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Abstract 

The present research explored the extent to which a LinkedIn profile can be used as predictor of 

personality. Two studies were conducted in which the level of consensus and the level of 

accuracy among raters, five psychology students, regarding profile owners’ scores on personality 

traits were attained. In the first study, the profile owners were students and raters were able to 

accurately predict profile owners’ scores on extraversion and core self-evaluation. In the second 

study profile owners were employees and raters were able to accurately predict profile owners’ 

scores on openness to experience, agreeableness, Machiavellianism, and extraversion. The 

studies show that the extent to which a LinkedIn profile can be used as predictor of personality 

depends on the extensiveness of the profile. It is found that an extensive LinkedIn profile can be 

used as pre-selection tool and recruiters should think about implementing this tool into their 

selection process to achieve efficiency gains in the process. 

Keywords: LinkedIn, profiles, impressions, personality, consensus, accuracy, selection  

  



LinkedIn profiles and personality 3 
 

 

Relying on LinkedIn Profiles for Personality Impressions 

Over the past years, organizations use social media (e.g. Facebook and Twitter) more and 

more in their competitive strategies. Therefore, social media evolved to live up to the demands of 

organizations and in 2002 LinkedIn, a business-oriented Online Social Networking (OSN) site, 

emerged. Ten years later, LinkedIn operates the world’s largest professional network on the 

Internet with 161 million members in over 200 countries and territories (http://press.linkedin. 

com/about).           

 Anyone with an e-mail address can create a personal page, which consists of a profile that 

summarizes the professional expertise and accomplishments of that person. Organizations can 

use LinkedIn for a number of reasons, for example for networking activities, for advertisement, 

but even more important in the context of this research, for recruiting activities. According to the 

website, LinkedIn was used for nearly 4.2 billion professionally-oriented searches in 2011 and is 

on pace to surpass 5.3 billion in 2012. Furthermore, as of March 2012, hundreds of thousands of 

job applications have been submitted using Apply With LinkedIn (http://press.linkedin. 

com/about).          

 Consistent with these developments, recruiters are now using LinkedIn increasingly often 

as an important new tool to pre-select applicants. Pre-selecting applicants is necessary to reduce 

the volume of initial applications to a manageable number (Keenan, 1987). By means of pre-

selecting applicants, organizations hope to be more efficient by not investing time and money in 

applicants who are not suitable as job candidates. In a study by Keenan (1987), 30 per cent of the 

sample (a wide diversity of organizations in both the private and the public sector providing a 

variety of products and services) rejected less than one in three applicants by pre-selection and 

15 per cent of organizations rejected more than seven out of every ten applicants. So, pre-
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selection can be of vital importance in the selection process and, if conducted inadequately, it 

can result in an ineffective selection system (Keenan, 1987).    

 Now, what determines whether the pre-selection is conducted adequately and thus 

whether the selection system is more effective? The manner by which recruiters use LinkedIn 

profiles for pre-selection is by searching for elements in the profile that the recruiter can use to 

form an impression of that applicant. In view of that, we were in this research particularly 

interested in the quality of the impression of personality based on a LinkedIn profile. Therefore, 

the research question of this research is: To what extent can a LinkedIn profile be used as 

predictor of personality?        

 Researchers on personality impressions based on OSN sites (e.g. Back, Stopfer, Vazire, 

Gaddis, Schmukle, Egloff, & Gosling, 2010; Gosling, Augustine, Vazire, Holtzman, & Gaddis, 

2011; Gosling, Gaddis, & Vazire, 2007; Vazire & Gosling, 2004) studied informal OSN sites 

like Facebook. They found that raters generally agreed about profile owners’ personalities and 

found particularly strong consensus for extraversion. Moreover, raters were generally accurate in 

their assessments of profile owners’ personalities, with the exception of emotional stability. 

 However, we think that personality impression based on a business-oriented OSN site is, 

nevertheless, contextually different from personality impression based on an informal OSN site. 

Personality impression based on a LinkedIn profile by recruiters serves to predict future aspects 

of organizational behavior for an applicant, whereas personality impression based on informal 

OSN sites serves to socially get to know others and become acquainted (Gosling et al., 2007).  

 The advantage of using LinkedIn for recruiting activities over informal OSN sites is that 

it is more context specific, professional expertise and accomplishments of a profile owner are the 

primary information on these sites. Another advantage is that information on LinkedIn is more 
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publicly accessible. The information on someone’s profile can be viewed by all the people who 

are interested in the profile, this is different from informal OSN sites on which information can 

only be viewed by friends.        

 Although this more specific context and public accessibility make it on the one hand 

easier for recruiters to make predictions for future aspects of organizational behavior; profile 

owners know, on the other hand, that recruiters look at their personal information. For this reason, 

profile owners want to appear competent and are perhaps more likely to put socially desirable 

information on their personal profiles.  This disadvantage of using LinkedIn for recruiting 

activities can also result in different findings for personality impression based on informal and 

formal OSN sites.           

 To study whether the differences in personality impression based on informal and formal 

OSN sites end up in different results, the quality of a LinkedIn profile as predictor of personality 

is studied by assessing the level of consensus and the level of accuracy among raters regarding 

profile owners’ scores on multiple personality traits. This is done in two different studies, one 

conducted among students and the other conducted among employees.   

