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Abstract

Although networking behavior is an effective job search method to students, far too little attention has been paid to mechanisms explaining
the antecedents and networking behavior. The goal of this study was to demonstrate the effect of the HEXACO personality dimensions on
graduated students’ job search networking behavior through their network size. A survey of 773 participants was conducted to assess personality
traits, network size, and networking behavior. All constructs in the study were measured by 5-point Likert scales. This study employed a
structural equation model to examine the proposed conceptual model and the correlations among variables. Results showed that the personality
of emotionality negatively influence students’ network size, while extraversion and agreeableness are positively associated with the scope of
their social network. Second, the findings confirmed that network size is directly related to the level of looking-for job behavior, particularly
networking behavior. Finally, our results explored that network size played the mediating effect on how personality traits affect networking
behavior. These findings suggest that network size is a dynamic mechanism that helps to understand the correlation between personality traits
and job search networking behavior. The theoretical and practical implication of the study, as well as the future research direction were discussed.
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1. Introduction

Over the past decades, much attention has been devoted
to the question how personality influence people’s career
and life quality. Accumulated research evidence suggests
that personality is a prominent representation to individuals
in terms of work perception, motivation, behavior, job
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performance and satisfaction, career success, and life quality
(Barrick & Mount, 1991; Fullarton et al., 2013; Hagberg,
Hagberg, & Saveman, 2002; Han, 2020; Huynh et al., 2020;
Jalal et al., 2019; Nettle, 2007; Sutin et al., 2009; Wrosch &
Scheier, 2003). Nettle (2007) suggested that personality —
“what makes you the way you are” —is described as a personal
disposition that can predict what they will do. Personality is
closely related to employees’ work climate perceptions as
well as job performance. Fullarton et al. (2013) indicated
that employees high in extraversion or agreeableness tend to
own high level of work climate perception, which in turn is
positively associated with their job performance.
Networking behavior is an informal job search method,
but effective and popular (Forret, 2014; Forret & Dougherty,
2001; Hoye et al., 2009; Lin & Le, 2019; Wanberg et al.,
2000). Forret (2014) reviewed the literature on networking
and its relevance for job-search success and confirmed that
networking behavior is an effective job search strategy that
not only supplies job chances to job seekers, but aslo provides
emotional-social supports from friends or acquaintances.
Networking behavior is positively proportional to number of
job interviews and employment offers, speed of reemploy-
ment, person-organization fit, job satisfaction (Forret, 2014).



Khac Thanh MAI Son-Tung LE, Manh-Trung PHUNG, Thi Thuy Hong NGUYEN /
546 Journal of Asian Finance, Economics and Business Vol 7 No 12 (2020) 545-553

Many scholars found evidence of the effect of personality traits
on job seekers’ the level of networking behavior (Forret &
Dougherty, 2001; Lin & Le, 2019; Wanberg et al., 2000). For
example, Forret and Dougherty (2001) found that extraverted
job seekers are inclined to be significantly associated with
networking activities such as maintaining social relationships,
socializing, while those high in emotionality tend to decrease
networking behavior for finding a job (Lin & Le, 2019).
However, the understanding of the mechanism explaining
the relationship between personality traits and networking
behavior is still lacking.

This study aims to investigate the mediating effect of
network size on the relationship between personality traits
and graduated students’ networking behavior in the job
search process. By integrating two theories, individual
difference theory and social network theory, this study will
demonstrate that personality trait differences can predict
variability of network size, which significantly influence job
seekers’ level of networking behavior.

