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Job Search Game “If you don't have a profile on LinkedIn, you're nowhere” 
- Jessi Hempel, FORTUNE magazine, in the article “How 
LinkedIn will fire up your career” 

Job Search on Online 
Social Networks 
Social networking/media has become an 
increasingly important part of most 
American’s lives during the past five years.  
We’ve seen the emergence and spectacular 
rise in importance of LinkedIn, Facebook 
and Twitter, among others.  But, beyond 
the pure ‘social’ aspect of these on-line 
social networks, we need to ask the 
question, “Are they helpful to us in other 
ways – particularly with regard to our 
current serious unemployment situation 
and the job-search process?” 
 
To answer these questions, researchers at 
Carnegie Mellon University in Pittsburgh 
and executives at TTG Consultants in Los 
Angeles, examined this new on-line social 
networking dynamics and found interesting 
results.  Although traditional ‘networking’ 
with family, friends and associates 
continues to be a significant factor in 

JOB SEARCH TREND 
An average unemployed individual spends 20 hours/week searching for a job of 
which 8.2 hours are spent searching for a job on the internet, 5.3 hours on online 
social networks (like LinkedIn.com), 3.3 hours reaching out to close friends and 
family, and the rest on print media and agencies. This suggests that online social 
networks have become a popular mode for job search in the current economy and 
labor market. 

finding job leads, on-line social networks 
provide a job seeker with a much larger 
audience from which to find job leads.  
This is because on-line social networks 
allow job hunters to locate the friends of 
friends and the friends of associates much 
more quickly and easily than previously 
has been possible.  Thus, the job seeker’s 
‘total network’ becomes exponentially 
larger and access to job leads becomes 
much greater. 
 
Social networks can be divided into two 
categories – weak-ties and strong-ties.  We 
found that both social-ties (weak or strong) 
play a significant role in helping 
individuals find a new career opportunity. 
Our estimates suggest that social networks 
like LinkedIn.com provide relatively higher 
return when compared to traditional job 
search methods. 



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 

However we believe that the amount of time 
spent on a job search mode does not always 
imply the same share of job outcome. Spending 
21% communicating with close friends and 
family for job search resulted in 36% of total 
interviews and 34% of total offers received. No 
wonder that half a century ago no one ever had a 
problem finding a job since family size was 
much larger. But in our current social 
infrastructure the amount of help one can receive 
from close friends and family is limited by the 
size of one’s social capital. This is where online 
social networks help us to be able to reach out to 
a much larger social audience. 
 
Past research findings suggested certain 
strengths of weak-ties (Granovetter 1973) and 
strong-ties (Krackhardt 1992). As noted by both 
Granovetter and Krackhardt “weak ties provide 
people with access to information and resources 
beyond those available in their own social 
circles; but strong ties have a greater motivation 
to be of assistance and are typically more easily 
available”.  
 
 
 
 
 
 
 
 
 
 
Thus, an online social network allows 
individuals to gain the best of both worlds – find 
more job leads using weak-ties, and convert 
those leads to interviews and offers with help 
from their strong-ties. 
 
Online social networks further enhance the value 
of social capital by allowing individuals to stay 
connected with their acquaintances, colleagues, 
peers, alma mater, neighbors, friends, family and 
more. We observed that the average number of 
social connections per individual is 135 on 
Facebook and 146 on LinkedIn. However, the 
composition of strong and weak-ties on the two 
social networks is different.  On average, 
individuals have 48 strong-ties on Facebook and 
only 15 strong-ties on LinkedIn. Thus, per 
Granovetter’s argument, the 131 weak-ties (146 
total ties less 15 strong-ties) on LinkedIn should 
help an individual find potential job leads, while 
per Krackhardt’s argument, the 48 strong-ties on 
Facebook or 15 strong-ties on LinkedIn should 
be able to provide references and internal 
recommendations to convert those leads to 
interviews and more. 