 This research is conducted mainly because the quality of personality impression based on 

a LinkedIn profile has not been researched yet and, considering the widespread use of LinkedIn 

for recruiting activities, this is a serious gap in literature. Furthermore, for organizations, this 

quality is very important. When the organization already discovers, based on a LinkedIn profile, 

that an applicant is not a suitable job candidate, then costly personality inventories or interviews 

to gain insight in the competencies and behavior patterns of that candidate are no longer 

necessary. This makes the selection process more efficient and more suitable applicants are 

selected for assessments or interviews. However, when the personality impression based on a 
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LinkedIn profile is not adequate, then these benefits of LinkedIn profiles as pre-selection tool are 

absent. In an even worse scenario, using LinkedIn profiles as pre-selection tool can harm the 

effectiveness of an organization, when for example high potentials are overlooked. 

 The two variables that determine whether a LinkedIn profile can be used as predictor of 

personality, level of consensus and level of accuracy, are further explained in the next section. 

Thereafter, the personality traits that were, in our view, relevant to look for in LinkedIn profiles 

for recruiters and thus for this research, are given and it is explained why these are relevant. 

Then, the studies that were conducted in this research are clarified. Next, the methods of data 

collection and data analysis are described. Afterwards, the results of data analysis are given. 

Finally, a discussion of the results of this research is provided.     

Consensus and accuracy 

According to previous literature on personality impressions based on informal OSN sites 

(e.g. Gosling et al., 2007; Vazire & Gosling, 2004), the extent to which a personal website can be 

used as predictor of personality depends on two variables. The first variable, level of consensus, 

is defined as the degree to which raters form similar impressions of a profile owner’s personality 

based on a LinkedIn profile. A high consensus level means that the LinkedIn profile provides a 

coherent and interpretable message (Vazire & Gosling, 2004). It is valuable for recruiters to 

research whether LinkedIn profiles provide a coherent, interpretable message, because this 

determines whether a LinkedIn profile can be used as pre-selection tool. Therefore, the first 

purpose of this research is to study the degree to which raters form similar impressions of a 

profile owner’s personality based on a LinkedIn profile.      

 The second variable, level of accuracy, is defined as the degree to which the perceived 

personality matches the actual personality of a profile owner. A high accuracy level means that 



LinkedIn profiles and personality 7 
 

 

raters can correctly identify what profile owners are like. The actual personality is the real 

personality of a profile owner and is in this research measured by personality inventories. Kenny 

(1994) stated that in an ideal world, behavioral measures of personality are the best criterion for 

accuracy, however he also acknowledged that obtaining behavioral measures is very impractical. 

Therefore, in this research is chosen for personality inventories because self-reports are the best 

practical alternatives (Vazire & Gosling, 2004). The perceived personality is the attribution of 

certain personality traits to a profile owner based on a LinkedIn profile.    

 The level of accuracy is important for recruiters to avoid detrimental effects for the 

organization in the long run. For example, when an organization does not proceed with a 

selection procedure owing to a misinterpretation of the personality of the applicant, this can 

cause the overlooking of high potentials. Moreover, when an organization proceeds with a 

selection procedure, but the applicant actually does not fit in the organization, this causes 

avoidable costs for the organization. In other words, when level of accuracy among recruiters 

regarding profile owner’s personality is high, the selection process will be more effective. So, the 

second purpose of this research is to study the degree to which raters form accurate impressions 

of a profile owner’s personality based on a LinkedIn profile.    

 Since the type of personality traits that recruiters look for in LinkedIn profiles is also 

important in assessing the quality of a LinkedIn profile, in the next section the relevant 

personality traits to look for in a LinkedIn profile to predict personality are further elaborated.  

Relevant personality traits 

As stated in the introduction, the advantage of using LinkedIn for recruiting activities 

over informal OSN sites is that it is more context specific, professional expertise and 

accomplishments of a profile owner are the primary information on these sites. However, the 
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disadvantage is that profile owners know that recruiters look at their personal information. For 

this reason, profile owners want to appear competent and are perhaps more likely to put socially 

desirable information on their personal profiles.      

 This makes the ambiguity of traits for different contexts or jobs a relevant aspect of 

useful traits for assessing the quality of a LinkedIn profile, because this will cause less social 

desirability in the profiles of applicants. In one situation scoring high on these traits is desirable, 

but in another it is not. Therefore, relevant personality traits that predict aspects of organizational 

behavior, but which themselves are ideally not seen as strongly positive or negative, were 

included in this research.         

 Personality traits have been found to predict various aspects of organizational behavior 

(e.g. Barrick & Mount, 1991; Erdheim, Wang, & Zickar, 2006; Hogan & Holland, 2003; Judge, 

Heller, & Mount, 2002; Ozer & Benet-Martinez, 2005). If the impressions of relevant personality 

traits based on a LinkedIn profile turn out to be high in level of consensus and high in level of 

accuracy, this can help a recruiter select the right person for the right job. Recruiters can do this 

by deciding which aspects of organizational behavior they value for a particular job and then 

select the applicant who scores high or low on a certain trait that is relevant for the specific 

aspect of organizational behavior.          

 In the next part of this section, personality traits that predict various aspects of 

organizational behavior are cited and positive and negative outcomes for organizations of scoring 

high or low on each personality trait are mentioned. In our view, these personality traits are the 

dimensions of the Big Five, core self-evaluation, Machiavellianism, and self-monitoring. Below, 

these traits are elaborated and it is clarified why these are relevant for recruiters to predict 

aspects of organizational behavior.       
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Big Five 

 The first personality traits discussed are the dimensions of the Big Five (McCrae and 

Costa, 1985). The Big Five are chosen for this research because Gosling and colleagues (2007) 

and Vazire and Gosling (2004) discovered that this framework is useful for basing personality 

impressions on when looking at informal OSN sites. Furthermore, all dimensions of the Big Five 

have valuable positive and negative outcomes for organizations.     