2. Review of Literature and Hypothesis

2.1. Networking

Networking behavior is an informal job search method
described as contacting family, friends, or acquaintances for
asking job information, or employment leads to get a desired
job (Wanberg et al., 2000). Previous studies consented that
networking method is an effective career management
strategy (Forret, 2014; Franzen & Hangartner, 2006; Hoye
et al., 2009; Lin & Le, 2019; Wanberg et al., 2000). First,
social relationships are a valuable resource that can supply
job seeker not job information, but also emotional and
instrumental supports when facing employment challenges
(Brown & Konrad, 2001; Forret, 2014). Furthermore, a study
of Franzen and Hangartner (2006) about using social ties in
the job search process revealed that networking behavior
is a popular job search strategy in all nations. The research
results in 28 countries displayed that the percentage of the job
found through social contacts in developed countries such as
Japan and the United States is in the middle (41% and 44%,
respectively), while this varies significantly in developing
nations (e.g. Brazil 67%, the Philippines 83%) (Franzen &
Hangartner, 2006). Networking is found to be positively
related to short- and long-term job search success consisting
of number of job interviews and employment offers (Hoye
et al., 2009; Lin & Le, 2019), job satisfaction and person-
organization fit (Hoye et al., 2009; Wanberg et al., 2000).

2.2. HEXACO Personality Traits and Job Search
Networking Behavior

Based on lexical studies of personality structure
in various languages, the personality is best explained

by six HEXACO personality traits, consisting of (H)
honesty-humility, (E) emotionality, (X) extraversion, (A)
agreeableness, (C) conscientiousness, and (O) openness
to experience (Ashton et al., 2019), compared to the Big
Five model (Costa & McCrae, 1992). Honesty-humility is
defined by honesty, fairness, sincerity, and lack of greed,
which is the most difference between the big Five model
and the HEXACO model. Three factors of the HEXACO
model are closely related to the dimensions of big Five
frameworks (extraversion, conscientiousness, and openness
to experience). Conversely, agreeableness and emotionality
of HEXACO framework overlap significantly with two
dimensions of the big Five model (agreeableness and
neuroticism). It appears that three factors of the HEXACO
(emotionality, extraversion, agreeableness) significantly
influence job seekers’ networking behavior in looking for-
job process.

Lee and Ashton (2004) defined emotionality dimension
by fearfulness, anxiety, dependence and sentimentality,
which is quite similar with neuroticism trait of Big Five
model (presented by anxiety, depression and anger) (Costa
& McCrae, 1992). Prior studies indicated that people
in high emotionality appear to lack social skills such as
communication, interaction with others due to they are
often socially anxious (Selden & Goodie, 2017; Smoétka &
Szulawski, 2011). Furthermore, they who are emotionally
unstable tend to rarely initiate to maintain friendship
relationships (Selden & Goodie, 2017). Lin and Le (2019)
indicated that emotionality negatively influences job
searchers’ the level of networking.

The HEXACO extraversion is presented by
expressiveness, social boldness, sociability and liveliness
(Ashton & Lee, 2007). Unlike emotionality trait, individuals
with high extraversion seem to prefer social engagement
and activity, which contribute to developing their social
skill (Costa & McCrae, 1992). Compared to introverted
people, those who are extraverted are motivated to find
out as well as attend social stimuli (Fishman et al., 2011;
Li, et al., 2010). Moreover, they actively find out social
interaction and connect with others (Smotka & Szulawski,
2011). Previous studies demonstrated that individuals high
in extraversion are inclined to express the high level of
contacting to relationships in their social network (Lin & Le,
2019; Wanberg et al., 2000).

Agreeableness is described as forgiveness, gentleness,
flexibility, and patience (Ashton & Lee, 2009). Graziano
et al. (1996) indicated that individuals with high
agreeableness are less likely to perceive conflict in others
because they can assuage frustrating situations. In addition,
agreeable people have smooth personal interaction, which
helps them to build and maintain relationships with others
(Ozer & Benet-Martinez, 2006). Wanberg et al. (2000)
suggested that unemployed person with a higher level of
agreeableness seems to show a higher level of networking
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intensity than individuals who are in a smaller level of
agreeableness. Based on the above logic evidence, we
propose that:

Hla: Emotionality will be negatively associated with
employment seekers’networking behavior.

HI1b: Extraversion will be positively associated with
employment seekers’ networking behavior.

Hlc: Agreeableness will be positively associated with
employment seekers networking behavior.

