new peer-reviewed journal. Things to consider included: Market saturation, initial expenses for start-up, 
length of time for return on start-up, expenses, length of time for achieving a respectable “impact factor” 
which is the most important market measurement for academic journals, will the content focus on applied, 
similar to the Harvard Business Review. Board Recommendation: Jeffery Keefe and David Lewin construct a 
position paper with recommendations working with the Editorial Committee. 
  Strategic Planning in 2015—Expenses for holding the strategic planning session was a main concern. 
Consideration for holding before the ASSA/AEA Conference in Boston, 2015 was suggested. A show of 
hands for those planning to attend indicated the possibility of a quorum, though concern over the balance of 
the Board seats was discussed. 
  ASSA/AEA Program Committee Report—A report on the ASSA/AEA trends reveled average 
attendance in 2012 was 28.8 per session, including the academic panels, workshops, and practitioner sessions. 
Both in 2013 and 2014, average attendance was only 7.4. Suggestions for increasing attendance includes: co-
sponsoring panels with other organizations and advertising them effectively. more extensive outreach and 
advertising to all ASSA attendees, sponsoring a plenary that doesn’t compete with many other events for 
attendance, sponsoring a reception, recruiting more sessions with better known scholars, scheduling the 
sessions likely to be the most popular at the best times, ssking people whose work is accepted for the LERA 
sessions to attend other LERA sessions. 

Adjournment—The meeting was adjourned at 10:15 p.m. 
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LERA General Membership Meeting and Awards Ceremony 
Saturday, May 31, 2014, 5:30 p.m Pacific Time 
Pavilion Room, Hilton Portland Downtown, Portland, OR 
 

Call to order. The meeting was called to order at 5:30 p.m. by Lisa Lynch, President. 
 

Committee Reports 
 
Nominating Committee Report. Martin Mulloy reported that the Nominations Committee will meet 

in July to develop the slate of candidates for the 2015 term. Elections are scheduled for the last week of 
September. Nominations for the committee’s consideration should be sent to Eric Duchinsky at the 
LERA office. 

 
Development and Contributions Committee Report. Marlene Heyser reported that the two fundraising 

committees, Development and Sponsorship/Grants merged to focus on a comprehensive plan for 
increasing non-dues revenue. Thanks to UAW/FORD, Kaiser Permanente, and Bloomberg/BNA 
supporting LERA’s mission and operations. 

 
Finance and Membership Report. Bonnie Castrey reported that in 2013 membership grew for the 

first time since 2006 and added 53 members over 2012. In April, the Members-only section of the LERA 
website went live details of content on the last page of the program guide. July 1 marks phase 2 of the 
website upgrade. New features and design. Please contact staff if you have any questions or ideas for 
content. 
 
2014 Awards Ceremony 

  
Best Dissertation Award Committee.  Bruce Kaufman of the Thomas A. Kochan and Steven R. 

Sleigh Best Dissertation Award Committee awarded the Best Dissertation Award to co-winners: 
Alexandre Frenette, City University of New York and Barry Eidlin, University of Wisconsin-Madison. 
Two honorable mentions were also awarded to Maite Tapia, Michigan State University and Michael 
McCarthy, New York University. 

 
LERA Awards Committee.  The 2014 slate of awards were conferred. The John T. Dunlop 

Outstanding Scholar Awards were given to co-winners Ariel Avgar, University of Illinois at Urbana-
Champaign and Matthew Bidwell, University of Pennsylvania for national research issues and the winner 
for international contributions was Chris Rhomberg, Fordham University. The Outstanding Practitioner 
Awardee was Charles Whalen, Congressional Budget Office. The Susan C. Eaton Outstanding Scholar-
Practitioner Award went to Randy Eberts, W.E. Upjohn Institute for Employment Research. Academic 
Fellows for 2014 are David Card, Janice Bellace, and Daniel B. Cornfield. Practitioner Fellows are Martin 
Mulloy, Robert Taylor, and Elizabeth Shuler. 
  

