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Abstract 

 

The study focused on the impact of social networks and personality 
type on individual job search means. Sample sizes of 50 respondents 

were selected with the help of convenient sampling method equally 

both from governmental and non-governmental organization of 
district Peshawar. Data were collected through In-depth interview 

from the respondents. This study described a relationship among 

individual personality dimensions, formal and informal job search 

means and social networking. The findings suggested that extrovert 
personality have larger and strong social networks and used social 

networking as a job search means beside their social networks tie is 

strengthen. Introvert personality have small and weak social 
network and mostly used print and electronic media as a job search 

means, beside their social network tie is weak. The study linked 

social networks as a tool for linking micro and macro-level of 
sociological theory and proved that inter-personal networks 

provides the most fruitful micro-macro bridge in the form of small 

scale interaction towards the large scale-patterns/phenomena. 

 

1.1.  Introduction 

 

The problem of unemployment and underemployment is not only faced 
by the third world and underdeveloped countries, but as well exist in the 
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most of developed nations of the world. In every society a lot (large) 
number of individuals are confronting with job search, unemployment, 

underemployment, turnover, and search for new job (McKee-Ryan, 

Song, Wanberg, & Kinicki, 2005). To overcome with the problem 

people usually adopted different kind of methods and techniques. 
Accordingly, there has been a considerable improvement in research of 

investigating job search behavior and employment outcomes (Kanfer, 

Wanberg, & Kantrowitz, 2001). 
Sociologically speaking social networks refers to "social structure" 

made of individuals through social relationships and social interactions 

in an organized way from person to person with the reciprocal influence 
(Moreno, 1934). It is also a “structure of relationships linking different 

social actors” (Marsden, 2000) or “the set of actors and the existing 

connections among them” (Wasserman and Faust, 1994). When 

sociologists define the term social networks with reference to jobs it is 
believed that it’s an  ‘individuals’ attempts to develop and sustain 

relationships with others who have enough potential and capabilities to 

assist them in their work or career (Forret& Dougherty, 2001). In other 
words ‘an individual engagements directed towards contacting 

friends,associates, and other people to whom the job seeker has been 

referred forthe main purpose of getting information, leads, or advice on 
getting a job’ (Wanberget al., 2000). 

Job search or career development is further classified into formal and 

informal (Saks & Ashforth, 2000; Zottoli & Wanous, 2000). Informal 

job search includes contact of friends, relatives, or associates; 
colleagues, contacting current or former employers-hires; and walk-ins, 

while formal job search uses formal intermediaries exists for 

recruitment purposes including employment agencies, recruitment 
advertising, and campus recruitments etc. Jobs seeker uses various 

sources methods for searching a job such as employment advertising, 

job sites and networking for search of a new job. According to the 

network efficacy view, (Granovetter, 1974, 1982; Kanter 1977; Lin, 
Ensel, and Vaughn 1981) social networks are a useful mechanism for 

seeking a job. This perspective highlights network theory and 

underlines the importance of personal contacts and relationship as a 
social resource in one’s job search. Furthermore, Wanberg et al. (2000) 

explored that personality is a main predictor of using social networks 

for job-search purposes. In this regard personality type i.e.  
Extroversion (outgoing, assertive, active, and talkative) and 

introversion (reserved, serious and stay within close circles or prefer to 

be alone) play an important role in getting proper place in the hierarchal 
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division of social structure. He further explored that personality as an 
analyst of the results of using social networks for job-search purposes. 

The results of the regression analyses on the data shows that 

extraversion and network comfort were related with higher network of 

exhausting unemployment benefits and to a greater likelihood of 
employment. Mehra et al. (2001) suggested that high self-monitors – 

people who are thinking that how they are perceived by others – 

occupied more central positions in the societal division. Putnam (2000), 
Aldridge et al (2002) & Halpern (2005) studies on job-search methods 

described that asking friends, relatives and associates for information 

regarding job opportunities is a one of the common and useful practice. 
In a Survey Report of Incapacity Benefit Claimants in Northern Ireland, 

for example, Shuttle worth et al. (2008) presented that using 

‘information from friends, relatives, colloquies and family’ ranked 

second in terms of its usefulness as a job-searching method (after using 
advertisement in the press).  