 Conscientiousness. The first dimension of the Big Five is conscientiousness, this includes 

organization, persistence, scrupulousness, and need for achievement (McCrae & Costa, 1995). 

Highly conscientious people develop more job knowledge, exert greater effort, and have better 

performance. They also tend to be more involved in organizational citizenship behavior (Schmidt 

& Hunter, 1998). However, they can also become perfectionists and are in this way less efficient 

and more vulnerable for developing burn out symptoms (Zellars, Perrewé, & Hochwarter, 2000). 

  Whether individuals high in conscientiousness are better employees than individuals low 

in conscientiousness depends on the type of job and which aspects of organizational behavior are 

valued for a particular job. People high in conscientiousness perform generally better than people 

low in conscientiousness. However, people low in conscientiousness can outperform individuals 

high in conscientiousness on stressful tasks and on tasks for which it is difficult to maintain an 

overview.          

 Emotional stability. The second dimension of the Big Five is emotional stability, this 

includes the extent to which a person is calm and stable (McCrae & Costa, 1995). It is related to 

job satisfaction, but not to job performance. This might be true because some aspects of negative 

emotional stability, or in other words neuroticism, such as nervousness, actually help job 

performance (Judge, Van Vianen, & De Pater, 2004).     
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 People who score high on emotional stability are generally better than people who score 

low on emotional stability in jobs in which interests are high, for example for surgeons. However, 

people low in emotional stability can outperform individuals high in emotional stability because 

their worrying assists in the planning and regulation of behavior, but cognitive ability plays an 

important moderating role in this relationship (Perkins & Corr, 2005). In other words, according 

to Perkins and Corr (2005), worrying correlates positively with managerial performance, but 

only amongst managers high on cognitive ability.       

 Extraversion. The third dimension of the framework is extraversion. This includes 

sociability, activity, dominance, and the tendency to experience positive emotions (McCrae & 

Costa, 1995). According to Spirling and Persaud (2003), extraverts tend to be happier in their 

jobs than introverts and have good social skills, they outperform introverts in managerial and 

sales positions, but they also appear to be more impulsive (are more likely to be absent from 

work and engage in risky behavior).       

 Whether extraverts are better employees than introverts depends again on the type of job. 

Extraverts perform better in social jobs like social worker. However, introverts can outperform 

extraverts in jobs like firefighter, where impulsiveness and risky behavior can result in disasters. 

So, positive and negative outcomes can be the result of selecting extraverts or introverts.  

 Openness to experience. The fourth dimension of the Big Five is openness to experience, 

this is seen in imaginativeness, aesthetic sensitivity, depth of feeling, curiosity, and need for 

variety (McCrae & Costa, 1995). People who score high on openness to experience are better 

performers in creative tasks and put a lot of emphasis on personal growth and training. However, 

they feel both good feelings, like satisfaction, and bad, like emotional exhaustion, more deeply 

(Barrick & Mount, 1991; DeNeve & Cooper, 1998; Feist, 1998).     
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 Whether people who score high on openness to experience are better employees than 

individuals who score low on openness to experience depends on the type of job and which 

aspects of organizational behavior are valued for a particular job. People high in openness to 

experience generally perform better in creative jobs, like photographer or musician, but they 

perform worse in jobs with strict schemes and no, or little, variety.     

 Agreeableness. The last dimension of the framework is agreeableness. This covers 

sympathy, trust, cooperation, and altruism (McCrae & Costa, 1995). Agreeable people are good 

in social settings, but do not tend to question other people’s motives and ideas and do not tend to 

be critical (Laursen, Pulkkinen, & Adams, 2002).      

 People who score high on agreeableness generally outperform people who score low on 

agreeableness in jobs in which teamwork and communication is very important. Employees that 

score low on agreeableness are generally better performers in jobs that involve important 

decision making. In history, a lot of examples can be found in which no individual in a decision 

making process spoke up and in this way group think occurred, which in the end resulted in 

ineffective decision making (Janis, 1972).     

Other relevant personality traits 

 Besides the Big Five other personality traits relevant for predicting aspects of 

organizational behavior are, in our view, core self-evaluation, Machiavellianism, and self-

monitoring. In the next paragraphs, relevance of the personality traits for predicting aspects of 

organizational behavior and positive and negative outcomes for organizations of scoring high on 

each of the personality traits are described.       

 Core self-evaluation. First, core self-evaluation is the degree to which people like or 

dislike themselves, whether they see themselves as capable and effective, and whether they feel 
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they are in control of their environment (Judge et al., 2004). Core self-evaluation is believed to 

be the most useful personality trait, along with conscientiousness, in the prediction of human 

performance (Judge et al., 2004). Since human performance is one of the most important aspects 

of organizational behavior and core self-evaluation predicts human performance, core self-

evaluation is included in this research. According to Judge and colleagues (2004), an individual’s 

core self-evaluation is determined by two main elements. First, self-esteem: individuals’ degree 

of liking or disliking themselves and the degree to which they think they are worthy or unworthy 

as a person. Second, locus of control: the degree to which people believe that they are masters of 

their own fate.           