National Chapter Advisory Council Report and Awards.  William Canak reported on NCAC business, 
and presented LERA Chapter Awards. Chapter Mentor Awardees: Chicago LERA, Gateway LERA, 
Central Ohio LERA, DC-LERA, Greater Houston LERA. Startup Chapter Awardee: South Florida 
LERA. Outstanding Chapter Awardee: Rocky Mountain LERA. Chapter Star Awardees:  Alabama 
LERA, Oregon LERA, TERRA. 
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New and Other Business 
 
The next LERA Annual Meeting will be held May 27-31, 2015 in Pittsburgh, PA. After asking 

for any New or Other Business items and hearing none, President Lisa Lynch thanked the Executive 
Board and all present and handed over the gavel to Martin Mulloy, the new LERA President. President 
Mulloy adjourned the meeting at 6:45 p.m.  
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LERA Executive Board Meeting Minutes  
Thursday, September 11, 2014, 3 p.m. Central Time 
Conference Call 
 

Call to order—The meeting was called to order at 3:05 p.m. Central Time. Present at the meeting were 
John Budd, Bonnie Castrey, Alex Colvin, Ralph Craviso (co-chair), Dennis Dabney, Eric Duchinsky, Bill 
Dwyer, Janice Fine, Rebecca Givan, Owen Herrnstadt, Marlene Heyser (co-chair), Tazewell Hurst III, Mary 
Lehman MacDonald, Lisa Lynch, Ken May, Marty Mulloy, Craig Olsen, Beth Schindler, Ami Silverman, and 
Chris Tilly. Not present on the call were Bill Canak, Ariel Avgar, or Emily Smith. 

Reports 
Approval of the Minutes—A motion to approve the June 2014 Board Meeting Minutes passed 

unanimously, with corrections. 

Nominating Committee Report—Discussed the Nominating Committee’s proposed slate of candidates. 
Board requested that the 2016 Nominating Committee recruit a candidate for president-elect that represents a 
union point of view and experience. The election slate as proposed by the nominating committee was 
approved unanimously. 

 
Annual Meeting Program Committee Report—Discussed the attendee survey, financial, and word of mouth 

results of the Annual Meeting in Portland. Feedback was very positive and the net dollars improved over 2013. 
Refer to the Board report for the detailed results. One point of interest was the Thursday through Sunday 
schedule versus the Wednesday through Saturday schedule. The attendees were split and the Board tables the 
possibility of changing the scheduled days for the 2017 Annual Meeting. Confirmed the Industry Studies 
Association will partner with LERA in 2016 in Minneapolis, MN. 

  
Media Award—The Board asks for additional information regarding the proposed Media Award. 

Adjournment—The meeting was adjourned at 4 p.m. 
 

  



PROCEEDINGS OF THE LERA 2014–2015 MEETINGS 

92 

LERA Executive Board Meeting Minutes 
Tuesday, February 17, 2015, 1 p.m. Central Time 
Conference Call 
 

Attendees 
Bill Canak 
Alex Colvin 
Dennis Dabney 
Bill Dwyer 
Janice Fine 
Owen Herrnstadt 
Tazewell  Hurst, III 
Ken  May 

Chris Tilly 
Bonnie Castrey 
Marty Mulloy  
Marlene Heyser 
Ralph Craviso  
Eric Duchinsky 
Emily Smith 

 

Key Topics and Discussion 

• Approved the minutes of the meeting was held Thursday, September 11th, 2014. 
• Requested a copy of the approved meeting minutes from of Friday, May 30th, 2014 with corrections 

highlighted (See Attachment A). The noted correction was Owen Herrnstadt and Emily Smith were 
originally reported as attending the meeting when, in fact, they did not. 

• Discussed the End of 2014 Budget Summary submitted by the Executive Director   
o Budget shortfall of $23,000 estimated for 2014 

 Member demographic report sent to Executive Board 
o Presented 2015 budget proposal with a shortfall of $22,350 
o Ad hoc Committee was formed to address the need for increasing new revenue for LERA. 

Estimated $40,000 to $50,000 will be needed annually based on current expenses. Committee 
to report to the Executive Board in Pittsburgh. 
 Ralph Craviso (chair) 
 Marlene Heyser 
 Janice Fine 
 Bonnie Castrey 
 David Lewin 
 Owen Herrnstadt 
 Marty Mulloy 

• Presented election results for the 2015 Executive Board 
• Lewin provided an update on the conference call with Ponak of the National Arbitrators Academy. 