Granovetter (1974, 1982) advocates that using personal networks, 

compared with using formal channels (such as print and electronic 
media channels), are the most common way to find out a job, and they 

direct individuals into better jobs with higher job satisfaction and 

financial assistance and gains.  Furthermore, Burt (1992) & Granovetter 
(1982) claimed that networks can be powerful if accessed to a more 

heterogeneous group of people. Granovetter (1982) called this term is 

the "strength" weak ties. On the other hand, Burt (1992) presented that 

"structural holes," or the gap between non redundant personal contacts 
is a source of information and form of social capital. He claimed that 

diversity in an organization contributes towards more heterogeneous 

information. Socioeconomic status of job seekers and their contacts is 
also related to the type of information. For example, usually people are 

linked with the individual of the same background. In this way being 

from a higher-status background, being socially connected to higher-

status individuals, or being from a lower-status background, being 
socially connected to lower -status individuals. This also brought 

variation in job seeking and career development. Where higher the 

status of an individual in the social structure, greater will be the chances 
of getting job (Boxman, De Graaf, and Flap, 1991; Campbell, Marsden, 

and Hurlbert, 1986; Granovetter, 1974; Lin and Durnin, 1986; Lin, 

Ensel, and Vaughn, 1981). From these studies and above discussion it 
can be inferred that the use of social networks varies according to the 

socio-economic background of the job seeker and the type of job being 

sought.Vodosek (2003) described positive effects of extraversion in a 
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friendship network of an individual. Asendorpf and Wilpers (1998) 
found in a very careful assessment of friendship formation processes 

mainly positive effects of personality types i.e. from extraversion on 

contact frequency. Klein et al. (2004) found negative effects on 

centrality from neuroticism and openness, and a positive effect of 
sociability in friendship networks of work group members. Hogarth and 

Hasluck (2008) found that ‘social networks and use of word of mouth 

and personal contacts occupied top five job-search methods in terms of 
perceived usefulness and frequency of use among non-working 

individuals that participated in a survey examining job search in Greater 

Manchester. Likewise, in a study in Teesside focused on individuals 
trapped in a ‘low-pay, no-pay cycle’, Shildrick et al. (2010) found that 

their interviewees repeatedly found employment through informal 

social networks. 

  

1.2. Objectives of the Study 

 

The main objectives of the present study are given bellow: 

 To find out the effects of personality variability on an 
individual job search means. 

 To explore that effects of social networking on an individual 

job search means. 

 To identified the relationship between personality dimension 

and social networking. 

 

1.3. Methods and Procedures 

 

This section addresses the approach through which the study was 
completed i.e. type of research, universe, sampling, sample size, 

procedure of data collection and the way of analyzing data.  

 

1.3.1. Title of the Study 

 

Impact of Social Networking and Personality Variability on Individual 

Job Search Means: (A Case Study of District Peshawar). 

 

1.3.2. Nature of the study 

 
This research study is an interpretive in nature as it utilized qualitative 

methods and techniques. For qualitative data collection in-depth 

interview were conducted with the respondents. All of the data were 
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properly recorded in the native language of the respondents and 
translated into English. The data was properly analyzed and described 

for common readers. 

 

1.3.3. Scope of the Study 
 

There was no evidence available on the impact of personality variability 

and social networks on job search means in Pakistan and especially in 
the local context of district Peshawar. This research study provided 

first-hand knowledge on individual’s job search strategies mainly 

through social networks. The study covered 06 organizations of district 
Peshawar, where 50 employees of were taken into account for primary 

data collection. The main focus of the study was to identify various 

personality dimensions of individuals, their social network size, 

strength and status and the means they used for getting their current job 
position.  