 People with positive core self-evaluations have higher job satisfaction and also perceive 

themselves as having control over their jobs and attribute positive outcomes to their own actions. 

They perform better because they set ambitious goals, are more committed to their goals, and 

persist longer in striving to reach these goals than people with negative core self-evaluations 

(Judge, Bono, & Locke, 2000).  However, according to Robbins and Judge (2007), an inflated 

view of oneself can be bad when this leads to bad decisions due to overconfidence. 

 Whether individuals with positive core self-evaluations are better employees than 

individuals with negative core self-evaluations depends on the type of job. People with positive 

core self-evaluations are generally better performers than people with negative core self-

evaluations. However, people with negative core self-evaluations can be better in decision 

making tasks.         

 Machiavellianism. Second, Machiavellianism is the degree to which an individual is 

pragmatic, emotionally distant, and believes that ends justify the means (Christie & Geis, 1970). 

Machiavellianism is included in this research because it is a valid predictor of outcomes as job 
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satisfaction and task performance (Vleeming, 1979). Job satisfaction and task performance are 

some of the most researched aspects of organizational behavior and valuable predictors of 

effective organizations (e.g. Brooke, Russell, & Price, 1988). These are important aspects of 

organizational behavior for recruiters to keep in mind during a selection procedure. 

 Moreover, Machiavellianism scores are associated with aspects of narcissism which 

indicate maladjustment (McHoskey, 1995). Narcissism is the tendency to be arrogant, have a 

grandiose sense of self-importance, require excessive admiration, and have a sense of entitlement 

(Brown & Zeigler-Hall, 2004). According to Robbins and Judge (2007) people who score high 

on narcissism are less effective in their jobs while they think they are more effective. So, 

Machiavellianism is an important personality trait for recruiters to keep in mind when selecting 

an employee.            

 People high in Machiavellianism are manipulative, win more often, and persuade more 

than they are persuaded (Christie & Geis, 1970). Whether individuals high in Machiavellianism 

are better employees than individuals low in Machiavellianism depends on the type of job and 

whether you consider ethical implications in evaluating performance (Christie & Geis, 1970). 

People high in Machiavellianism are, for example, better in negotiating tasks but worse in social 

work (Christie & Geis, 1970; Vleeming, 1979).         

 Self-monitoring. Third, self-monitoring is the ability to adjust behavior to meet external, 

situational factors (Snyder, 1974). Day, Schleicher, Unckless, and Hiller (2002) discovered that 

self-monitoring is related to important job attitudes like organizational commitment. 

Organizational commitment is a state in which an employee identifies with a particular 

organization and its goals and wishes to maintain membership in the organization (Blau, 1986). 

Organizational commitment is a predictor of turnover and absenteeism (Somers, 1995). Since 
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turnover and absenteeism are expensive for an organization, these are essential aspects of 

organizational behavior that recruiters want to predict. This suggests that recruiters want to look 

at an applicant’s score on self-monitoring when selecting an applicant.   

 As stated before, self-monitoring is related to organizational commitment. High self-

monitors are less committed to their organizations (Day et al., 2002). However, high self-

monitors conform more and are also more likely to become leaders, they tend to be more mobile 

in their careers, receive more promotions, and are more likely to occupy central positions in an 

organization (Kilduff & Day, 1994; Mehra, Kilduff, & Brass, 2001).   

 Whether individuals high in self-monitoring are better employees than individuals low in 

self-monitoring depends again on the type of job and also on the trends in the labor market. 

People high in self-monitoring are, for example, better for managerial positions, but not in 

turbulent times with a lot of turnover. Thus, again, there are positive as well as negative 

outcomes for organizations when they select applicants who score high on this personality trait.  

 In conclusion, in this section an overview is provided of the relevant personality traits for 

recruiters to look for in a LinkedIn profile to select employees. All personality traits can have 

positive as well as negative outcomes for organizations when they select applicants who score 

high or low on the specific traits. These personality traits are used in this research when 

assessing the quality of a LinkedIn profile as predictor of personality. In the next section the 

studies conducted in this research are clarified. 

Current studies 

Now it is clear which personality traits are important for recruiters to concentrate on, the 

studies that were conducted in this research can be clarified. In the current research is examined 

to what extent a LinkedIn profile can be used as predictor of that profile owner’s personality. 
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Two studies were conducted to attain the level of consensus and the level of accuracy among the 

raters regarding profile owners’ scores on the multiple personality traits. In these two studies, 

different raters were used, but in both studies they were psychology students. Furthermore, in the 

first study the profile owners were students, but in the second study the profile owners were 

employees.           

 The most important reason for this distinction between students and employees as profile 

owners is that in our opinion students and employees use their profile for different purposes and 

also have different LinkedIn profiles. That is, students are possibly not that active in formal OSN 

sites because they do not have a job yet for which they have to maintain a professional network. 

Besides, they do not have a lot of relevant information to put on their profile because they 

probably lack a lot of job experience. The result of this can be that the LinkedIn profiles of 

students are concise and only the minimum required information about the student can be found 

in the profile.            

 Employees, on the other hand, use their LinkedIn profile for networking activities and 

already have more relevant information from job experiences to put on their profile. This results 

in a more extensive profile. More extensive profiles enable raters to base their impression of 

personality on more information, and this will probably lead to a higher quality of LinkedIn as 

predictor of personality. So, the quality of LinkedIn as a predictor of personality is expected to 

be higher for employees than for students.     