Report attached as Attachment D 
• Following the Executive Board’s request for additional information, Lewin presented the proposal of 

an Annual Media Award. Report was included in the Board meeting materials for 2015-02-17 meeting.  
• Due to Fueille’s resignation as Secretary Treasurer and in accordance to Section II, paragraph 4 of 

LERA’s Bylaws, “In the case of a vacancy, the President may make an interim appointment, said 
appointment to last until the next meeting of the Executive Board.” Craig Olson, University of Illinois 
was put forth by Mulloy at the suggestion of Cutcher-Gershenfeld for the position of Secretary 
Treasurer. Nell Madigan, Associate Dean, LER School, University of Ilinois was put forth as check 
signer.  

o Confirmation vote was tabled with a request for more information on both candidates. See 
Attachment B and C. Olson will be acting Secretary Treasurer until Board votes. 
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• Lifetime Achievement Awards for 2015 go to: 
o Steven Greenhouse, Paul Clark nominator 
o Michael Piore, Janice Fine nominator 
o Peter Feuille, Marty Mulloy nominator 

• Canak reports vitality in chapter membership  
o The merit awards process is underway. 
o NCAC workshop in Portland was very successful and will be expanded in Pittsburgh 

• Annual Meeting 2015 update 
o Registration open online 
o Program released 
o Ron Bloom, Lazard, will be policy speaker 

• Annual Meeting 2016 update 
o Local members not interested, at this time, in forming a chapter 
o Support from the University of MN and the local FMCS representative 
o Concerns about the hotel logistics. John Budd schedule a visit with LERA staff to address 

concerns. 
• ASSA/AEA Meeting 2016 update 

o San Francisco 
o Castrey asks for LERA Board meeting at the ASSA/AEA meeting 

The following Action Items were brought to a vote: 

• Action Item: September 2014 Board Meeting Minutes:  ........................................................ Approved 
• Action Item: Approved 2015 budget  ........................................................................................ Approved 
• Action Item: Media Award proposal  ........................................................................................ Approved 
 

Action Items 

• David Lewin, Bonnie Castrey, and Allen Ponak to meet in Pittsburgh on May 30th to discuss next 
steps. 

• Duchinsky to assist Craviso with information requests for the ad hoc committee. 
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LERA Executive Board Meeting Minutes  
Thursday, May 28, 2015, 7–10 p.m. Eastern Time 
The Westin Pittsburgh, Pittsburgh, PA 
 

Call to order—The meeting was called to order at 7:00 p.m. Pacific Time by President Marty Mulloy. 
Roll call was taken by Executive Director Eric Duchinsky. Board members present at the meeting were John 
Budd, Dennis Dabney, Rebecca Givan, Owen Herrnstadt, Beth Schindler, Alex Colvin, Bill Dwyer, Tazewell 
Hurst III, Ken May, Janice Fine, Mary Lehman, MacDonald, Ami Silverman, Chris Tilly, and Bill Canak. The 
three presidents present were Bonnie Castrey (past), Marty Mulloy (current), and Lisa Lynch (incoming). 
Other officers present were Craig Olson, Ariel Avgar, and Bill Canak. Committee Chairs present were 
Marlene Heyser, Bonnie Prouty Castrey, Jeffrey Keefe, and David Lewin. Staff present was Eric Duchinsky. 
 