 

1.3.4. Universe 

 

Universe of the study consist both governmental and non-governmental 

organizations of district Peshawar including University of Peshawar, 
Islamia College University Peshawar, Khyber Pakhtunkhwa Agriculture 

University Peshawar, SRSP (Sarhad Rural Support Program), UNICEF 

(United Nation International Children Education Fund), and NRDF 

(National Research and Development Foundation)..  
 

1.3.5. Sampling Procedure and Tool of Data Collection 

 
Sample size of 50 respondents was selected through convenient 

sampling method equally i.e. 25 both from governmental and non-

governmental organizations. Data were collected with help of in-depth 

interview from the respondents. 
 

1.4.  Discussions 

 
The study found that people uses both types of job search means i.e. 

formal and informal for job search. Variation resulted due to the types 

of personality and social networking. Both kind of personalities used 
either social networking as a job search means or print and electronic 

media. Along with personality dimensions social networking is also the 

one of the key determinant of job search means. The study described 
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positive relationship among social networks, individual’s personality 
dimensions and Job search means. Different individuals are having 

different kind of personalities such as extrovert and introvert, and both 

are different from each other’s in attitudes, actions, and behaviors. 

Results suggest that variation in personality dimensions brought 
changes in job search means. Individual having extrovert personality 

mostly used informal means of job search including friends, peers, 

colleagues, associates, classmates, and coworkers etc. Such types of 
individuals are vocal, talkative, assertive, outgoing, and active and as 

result having a huge network of friends and peer. This also result strong 

we-feeling and tight bonds with each other. As a result extroverts 
utilized most of their free time in the company of friends, peer, 

associates, and coworkers etc. Such a connection resulted greater 

dependency on peer and friends and lesser preference toward formal 

means of job search such as print and electronic media. The study also 
pointed out that individuals having introverts personality are usually 

leaving in a limited friend circle; as a result they have not a gigantic 

social network and used formal means of job search into two ways. 
Because in one way they have limited number of friends, peer, 

colloquies and limited opportunities towards informal job search 

means; on the other hand they are having countless spare and isolated 
moments. In this way they utilized the free moments for the search of 

job through formal job search means such as print and electronic media.  

The study further added that individual having an extrovert personality 

dimension is comfortable around people, skilled in handling social 
situations, outgoing, vocal, and can make friends easily. These 

personality characteristics are directly correlated with the job search 

means and as a result they use and adopted his/her social network 
(friends, family, and personal relations) for searching jobs rather than 

through print and electronic media. 

The results indicated that job seekers also utilized social networking for 

the purpose to find a job. The study further described that social 
networks can either be a strong or weak depending upon the strength, 

size and nature of the relationship that links different individuals with 

each other’s as a member of the network. Furthermore, the size of 
social network also depends on an individual’s personality type. The 

size of social network is large and strong in case of extrovert 

personality and small and weak in case of introvert personality 
dimension. The study showed a strong relationship with both of the job 

search means and social networking. The result showed that stronger 

and strengthens an individual’s social network tie greater will be their 
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dependency on an informal social networking as a job search means. 
Because a direct relationship was found between social network and job 

search means. The study highlighted that those individual who are 

having weak, and small social network are mostly adopted informal 

means of job search including print and electronic media, however, a 
relationship was also found between type of personality and social 

networking. People in a close circle of friends and peer having weak 

social networking, which also increase their dependency on print and 
electronic media.  

Last but not the least the study elaborated a strong relationship between 

micro and macro level sociology. The result showed a link among 
social networking, personality dimensions and job search means. Social 

networking working as a bridge for linking micro and macro-level 

sociological theory and proved that inter-personal social networks 

provided the most productive micro-macro bridge in the form of small 
scale interaction towards large scale-patterns/phenomena 

 

1.5. Conclusions 
 

The study concluded that there is a strong relationship among 

personality types, social networking and job search means. Individuals 
with extrovert personality have a large and strong social network and 

preferred to find out a job through informal means. While introvert 

personality have a small and weak social networking and favored a 

formal job search means. Furthermore, the study also showed a 
relationship and linkage between micro and macro levels sociological 

theory.  
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