Study 1 

Procedure            

 In this study, the profile owners were 62 students (35 women and 27 men, mean age 

23.11 years) at Tilburg University. They were recruited by means of dispersing flyers at the 
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campus, mailings, and putting invitations in social media (Facebook, Twitter, and LinkedIn). 

Profile owners were asked to join a LinkedIn group developed for this study; they were told that 

they participated in a study on personality traits. As soon as they entered the LinkedIn group, a 

print of their profile was made so that any changes in the profile after joining the group would 

not influence the raters.          

 Then, the profile owners were asked to fill out multiple personality questionnaires and 

they were told that when they did this, they granted permission to use the profiles and answers on 

the questionnaires for this study. These questionnaires were inquired by one survey (Appendix 

A). They were told that in order to give them valuable feedback on their personality scores it is 

important for them to fill out the survey truthfully. As compensation, they received individual 

feedback on their personality scores.        

 In the next stage of this study, five psychology students (3 women and 2 men, mean age 

23.40 years) independently rated all 62 profile owners based solely on the profile owners’ 

LinkedIn profiles. The LinkedIn profiles were de-identified in name, but a profile picture was 

still visible. Raters were asked to take a look at the LinkedIn profiles and rate without time 

restrictions how well each personality trait described the profile owner by the use of a slider 

scale. In Appendix B, the survey the raters filled out for each profile can be found. Raters were 

asked to identify any targets with whom they were acquainted but this was not the case for any of 

the raters in this study. In order to reduce the risk of order effects, systematic variation is applied 

to the order in which the raters viewed the profiles. To counter the effects of fatigue, raters were 

told not to continue rating when they experienced symptoms of exhaustion. As compensation, 

the raters received course credits.        

Instruments 



LinkedIn profiles and personality 17 
 

 

 Actual personality. Actual personality of profile owners is the real personality of a profile 

owner and this is measured by multiple personality questionnaires in one survey. As already 

mentioned, behavioral measures of personality are the best criterion for accuracy, but these are 

impractical. Therefore, in this research is chosen for personality inventories.   

 First, profile owners were asked to fill out the Ten Item Personality Inventory (TIPI; 

Gosling, Rentfrow, & Swann, 2003), which measures the Big Five personality dimensions with 

two seven point Likert-type scale items tapping each dimension. The TIPI has shown high levels 

of convergence with the commonly used Big Five Inventory, so is a good, shorter, alternative 

(Gosling et al., 2011). The TIPI can be found in Appendix C.    

 Moreover, profile owners were asked to fill out the Core Self-Evaluations Scale (CSES; 

Judge, Erez, Bono, & Thoresen, 2003), a valid test to directly measure core self-evaluation, 

consisting of twelve five-point Likert scale items (Appendix D).      

 Third, profile owners were asked to fill out the Machiavellianism Scale (MACH-IV; 

Christie and Geis, 1970), a valid test to evaluate Machiavellianism, consisting of twenty seven-

point Likert scale items (Appendix E).         

 Finally, profile owners were asked to fill out the Self-Monitoring Scale (SMS; Snyder & 

Gangestad, 1986), an eighteen-item seven-point Likert-type scale measure assessing individuals’ 

sensitivity to the expressive behaviors of others and ability to modify self-presentation 

(Appendix F).            

 Perceived personality. Perceived personality of profile owners is the attribution of certain 

personality traits to a profile owner based on a LinkedIn profile. Raters were asked to take a look 

at LinkedIn profiles. Then, they were asked to rate without time restrictions how well each 

personality trait describes the profile owner by the use of a slider scale for each personality trait. 
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Detailed descriptions of every personality trait were given in order to make sure that all raters 

know exactly what each personality trait means. These descriptions can be found in Appendix B. 

Analyses            

 Level of consensus. The level of consensus is the degree to which raters form similar 

impressions of a profile owner’s personality based on a LinkedIn profile. In this study it is 

measured by the degree to which independent raters show agreement in their personality 

impressions, so inter-rater reliability. Inter-rater reliability is determined by using reliability 

analysis, using Cronbach’s alpha.          

 Level of accuracy. The level of accuracy is the degree to which the perceived personality 

matches the actual personality of a person. Level of accuracy is determined by using Pearson 

product-moment correlation coefficient.         

Results 

 See table 1 for a complete overview of the results of this study. First, to measure the level 

of consensus among raters, inter-rater reliability is determined by using Cronbach’s alpha. 

According to the classification scheme by George and Mallery (2003), the highest inter-rater 

reliability is found for core self-evaluation, extraversion, and Machiavellianism. Then, the inter-

rater reliability of openness to experience, conscientiousness, and emotional stability can be 

classified as questionable. Finally, the lowest inter-rater reliability is found for agreeableness and 

self-monitoring.           

 Even though the level of consensus among raters is questionable for openness to 

experience, conscientiousness, and emotional stability and low for agreeableness and self-

monitoring, these personality traits were still included for the remainder of the analyses for the 

completeness of this study. However, a lower level of consensus makes it harder to find a high 
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level of accuracy, since the perceived personality differs a lot for the different raters. So, not all 

raters can have the same accurate perception of personality.     