Reports 
 Approval of the Minutes—The motion to approve the minutes passed unanimously from the meeting 
on February 17, 2015 of the LERA Executive Board. 
 Editorial Committee Report—Ariel Avgar, Editor-in-Chief, reported on the proposed LERA 2016 
Research Volume. A chapter on the impact on collective bargaining was suggested to be added by Owen 
Herrnstadt. Bonnie Castrey seconded the motion to approve the new volume and it was approved 
unanimously. Ariel Avgar will re-join the board tomorrow evening to discuss the opportunity of adding a 
scholarly journal to our publications. 
 LERA Financials Report –Financials will be overviewed in detail on Friday, May 29, 2015 at the 
second session LERA Executive Board meeting devoted to revenue strategies. 
 LERA Annual Meeting Program Committee Report–The location of next meeting will be the Hilton 
Anaheim in Anaheim, California. This was seconded and approved by the board. OCLERA’s president elect-
elect works at Disney. A tour at Disney would be an excellent special event. Disney is a major unionized work 
place in the area. Current Annual Meeting Update: Annual Meeting Update – attendance 341, sessions went 
well. Setup in Westmoreland needs to be changed for remaining days of conference. For future sessions, 
please ask people to commit to breakfast, lunch, dinner, etc., even if we don’t sell individual tickets. When we 
are taking attendance counts, this information would be good to share with program committee’s for 
planning purposes. 
 LERA Nominating Committee Report–Ellen Dannin is no longer at Penn State; she is currently in Ann 
Arbor. David Lewin is now UCLA Emeritus. The nominating committee was discussed. Diversity is key 
(perspective, organization, age, demographics, race, etc.). Ralph Craviso also makes the point that long-term 
perspective and continuity is also a key element. The board will solicit additional names and bring them to the 
second meeting on Friday, May 29, 2015. This topic is tabled until tomorrow evening when the board will 
vote on the makeup of the nominating committee. If the board does not get to this tomorrow, then the 
process will be to accept names from the board until the next board committee conference call. 
 LERA Strategic Committee Report–will be handed out at the end of the meeting. 
 Canadian Industrial Relations Association (CIRA) Report–Alex Colvin discusses. They propose that we 
might meet jointly (overlapping one day) at future meetings, in the way that we met with ISA in the past. 
They meet annually (50 to 100 attendees). They have overlap with our interests; they would likely wish to 
come to our sessions (possibility for joint registration). They are thinking of coming to the same location as 
us at a future meeting. They also meet around the same time as year as we do. It would be good to have the 
Canadian perspective, additional attendees. Lisa Lynch suggests possibly planning a joint program; if that 
would be the case, we would need additional time to plan the program. Peter Berg is now president elect of 
ISA and has mentioned that there might be some immediate plans to discuss opportunities with ISA. 
LAWCHA, LRAN, ISA, NAA, are all associations that have overlapping interests with LERA. LERA may be 
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stronger if we would organize together (our meetings). It may be possible to create a council that would meet 
together and have joint activities. Ralph Craviso made a suggestion to be sure to capture to good ideas in an 
action plan with planned follow through. 
 ASSA-AEA Meeting Report–Conducting a board meeting at the ASSA/AEA meeting each year. We 
could be there to do work, follow-up from action at this meeting, recruit new members for LERA from 
ASSA and support the LERA sessions at the ASSA meeting. Ralph suggests that to have a second meeting 
might be one of the actions that could be taken by the board to follow-up. January Sixth might be the day we 
are discussing, all day. It might be possible to use a full discussion of present board members for say five 
hours, and have a portion of time (say two hours) that we include people electronically via Skype, etc. The 
board motioned and approved to meet on January 6, 2016 in San Francisco, CA. 
 LERA Development Committee–We could explore foundations that could expand the footprint of our 
potential contributors. Bill Dirksen and Jimmy Settles made a great presentation; we might wish to recognize 
them and give them a plaque. Invite the students to the award presentations. Union/Management 
practitioners would appreciate awards of this nature. 
 LERA Membership Committee–report from Jeff Keefe. 
 National Chapter Advisory Council Report–NCAC meeting and workshop and chapter reps meeting 
happening tomorrow. Baltimore has turned around as a chapter. A student chapter has formed at Rutgers and 
will be presenting in tomorrow’s workshop. Quarterly and annual conferences that chapters have are 
reporting good attendance. SHRM has really vital student chapters, and it’s good for LERA to replicate that 
student energy. 
 ASSA/AEA Program Committee Report–This report is accepted. Ad in Journal of Labor Economics, 
Society of Labor Economists; add them to our vision of LERA’s big tent meeting. Come up with a format 
and template for action items going forward. 

 Adjournment—The meeting was adjourned at 10 p.m. 
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LERA General Membership Meeting and Awards Ceremony 
Saturday, May 30, 2015, 5:30 p.m. Eastern Time 
Westmoreland Room, Westin Convention Center, Pittsburgh, PA 
 

Call to order. The meeting was called to order at 5:30 p.m. by Martin Mulloy, President. 
 