SOCIAL TIES : 
Strong  

vs.  
Weak 

We found that on-line social networks are most 
valuable in converting a job search effort into job 
leads. Since LinkedIn has a significant share of 
professional ties, a 1% additional search effort 
on LinkedIn would increase the share of leads 
from LinkedIn by 1.22%. In other words, if an 
individual spends 5 hours per week (out of a 
total of 20 hours) on LinkedIn for job search and 
has received 4 job leads from that activity, then 
an additional job lead can be gained by spending 
an extra 12 minutes on LinkedIn. 
 
Statistically speaking, we found each additional 
weak-tie helps an individual gain 0.25% 
additional job leads. Each additional strong-tie 
helps that individual gain 2.5% of additional 
interviews. Similar trend was observed for job 
offers – each strong-tie helped in generating an 
additional 2.8% job offers. 
 
We also found that each additional year of 
working experience opens more opportunities 
and increases the total number of job leads 
received by about 10%. But surprisingly, this  
 
 
 
 
 
 
 
 
 
additional experience may reduce the average 
number of interviews received by 3% and reduce 
the average number of offers received by 2%. 
This suggests that more experienced individuals 
tend to have more opportunities available to 
them but are perceived as over-qualified for 
some of these opportunities.  
 
We saw a similar trend for married job seekers. 
Married individuals found 10% more job leads 
compared to their un-married counterparts, but 
received 65% fewer interview calls. Still, the big 
difference was in the job offers, which were 
higher for married individuals by 130%. We 
believe that the lower number of interview calls 
for married job seekers could be attributed to the 
perceived lower flexibility for travel or moving. 
The higher rate of job offers could be attributed 
to the perceived greater stability, loyalty and 
commitment towards a company. 
 
Education had a mixed and non-consistent effect 
on job outcomes. We observed a negative trend 
in the number of job leads and a positive trend in 
the number of job interview calls with higher 
education. 
 

“ONE additional weak-tie on 
LinkedIn.com increases the total 
job leads received by 0.25% & 
ONE additional strong-tie on 
LinkedIn.com increases the total 
interviews received by 2.5%” 
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“It's Your Career - So Manage It 
Like The Business It Is!” – 
David Bowman 

One’s race probably had the most confounding 
effect on the job outcomes, as none of the races 
(White, Black, Hispanic, or Asian) demonstrated 
any significant or consistent impact on job 
outcome.  
 
When comparing the number of job leads 
received from various job search methods, we 
found that for an average individual the returns 
for time invested is highest for online social 
networks when compared to other job search 
methods (like close friends and family, internet, 
agencies, or print media). But the agencies (like 
job placement agencies, state agencies, alumni 
relations, etc) had the highest conversion rate of 
those job leads to job interviews.  
 
Since internet is the winner in providing the 
largest share of job leads and interviews because 
of the abundance of information there, we 
recommend developing a job search strategy 
around Internet and online social/professional 
networks to extract the maximum benefits. Close 
friends and family and agencies will always have 
a significant, yet limited, role on the job search 
process. Print media is declining in its ability to 
provide substantial returns for the effort 
invested. 
 
Thus our study concludes that online 
professional networks - as developed on 
LinkedIn - do help in the job search process 
(although the results may vary for each 

individual). But, we believe that the following 
five step process should enhance the job 
outcome when using online social networks: 
 
1. Create a list of companies in which your 

connections are currently working or have 
worked in the recent past. 

2. Find any opening with those firms - on their 
corporate website, internet job boards (like 
monster.com), local newspaper websites, or 
by calling their human resources group. 

3. Send personal messages to your 
connections seeking advice and 
recommendations for job search. Also ask 
them about the information on the job 
positions you found in that company.  

4. If called for an interview, or given an offer, 
send your connection a thank you note and 
seek information on work culture at their 
organization. 

5. To gain more connections, join a special 
interest group or your alumni group and 
start some discussions with your peers. Do 
not send a message asking for a job – wait 
for a few email exchanges and then ask. 
You need to build trust and reputation. 

 
Think of job search as a game of chess, where 
your planned strategy will allow you to secure 
the new opportunity from your opponents (the 
employers and other job seekers). Play the Job 
Game to win! 