 The next step was to determine the average scores of the ratings on each personality trait 

for each profile. Thereafter, the relationship between these average scores and the scores 

retrieved from the personality questionnaires is investigated using Pearson product-moment 

correlation coefficient. This correlation coefficient tells how accurate the raters were in rating the 

profile owners’ scores on the personality traits. In this study, significant correlation coefficients 

were found for extraversion and core self-evaluation. So, the level of accuracy among raters 

regarding profile owners’ scores on extraversion and core self-evaluation was high.  

 Last of all, the relationship between the individual ratings of every rater and the scores 

retrieved from the personality questionnaires is also investigated using Pearson product-moment 

correlation coefficient. The reason for this was to check whether some raters were particularly 

accurate or on the other hand particularly inaccurate. The level of accuracy of rater 1 and rater 3 

was higher than for the other raters because their ratings showed the only significant correlations 

with the real personality scores. Especially rater 1 was highly accurate, because the scores of 

rater 1 were highly correlated with the real personality scores for extraversion and self-

monitoring.   

Discussion            

 In this study, the level of consensus among raters regarding profile owners’ scores on 

core self-evaluation, extraversion, and Machiavellianism was high. Moreover, only the level of 

accuracy among raters regarding profile owners’ scores on extraversion and core self-evaluation 

was high. These results can be attributed to the fact that profile owners were students. That is, as 

stated before, the LinkedIn profiles of students are probably more concise and only the minimum 
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required information about the student can be found in the profile. Therefore, another study is 

performed in which the profile owners were employees, the results of this second study assist in 

answering the research question.   

Study 2 

Procedure           

 In this study, profile owners were 116 employees (61 women and 55 men, mean age 

36.81 years) at multiple companies. The remainder of the procedure for profile owners was alike 

study 1.           

 In the next stage of this study, five psychology students (3 women and 2 men, mean age 

18.80 years) independently rated all 116 profile owners based solely on the profile owners’ 

LinkedIn profiles. The remainder of the procedure for raters was again the same as in study 1. 

However, in this study, one rater was acquainted with one profile owner, so in this case the rater 

did not rate that profile. 

Instruments 

 See study 1. 

Analyses            

 See study 1. 

Results 

 See table 2 for a complete overview of the results of this study. In this study, the level of 

consensus among raters, inter-rater reliability, is again measured by using Cronbach’s alpha. 

First of all, the highest inter-rater reliability is found for Machiavellianism. Then, the inter-rater 

reliability of extraversion and agreeableness can be classified as questionable. Finally, the lowest 
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inter-rater reliability is found for openness to experience, emotional stability, core self-evaluation, 

conscientiousness, and self-monitoring.        

 Even though the level of consensus among raters is questionable for extraversion and 

agreeableness and low for openness to experience, emotional stability, core self-evaluation, 

conscientiousness, and self-monitoring, these personality traits are still included for the 

remainder of the analyses for the completeness of this study. However, as stated before, a lower 

level of consensus makes it harder to find a high level of accuracy, since the perceived 

personality differs a lot for the different raters. So, not all raters can have the same accurate 

perception of personality.         

 The next step was, like in study 1, to determine the average scores of the ratings on each 

personality trait for each profile. Thereafter, the relationship between these average scores and 

the scores retrieved from the personality questionnaires is also investigated using Pearson 

product-moment correlation coefficient. Significant correlation coefficients were found for 

openness to experience, agreeableness, Machiavellianism, and extraversion. So, the level of 

accuracy among raters regarding profile owners’ scores on openness to experience, 

agreeableness, Machiavellianism, and extraversion was high.     

 Last of all, the relationship between the individual ratings of every rater and the scores 

retrieved from the personality questionnaires is, like in study 1, investigated using Pearson 

product-moment correlation coefficient. The level of accuracy of all raters was high, because 

their scores all showed significant correlations with the real personality scores. However, the 

scores of rater 1 were only significantly correlated with the real personality scores for one 

personality trait, and the scores of the other raters were significantly correlated with multiple 

personality traits.                 
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Discussion            

 This study is designed to verify the results of study 1. However, the profile owners in this 

study were employees instead of students. In this study, the level of consensus among raters 

regarding profile owners’ scores on Machiavellianism was high. Moreover, the level of accuracy 

among raters regarding profile owners’ scores on openness to experience, agreeableness, 

Machiavellianism, and extraversion was high.        

 First of all, in contradiction to what we expected, lower inter-rater reliabilities were found 

in the second study. This means that the level of consensus among raters regarding profile 

owners’ scores on the personality traits was lower in the second study. Since we thought that the 

profiles of employees were more extensive than those of students, it is interesting to find a lower 

level of consensus.          

 Especially the level of consensus among raters regarding profile owners’ scores on core 

self-evaluation in this study compared to the level of consensus among raters regarding profile 

owners’ scores on core self-evaluation in the first study is interesting. In the first study the inter-

rater reliability for core self-evaluation was the highest inter-rater reliability found. Raters’ 

correlations with actual personality varied from .18 to .26, so they were all in the same range, 

and they predicted actual personality quite well. For the second study however, raters’ 

correlations with actual personality varied from -.06 to .20. Hence, these ratings were not in the 

same range and most found correlations for this trait were in fact negative.   

 A possible explanation for these findings can be that profiles of students were easier to 

rate because the raters were also students, so the raters were more familiar with the language and 

experiences of the profile owners. The profiles of employees probably contained more difficult, 

job/work field related words. Another possible cause can be that even though they were asked to 
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stop rating when they experienced symptoms of exhaustion, the raters could have been more 

tired in the second study. That is, the raters had to look at more profiles than the raters in the first 

study, which could have led to a lower consensus among raters regarding profile owners’ scores 

on the multiple personality traits.         