2.3. HEXACO Personality Traits and Network
Size

Compared to other personality dimensions, individuals
who are high in emotionality, not only have fewer
communication skills, but also they frequently have
conflicts with others (Demir & Weitekamp, 2007; Selden
& Goodie, 2017). It appears that they have fewer social
relationships or smaller scope of a social network than
counterparts who are emotionally stable. There is a
growing body of literature that recognises extraversion
trait is directly proportional to the scope of social network
(Iveniuk, 2018; Molho et al., 2016; Selden & Goodie,
2017; Wagner et al., 2014). Compared to introverted
people, those who are extraverted are motivated to find
out as well as attend social stimuli (Fishman et al., 2011;
Li, et al., 2010). Moreover, they actively find out social
interaction and connect with others (Smotka & Szulawski,
2011). It is unsurprising to see that they have a larger
personal network. Agreeable people have smooth personal
interaction, which helps them to build and maintain
relationships with others (Ozer & Benet-Martinez, 2006).
Thus, agreeableness positively influence the size as well
as the quality of their relationships, especially friendship
(Demir & Weitekamp, 2007). Based on these results, we
hypothesize:

H2a: Emotionality will be negatively associated with
employment seekers’network size.

H2b: Extraversion will be positively associated with
employment seekers’network size.

H2c: Agreeableness will be positively associated with
employment seekers’ network size.

2.4. Network Size and Networking Behavior

Although networking behavior benefits to job seekers
in many aspects, not all individuals express a high degree
of networking behavior. Social network theory suggests
that the structure and compositions of the social network
are important sources that can predict variability of

individuals’ social capitals, which contribute in an increase
of networking intensity (Adler & Kwon, 2002). In this
study, we will examine job seekers’ network size as a
key factor that causes differences in terms of networking
behavior.

Network size is defined as a number of people that
an individual can contact and exchange information in
his social network (Seibert et al., 2001). Intuitively, an
increase in network size or number of people to consult
with leads to an increase in networking intensity, despite an
unchanged amount of networking effort. For example, Hoye
et al. (2009) found evidence that job seekers’ time spent on
networking is positively proportional to their network size.
Based on the above logic, we propose that job seeker who
has a larger network size are inclined to express a higher
level of networking behavior than counterparts who own
smaller network size.

H3: Employment seekers’ network size is positively
related to their networking behavior.

2.5. The Mediating Role of Network Size

On the basis of the positive effects of network size
on networking behavior, and the relationships between
personality dimensions of emotionality, extraversion,
agreeableness and network size, the study is based on the
following hypotheses:

H4a: Social network size mediates the relationship
between emotionality and employment seekers’ networking
behavior.

H4b: Social network size mediates the relationship
between extraversion and employment seekers’ networking
behavior.

Hd4c: Social network size mediates the relationship
between agreeableness and employment seekers’ networking
behavior.

Emotionality

A,

Networking
behavior

?

Extraversion N rk size .

Figure 1: The research framework
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3. Method

3.1. Participants

Participants were students who graduated three months in
different areas, including engineering, accounting, business
administration, finance and other areas of study in three
universities of Vietnam. We approach student administrators
in three universities to get the lists of student email as well as
their consent to collect data from their students. We distributed
850 emails that contain the links to the online questionnaires.
The surveys were conducted in Vietnamese, which ensures
that all participants can understand all questions. We
translated the questionnaires into Vietnamese and translated
it back in English to approach the accuracy of the translation.

We obtained 773 complete responses, a response rate
of 91%. The mean age of participants was 23.22 years (SD
= 0.523). There was only 3.6% of married respondents.
The percentage of respondents in study areas consisted of
28% of engineering, 26% of accounting, 23% of business
administration, 18% of finance and 5% of other areas.

3.2. Measures

In this study, we measured all items on a 5-point Likert
scale ranging from 1 = strongly disagree to 5 = strongly agree.

3.2.1. HEXACO Traits

Three HEXACO personality dimensions — emotionality,
extraversion, and agreeableness — were measured using the
30 items in the short personality inventory built by (Ashton
& Lee, 2009). Each dimension had four facets and was
measured by 10 items. An example statement of emotionality
is “I worry a lot less than most people do”. An example
statement of extraversion is as follow “The first thing that
I always do in a new place is to make friends”. An example
statement of agreeableness is “Even when people make a lot
of mistakes, I rarely say anything negative”. Ashton and Lee
(2009) reported the reliability of emotionality, extraversion
and agreeableness were 0.78, 0.80, 0.77, respectively.