Committee Reports 
 
Nominating Committee Report. Martin Mulloy reported that the Nominations Committee will meet 

in July to develop the slate of candidates for the 2016 term. Elections are scheduled for the last week of 
September. Nominations for the committee’s consideration should be sent to Eric Duchinsky at the 
LERA office. 

 
Financial Report. Martin Mulloy reported that 2014 ended with a loss of $23,978. The Pittsburgh 

Conference attendees reached 350. The Executive Board created an Ad hoc Committee in February to 
address the strategic objects and revenue growth. 

 
Development and Contributions Committee Report. Marlene Heyser thanked UAW/FORD, Kaiser 

Permanente, and Bloomberg/BNA for their significant contributions and support for LERA’s mission 
and operations. 

 
Finance and Membership Report. Bonnie Castrey reported that 2014 membership ended at 897, a 6% 

drop from 2013. In April, the Members-only section of the LERA website went live. All LERA/IRRA 
publications are scanned and most are posted in the searchable online database. 

 
2015 Awards Ceremony 

  
Best Dissertation Award Committee.  Bruce Kaufman of the Thomas A. Kochan and Steven R. 

Sleigh Best Dissertation Award Committee awarded the Best Dissertation Award to co-winners: Tashlin 
Lahkani, Cornell University and Rachel Aleks, Cornell University. 

 
LERA Awards Committee.  The 2015 slate of awards were conferred by Morris Kleiner. The John 

T. Dunlop Outstanding Scholar Awards were given to co-winners J. Ryan Lamare, formerly of Penn 
State and now of University of Illinois; Adam Seth Litwin, Cornell University; and Mingwei Liu, Rutgers 
University. The Outstanding Practitioner Awardee was Dennis Dabney, Kaiser Permanente. The Susan 
C. Eaton Outstanding Scholar-Practitioner Award went to Harry Katz, Cornell University. Academic 
Fellows for 2015 are Greg Bamber, Monash University; Russell Lansbury, University of Sydney; and 
Edward Lazear, Stanford University. Practitioner Fellows are Matthew Finkin, University of Illinois at 
Urbana-Champaign; John S. Gaal, Carpenters’ District Council of Greater St. Louis & Vicinity; and 
Robert Pleasure, North America’s Building Trades Unions. 
  

National Chapter Advisory Council Report and Awards.  William Canak reported on NCAC business, 
and presented LERA Chapter Star Awards to Rocky Mountain LERA and the Tennessee Employment 
Relations Research Association (TERRA). 

 
New and Other Business 

 
The next LERA Annual Meeting will be held May 26-29, 2016 in Minneapolis, MN. After asking 

for any new business items and hearing none, President Martin Mulloy thanked the Executive Board and 



LERA ANNUAL REPORTS 

97 

all present and handed over the gavel to Bonnie Castrey, the new LERA President. President Castrey 
adjourned the meeting at 6:45 p.m.  
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LERA Executive Board Meeting Minutes 
Wednesday, September 16, 2015, 1 p.m. Easterm Time 
Conference Call 
 

 Call to order—the meeting was called to order at 1 p.m. by Bonnie Castrey, President. Present at the 
meeting were officers President Bonnie Castrey and Secretary-Treasurer Craig Olson. Also present were board 
members John Budd (Program Committee Co-Chair), Alex Colvin, Bill Dwyer, Eric Fidoten, Owen Herrnstadt, 
Tazewell Hurst, III, Ken May, and Patrice Mareschal, and Saul Rubinstein. Unable to attend were Janice Bellace, 
Dennis Dabney, Rebecca Givan, Charles Jeszeck, Kris Rondeau, and Beth Schindler. LERA staff in attendance 
was Emily Smith. 

Reports 
 President and Executive Committee Report—President Bonnie Castrey reports that past director Eric 
Duchinsky tendered his resignation effective August 15, 2015. The Executive Committee met, by conference 
call, reviewed the budget and financials, and appointed Emily Smith as Interim Executive Director, with a 
subsequent increase in pay.  This motion came forward to the board as a committee action, was discussed, 
and ratified unanimously by the Board.  The process of reviewing the budget determined that profit and loss 
are not meeting projections for 2015, and the officers of the organization continue to review the situation 
actively and will keep the Board Members updated. 