 However, the level of accuracy among raters regarding profile owners’ scores on the 

personality traits was, like we expected, higher in the second study. This is surprising because 

the perceived personality differed a lot for the different raters in the second study. In other words, 

the raters in the first study did form a more similar impression of a profile owner’s personality, 

but this impression was not that accurate, consequently, this did not lead to a higher level of 

accuracy. So, despite the lower level of consensus in the second study, raters were still more 

accurate regarding profile owners’ scores on the personality traits. This is an important finding 

and suggests that the quality of LinkedIn as a predictor of personality is indeed higher for 

employees, and thus for more extensive profiles.  

General discussion 

 The present research explored the extent to which a LinkedIn profile can be used as 

predictor of personality. The first purpose of this research was to study the degree to which raters 

form similar impressions of a profile owner’s personality based on a LinkedIn profile. Moreover, 

the second purpose of this research was to study the degree to which raters form accurate 

impressions of a profile owner’s personality based on a LinkedIn profile.   

 Therefore, the level of consensus and the level of accuracy among raters regarding profile 

owners’ scores on conscientiousness, emotional stability, extraversion, openness to experience, 

agreeableness, core self-evaluation, Machiavellianism, and self-monitoring were attained by two 

studies. In the first study, the profile owners were students. In the second study, the profile 
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owners were employees. It is expected that the level of consensus and the level of accuracy were 

higher in the second study because LinkedIn profiles of employees are more extensive.  

 The results of the two studies suggest that individuals are able to use observable profile 

information to form accurate impressions of at least some personality traits, although some traits 

are manifested more clearly than others. Since the level of accuracy among raters regarding 

profile owners’ scores on extraversion was in both studies high, this trait can best be predicted by 

looking at a LinkedIn profile. This finding is consistent with Vazire’s Self-Other Knowledge 

Asymmetry model (2010), which holds that observable traits like extraversion are easier to judge 

by others relative to unobservable traits like emotional stability. This finding can also be viewed 

within the framework of Funder’s Realistic Accuracy Model (Funder, 1995), which holds that 

accurate personality judgments require that a target emits cues that are relevant and available and 

these cues are detected and appropriately utilized by an observer. Apparently, for judgments of 

extraversion, enough elements of the Realistic Accuracy Model are satisfied. Or in other words, 

the information profile owners put on their LinkedIn profile is enough for raters to accurately 

predict extraversion.           

 Furthermore, conscientiousness, emotional stability, and self-monitoring were seemingly 

hard to predict because the level of accuracy for these traits was low in both studies. So, this is 

also consistent with Vazire’s Self-Other Knowledge Asymmetry model. Another reason for these 

findings can be that traits like conscientiousness, emotional stability, and self-monitoring are not 

that frequently discussed as a trait like extraversion and thus are also not part of everyday 

language and harder for raters to exactly understand (Furnham 1989). In view of the Realistic 

Accuracy Model, it can be stated that for judgments of conscientiousness, emotional stability, 

and self-monitoring, not enough elements of the Realistic Accuracy Model were satisfied. 
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Apparently raters cannot get enough information by looking at a LinkedIn profile to accurately 

predict the profile owner’s score on these traits.      

 Like we expected, the results of the two studies indicate that the quality of LinkedIn as a 

predictor of personality is indeed higher for employees. The level of accuracy among raters 

regarding profile owners’ scores on extraversion, openness to experience, agreeableness, and 

Machiavellianism was high in the second study, compared to a high level of accuracy for only 

extraversion and core self-evaluation in the first study. This suggests that the quality of LinkedIn 

as a predictor of personality is higher for more extensive profiles.      

 However, the level of consensus among raters regarding profile owners’ scores on the 

personality traits was in both studies not that high. In contradiction to what we expected, the 

inter-rater reliabilities in the second study were even lower than in the first study. Since we 

thought that the profiles of employees were more extensive than those of students, it is 

interesting to find a lower level of consensus among raters regarding employees’ scores on the 

personality traits. We can explain this finding by the fact that the raters in the first study did 

indeed form a more similar impression of a profile owner’s personality, but their impression was 

not that accurate, consequently, this did not lead to a higher level of accuracy.  In the second 

study, the profile owners did not all form a similar impression of a profile owner’s personality, 

but these different impressions were more accurate.       

 So, it is, maybe because of familiarity with language and experiences, on the one hand 

easier for student raters to form an impression of personality of students based on a LinkedIn 

profile. However, this impression is not that accurate because not enough information is 

available. On the other hand, maybe because of unfamiliarity with language and experiences, it is 

harder for student raters to form an impression of personality of employees based on a LinkedIn 
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profile. Though, more information is available, so this impression is more accurate.        

Practical implications 

 The results of this research suggest that an extensive LinkedIn profile can be used as a 

predictor of personality. Although it is already found that personality impressions can be based 

on informal OSN sites, this finding is particularly valuable for recruiters. The disadvantage of 

using LinkedIn for recruiting activities (the possibility of socially desirable information on 

personal profiles) does not seem to impede the impression of personality based on a LinkedIn 

profile. Therefore, it can be stated that LinkedIn is more useful as a pre-selection tool than 

informal OSN sites like Facebook, because LinkedIn profiles are more publicly accessible and 

more relevant information for recruiters can be found in these profiles.     