3.2.2. Network Size

The scale developed by Hoye et al. (2009) were used to
assess network size of job seekers. Following Hoye et al.
(2009), we used four items to measure network size (o =
0.88). One example statement is “I know a lot of people who
might help me find a job”.

3.2.3. Networking Behavior

Networking behavior for looking for a job (a.=0.93) was
measured by nine items developed by Wanberg et al. (2000).
The example statement are “Contacted people you know
to ask for their advice or leads regarding your job search”,

“Asked for a referral to someone who might have helpful
information or advice about your career or industry”.

3.2.4. Control Variables

Following previous studies (Lin & Le, 2019; Thomas
et al., 2010; Wanberg et al., 2000), we controlled variables
such as gender, age, occupation, strong ties. For example,
Wanberg et al. (2000) suggested that the type of occupation
affects networking intensity.

3.3. Analyses

The data were analyzed with SPSS 22.0 and AMOS 22.0.
First, we applied AMOS 22.0 to test the convergent validity
and discriminant validity of the latent variables through a series
of confirmatory factor analyses (CFAs). Next, we used SPSS
22.0 to test the mean, standard deviations and correlations of all
variables. Since this study has multiple independent variables,
we used a structural equation modeling approach to test the
mediating effect model. To assess the model fit, we applied
for the Chi square divided by degrees of freedom (y*df), root
mean square error of approximation (RMSEA), comparative
fit index (CFI), Tucker-Lewis fit index (TLI). Hu and Bentler
(1999) suggested a group of criteria of good-of-fit indices as
follows: y*/df should be < 3, a good fit for RMSEA is no >0.08,
and the cutoff value of CFI and TLI is 0.90 or above.

4. Results

4.1. Scale Validity and Reliability

We conducted a number of alternative CFAs on the
plausible models to test the hypothesized model the most
appropriate. Table 2 showed the goodness-of-fit indices of
five-factor model and alternative models. The results from
Table 2 indicated that the proposed five-factor model had
the better indices than all alternative models, y* = 857.654,
df = 562, y*/df = 1.526, RMSEA = .026, CFI = .983, TLI
= .981. Thus, the proposed five-factor model was the most
appropriate representation of the factor structure of the items.

4.2. Descriptive Statistics

Table 1 showed the mean, standard deviation and
correlations of all study variables. The results indicated that
the personality of emotionality significantly correlated with
networking behavior (r = -.516, p < 0.01). This means that the
higher emotionality was, the less likely graduated students will
express networking behavior. Hypothesis 1a was supported. The
significant correlations were also found between extraversion
and networking behavior as well as between agreeableness and
networking behavior, (r = -.434, p < 0.01) and (r =-279, p <
0.01), respectively. This means that the higher extraversion and
agreeableness personalities were, the more likely students will
have networking behavior. Hypothesis 1b, 1¢ were supported.
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Table 1: Descriptive statistics and inter-correlations among variables

Variables Mean SD/a AVE/C.R 1 2 3 4 5
1. Emotionality 3.27 0.64/0.89 0.51/0.89 1

2. Extraversion 3.85 0.55/0.91 0.52/0.91 -.016 1

3. Agreeableness 3.96 0.54/0.90 0.54/0.90 -.134** A70* 1

4. Network size 3.34 0.59/0.88 0.57/0.89 -.191** 212%% | .226** 1

5. Networking behavior 3.98 0.52/0.93 0.65/0.93 -.516** A34* | 279* | 407 1

N = 773. Note. ** p < .01. SD = Standard Deviation, a = Cronbach’s Alpha, AVE = Average Variance Extracted, C.R = Composite Reliability

Table 2: Confirmatory factor analysis (CFA) of discrimination validity

Models Factors X2 df x2/df RMSEA AX? CFI TLI

Model 1 |0 factorss EMLEX,AG, | g5z 65s | 562 | 1526 026 - 983 981
NS, NB

Model 2 ﬁl;acﬁgs: EM+EXAG, | 3468341 | 566 | 5598 077 2310687 | .854 758
3 factors: EM + EX +