 Interim Director Report—Emily Smith reports that all administrative functions are complete for 2015, 
such as audit, insurance, and filings. The Research Volume has been mailed to members and Perspectives on 
Work proceeds according to schedule is to be mailed this Fall. Top priority for remainder of 2015 is to 
increase member dues revenue and bring back the members we have lost, if possible.  We are planning five 
member promotions, three in September and two in October to help bring up member dues for 2015.  
Essentially, revenue is down in all categories, including new members, renewals, library subscribers, 
organizational members, and meeting income.  Much of this may be linked to a new fulfillment system put in 
place in 2014, but additional information is needed and a full discovery will be made.  Most areas of expense 
are up in 2015 compared to the projected budget, including Annual Meeting, Research Volume, Perspectives 
on Work. Steps will be taken in 2016 to bring expenses back within projections. Our short-term remedy for 
the losses sustained in 2015 is to maintain a full-time staff of one at the LERA office instead of two, and 
augment that staffing with temporary clerical help as needed, for at least the period of a year.  Long-term 
decisions will need to be made after an inquiry is complete about the future of LERA’s headquarters.  

 Finance Report—Secretary-Treasurer Craig Olson reports that member dues are down precipitously in 
2015.  This may be due to the change from fulfillment through the University of Illinois Press (UIP) to 
“MemberClicks” (MC).  Members, library subscribers, and contributions are all down, likely connected to issues 
with the MC software or the user experience of it.  The Annual Meeting income was also down from last year, 
because the meeting had 100 fewer attendees from 2014 to 2015. Almost all areas of expense are up, and need 
to be considered and controlled in 2016. We will keep full-time staff members to one at LERA for the next 
year to help with this shortfall. 
 Annual Meeting Profit and Loss—Secretary-Treasurer Craig Olson reports that the organization lost 
money on the LERA 67th Annual Meeting, May 28-31, 2015, in Pittsburgh, PA.   This was carefully reviewed 
by staff and the causes were over-ordering of food and beverage, ordering additional breaks (food and beverage 
events other than meals or receptions), paying for travel and lodging of some meeting participants (which has 
not been done before), and paying for the registration of some meeting participants. The last three years of 
profit and loss for LERA Annual Meetings have been reviewed, and steps will be taken in 2016 to ensure that 
we have a profitable meeting.  The contracts for both Minneapolis and Anaheim will be reviewed by staff and 
altered where needed and if possible, as they are already signed. The Minnesota venue appears to be affordable, 
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while the Anaheim venue may not be, according to the contracts as they currently stand. Some discussion took 
place about the attributes of setting separate prices for registration and various events, versus having a 
registration price that covers all events (or most of them) at the meeting. Having a reduced registration price 
can be attractive to some.  Having separate tickets for hospitality events can reduce inclusivity of all participants, 
at the conference and also increase staffing. This will continue to be evaluated.  
 LERA 68th Annual Meeting, May 26-29, 2016, Minneapolis Update—Bonnie Castrey reports that Emily 
Smith and she will be completing a site visit at the Millennium Hotel by the end of September, and reviewing 
the contract that we have in place.  We have printed a postcard to promote the meeting and John Budd has 
done considerable advance promotion already, including at the Association of Labor Relations Agencies 
(ALRA) conference, which just took place this summer in Minneapolis.  Marketing promotion begins in earnest 
when the program is set in January 2016. 

 In Minneapolis, LERA will meet jointly with the Industry Studies Association, with one day 
overlapping between the two, as we did in Portland 2014.  Both organizations are working towards making this 
a collaborative day.  President Bonnie Castrey and Director, Emily Smith will be meet, by conference call, with 
the ISA program chairs to discuss the joint meeting in Minneapolis on Friday, September 18, 2015.   
Additionally, Bonnie, Emily and John will meet with the ISA President and Executive Director on Wednesday, 
September 30, 2015, when all are in Minneapolis.   Thursday, May 26 will be an overlap day and we will be 
discussing programming, joint plenaries, other collaborative events, hotel logistics, registration, and more.  