Model 3 | SN N 5334.803 | 569 | 9.376 104 2166462 | 732 653

Model 4 |2 factors: EM+EX+AG | o0n) 443 571 11.776 118 1389.340 654 601
+NS, NB

Model 5 12?2?;'\" YEX*AG| Jg00366 | 572 | 13326 | 126 898.223 603 563

Note: N = 773. EM: Emotionality; EX: Extraversion; AG: Agreeableness, NS: Network size; NB: Networking behavior.

Ax2 tests are between the five-factor model and each alternative model.

+ represents factors merge into one factor.

The results indicated that network size had the significant
correlation with networking behavior (r = .407, p < 0.01),
which refers that the more students have the scope of the
social network, the more likely they will express networking
behavior. Hypothesis 3 was confirmed.

Table 1 exhibited that emotionality (r =-.191, p <0.01),
extraversion (r=.212, p < 0.01) and agreeableness (r = .226,
p <0.01) were correlated with network size. This means that
the fewer job seekers were in emotionality, and the more job
seekers were in extraversion and agreeableness, the larger
their network was. Thus, hypothesis 2a, 2b, and 2c¢ were
supported.

4.3. Testing the Mediating Effect

The path analysis of Structural Equation Model (SEM)
was used to test the correlation between the HEXACO
personality dimensions and job search networking behavior
through network size. The model fits the data well: > =
857.654, df =562, y*/df=1.526, RMSEA = .026, CF1=.983,

TLI=.981, GF1=.942, AGFI =.932, which were all >.900.
This means that the goodness-of-fit indices of the theoretical
model were desirable (Hu & Bentler, 1999) (see Figure 2).

Table 3 displayed that the total, direct and indirect
effects of three dimensions of the HEXACO personality
on networking behavior through network size. The results
indicated that extraversion had the greatest direct effect
on networking behavior (r = .331, p < 0.001), followed by
emotionality (r = -.303, p < 0.001), while agreeableness had
the smallest effect (r =.094, p <0.01) (Table 3). Besides, all
three personality dimensions of emotionality, extraversion,
agreeableness had the indirect effects on networking
behavior through network size (r = -.025, p < 0.001), (r
= .033, p < 0.001), (r = .032, p < 0.01), respectively. In
general, network size partially mediates three HEXACO
personalities on networking. That is, individuals who are low
in emotionality or high in extraversion and agreeableness are
inclined to own the larger size of the social network, which
in turn positively influence the level of networking behavior
for finding employment.
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Table 3: Total effect, direct effect and indirect effect.

95% BCa (5.000 bootstraps)
Indirect
Total Direct effect by
effect effect network
size
Emotionality - -.308% | —303 | 025"
networking behavior
Extraversion — 364+ | 3317+ | 033
networking behavior
Agreeableness — 126" | .094* 032+
networking behavior
**p<.01, ***p<.001.
Emotionality
. ~30
Extraversion i 43 Networking
behavior
o9
78
Ag Network size v
.18

Figure 2: The standardized path coefficient of the
hypothesized model

5. Discussion

This research aims to explore the effect of HEXACO
personality dimensions on graduated students’ networking
behavior through their network size in the finding-job
process. The study test four hypotheses: (1) three HEXACO
personality traits would be associated with job search
networking behavior, (2) three HEXACO personality traits
would be associated with network size, (3) network size
would be associated with job search networking behavior,
and (4) network size would mediate the relationship between
the dimensions of HEXACO personality and networking
behavior. All hypotheses were supported.