 Program Committee Arrangements Co-Chair John Budd reports that Thursday and Friday will be the 
key days to pull in local practitioners, something to consider as Thursday is already constrained as the overlap 
day between ISA and LERA.  He also reports and raises concerns, that this conference is scheduled for the 
Memorial Day Weekend, which could prove challenging to bringing in locals who are making vacation plans 
following a long, potentially cold and snowy winter.  

New Business 
 Publishing LERA Research Volume in 2016—One of the ideas put forth  by the board to assist with 
making up for loss in 2015 was to put off the production of the LERA Research Volume in 2016.  This would 
save the organization roughly $16,000 in expense in 2016, but we would give up any royalties for the 2016 
Research Volume, which is generally between $3,000 and $6,000.  We would also have to sell library 
subscriptions for $250 in 2016 for what would essentially be one issue of the Perspectives on Work (if purchased 
singly, the price is under $30), and we would have to consider if this signals poorly upon the direction of the 
organization.  Secretary-Treasurer Craig Olson will discuss this in detail with LERA’s Editor-in-Chief, Ariel 
Avgar, and come back to the board with advice and a recommendation. 

 Next Board Meeting—We are currently dealing with a number of challenges, and President Bonnie 
Castrey encourages all board members to attend the next board meeting in person for follow-up to these 
discussions, potential bylaw changes, and important issues facing the organization including strategic thinking 
committee findings.  It will take place Tuesday, January 5, 2016, at the PARC 55 San Francisco, Market Street 
Room, and begin at 11am.  

 A call-in option will be explored for those who cannot make the meeting in person, however, this will 
be a crucial meeting for this Board and all are encouraged to attend in person. 

 Adjournment—The conference call meeting was adjourned at 2:10 p.m. by President Bonnie Castrey. 
Ken May moved the motion to the floor and Patrice Mareschal seconded it.  The motion was unanimously 
passed by the board. 
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The LERA gratefully acknowledges the continuing support of its 
Sustaining Sponsors and Organizational Members. 

 
SUSTAINING SPONSORS 2014–2015 

 

UAW/Ford National Programs 
Bloomberg BNA 

Institute for Construction Economic Research 
Kaiser Permanente 

Prouty Castrey Art Fund 
 

ORGANIZATIONAL MEMBERS 2015 
 

AFL-CIO Department of Professional Employees 
AFL-CIO Working for America Institute 

American Federation of Teachers 
BlueCross BlueShield National Labor Office 

Boston University, Questrom School of Business 
Cornell University Scheinman Institute of Conflict Resolution 
Cornell University School of Industrial and Labor Relations 

Federal Mediation and Conciliation Service 
Harvard University 

Indiana University of Pennsylvania PA Center for the Study of Labor Relations 
International Association of Machinists and Aerospace Workers 

International Brotherhood of Boilermakers 
Jobs with Justice Education Fund 

Massachusetts Institute of Technology (MIT) Sloan School of Management 
Michigan State University School of Labor and Industrial Relations 

National Public Employer Labor Relations Association 
New York State Nurses Association Economic & General Welfare Program 

Orange County Transportation Authority 
Pennsylvania State University Labor Studies and Employment Relations 

Rollins College Department of Business & Social Entrepreneurship 
Rutgers University School of Management and Labor Relations 

Saint Joseph's University Haub School of Business 
San Diego Municipal Employee Association 

Seabury Group LLC 
Society for Human Resource Management (SHRM) 

Tennessee State Employees Association 
The Dannon Company 

UCLA Institute on Conflict Resolution 
United Food and Commercial Workers Local #1776 

United Steelworkers 
University of California-Los Angeles, Institute for Research on Labor and Employment 

University of California-Los Angeles, Anderson School of Management 
University of California—Berkeley, Institute for Research on Labor and Employment 

University of Illinois at Urbana-Champaign School of Labor and Employment Relations 
University of Minnesota Carlson School of Management 

University of Newcastle 
University of Toronto Center for Industrial Relations and Human Resources 

West Virginia University Department of Industrial Relations and Management 
 

For more information about Organizational Membership with the LERA, please visit the LERA website: 
http://www.lera.illinois.edu/about/OrgMemInfo.html. 

http://www.lera.illinois.edu/about/OrgMemInfo.html
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