Based on the social network theory, social relationships
not only can supply much job opportunities, but help job
seekers in terms of emotional and instrumental support
(Forret, 2014). It seems that individuals who own the
larger size of the social network will have more advantage
in finding employment through asking friends, relatives or
acquaintances. Correlational results showed that network size
was positively related to the level of networking behavior,
which was consistent with previous studies (Hoye et al.,
2009; Lin & Le, 2019). As to the relationship between the
HEXACO personality and networking behavior for finding

employment, emotionality was significantly negatively related
to networking behavior, while extraversion and agreeableness
were significantly positively related to networking. Compared
to agreeableness personality, extraversion was closer to
networking behavior. These results were similar to previous
research (Lin & Le, 2019). Besides, the individual difference
theory explained that personal difference may make dissimilar
social behavior, attitudes, and interaction among individuals
(Lin & Le, 2019; Wanberg et al., 2000). Our findings also
suggested that three personality dimension of emotionality,
extraversion, and agreeableness can significantly influence
students’ network size. Unlike emotionality that negatively
influences network size, extraversion and agreeableness were
positive antecedents in predicting students’ network size.
As high order traits, each scale of the HEXACO personality
has four separate secondary structures. Such as emotionality
includes fearfulness, anxiety, dependence, sentimentality;
extraversion includes social self-esteem, social boldness,
sociability, liveliness; agreeableness includes forgiveness,
gentleness, flexibility, patience. From the secondary structure
of the high-order structure of the HEXACO personality, it
appears that extraversion was more appropriate to network
intensity and development than agreeableness. And,
fearfulness and anxiety (lower-order of emotionality) were
likely to have a negative effect on the social relationship
and interaction behavior. Therefore, in future research, the
relationship between the secondary structure of HEXACO
personality and network size as well as networking behavior
should be explored.

The most important finding of this research is that network
size acted as a mediator of the relationship between HEXACO
personality dimensions (emotionality, extraversion, and
agreeableness) and networking behavior for finding jobs. This
study supports the individual difference theory and provides
a new perspective for explaining the mechanism how the
personality traits affect the level of networking behavior in
graduated students’ the employment process. Our results
demonstrated that high emotional job seekers are inclined
to lack social interaction skills and passively maintain
relationships, which is related to a small size of the network.
While individuals who high in extraversion or agreeableness
tend to own the large network size. Network size in turn is
positively related to the level of netwoking behavior. Based
on the results mentioned above, we can draw the conclusion
that network size play the mediating effect on the relationship
between emotionality, extraversion, and agreeableness and
job search networking behavior.

Several limitations of this study should be noted. First,
this study uses cross-sectional research to explore the effect
of three personality dimensions on networking behavior
through network size, which may not be able to find the
causal relationship between variables. In future research,
scholars should use longitudinal research to further explore.
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Second, this research appears to be limited by factors such
as working years, economic conditions, tie strength or
education. For example, Lin and Le (2019) confirmed that
people would help their family or close friends (strong ties)
than acquaintances (weak ties), which also predict variability
of job seekers’ networking behavior. Further research can
explore the effect of these factors on network size as well as
networking behavior of job seekers in the job search process.
Thirdly, this study failed to examine the role of networking
behavior on employment outcomes such as number of
employment offers, person-job fit, employment satisfaction.
Therefore, researchers should explore the relationship
between personality traits and networking behavior as well
as further variables (number of job interviews, number of
employment offers, employment satisfaction) in the future.
Despite these above limitations, our study is the first
to investigate the mediating effect of network size on the
relationship between HEXACO personality traits and
students’ networking behavior. The study provides important
understandings about the links between HEXACO traits,
network size, and networking behavior in the employment
process. The social network theory suggests that social
relationships are considered as social capital that can bring
benefit in term of information, support, and other resources
(Granovetter, 1973; Hoye et al., 2009; Lin & Le, 2019;
Wanberg et al., 2000). This study demonstrated that network
size directly influences students’ level of networking
behavior, which in turn is positively related to number of
job interviews and job offers, insurance benefit (Hoye, et
al., 2009; Wanberg et al., 2000). Besides, the study found
the relationship between three personality traits and network
size. While emotionality is negatively related to network size,
extraversion and agreeableness play the role in increasing
individuals’ the scope of the social network. This could have
implications for educators and career counsellors. Beyond
students’ competencies like knowledge, skills, abilites
(Trisnaningsih et al.2020), educators should find training
interventions to their personality traits for increasing the
success level of looking for a job; for example, controlling
emotionality or encouraging extraversion and agreeableness.
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