 Nevertheless, we are not suggesting that LinkedIn can be used as replacement of the 

personality inventory. It is a valuable tool to pre-select job candidates and thus increase the 

effectiveness of the selection process. Recruiters can decide which aspects of organizational 

behavior they value for a particular job and then select the applicant who scores high or low on a 

certain trait that is relevant for the specific aspect of organizational behavior. They can do this by 

looking at cues in the LinkedIn profile.         

 This relatively fast and low-cost manner of pre-selection can lead to efficiency gains in 

selection processes. When you look at, for example, openness to experience in the second study, 

r = .39, you can thus conclude that a recruiter can predict someone’s openness to experience 15 

per cent (R² = .15) better after looking at a LinkedIn profile than without looking at a LinkedIn 

profile. So, recruiters should think about implementing it into their selection process.  

 For organizations to make sure that the quality of a LinkedIn profile as predictor of 

personality is as high as possible, organizations should achieve the highest possible level of 
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consensus and the highest possible level of accuracy. Therefore, it is perhaps sensible to have 

multiple recruiters rating one profile, because then a higher level of consensus will be reached. 

Furthermore it is also important, or perhaps even more important, to train recruiters in the 

impression of personality based on a LinkedIn profile, because then the level of accuracy will be 

higher.            

Limitations           

 In this research, we have chosen for multiple personality traits. In our view, these 

personality traits were most relevant for recruiters to keep in mind when selecting employees. 

However, this does not mean that these personality traits are the only relevant personality traits. 

Since we did not ask recruiters which personality traits they find important in a selection 

procedure, there could have been other important personality traits we did not include in this 

research.            

 Another limitation of this research is that we did not research the extent to which the 

rater’s characteristics, like age, gender or personality, influenced the manner in which they rated 

the profile owners. It could have been the case that for example a rater who scored high on 

extraversion also rated the profile owners higher on extraversion, due to the phenomenon of 

"assumed similarity" (Cook, 1979). This phenomenon holds that one assumes that others are like 

oneself. This could also be true for age or gender.            

Future research          

 This study provides the first exploration of personality impressions based on LinkedIn, an 

increasingly often used OSN site. This study is different from previous studies since LinkedIn is 

a formal OSN site used for professional purposes and previous researchers only studied informal 

OSN sites. In this study is found that recruiters are able to use LinkedIn as pre-selection tool. 
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However, this is true for the personality traits included in this research. As stated before, there 

can be other relevant personality traits that recruiters look for during selection processes. So, a 

recommendation for future research is to investigate which personality traits recruiters find 

relevant during the selection process and then use these traits in future research.  

 Another important aspect researchers should keep in mind when conducting their 

research on personality impression based on OSN sites is the age, gender or personality of the 

raters. Future researchers should control for these characteristics in order to make sure that they 

do not influence the findings. By doing this, they can also investigate why some raters were more 

accurate in predicting personality than others.       

 Follow-up research could investigate whether recruiters are more accurate in the 

prediction of personality based on LinkedIn profiles than the student raters in this study. Then, 

the level of consensus will perhaps also be higher because the problems with unfamiliarity with 

language and experiences are no longer present.      

 Furthermore, it is interesting to research what characteristics of LinkedIn profiles raters 

use to base their impression of personality on. In this way, it will hopefully also be more obvious 

why some traits are easier to predict than others.      

 The last recommendation is to use more raters when conducting a research on personality 

impressions based on OSN sites. In this way, a higher level of consensus can be reached. 

Conclusion  

 The present research explored the extent to which a LinkedIn profile can be used as 

predictor of that profile owner’s personality. It is expected that more extensive profiles lead to a 

higher quality of LinkedIn as predictor of personality, since more extensive profiles enable raters 

to base their impression of personality on more information.    
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 It is found that the level of consensus among raters regarding profile owners’ scores on 

the personality traits was higher for students than for employees for most traits. However, the 

level of accuracy was still higher for employees, so raters were still more accurate in predicting 

personality based on an employee’s, more extensive, LinkedIn profile than on a student’s, more 

concise, LinkedIn profile.         

 So, the results of the two studies suggest that the extent to which a LinkedIn profile can 

be used as predictor of personality depends on the extensiveness of the profile. It is found that an 

extensive LinkedIn profile can be used as pre-selection tool and recruiters should think about 

implementing this tool into their selection process to achieve efficiency gains in the process. 
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Table 1 

Study 1: Level of Consensus among Raters Regarding Profile Owners’ Scores on Personality Traits (α), Level of Accuracy among 

Raters Regarding Profile Owners’ Scores on Personality Traits (r), and Level of Accuracy for One Single Rater Regarding Profile 

Owners’ Scores on Personality Traits (r1, r2, r3, r4, and r5)    

 Level of 

consensus 

 Level of accuracy  Level of accuracy for single rater 

α 

(N=62) 

 r 

(N=62) 

p 

(N=62) 

r 1 

(N=62) 

r 2 

(N=62) 

r 3 

(N=62) 

r 4 

(N=62) 

r 5 

(N=62) 

Conscientiousness .66  .21 .111  -.12 .20 .24 .19 .14 

Emotional stability .60  .18 .166  .19 -.11 .12 .23 .19 

Extraversion .74  .37 .003  .46** .17 .30* .13 .18 

Openness to experience 

Agreeableness 

Core self-evaluation 

Machiavellianism 

Self-monitoring 

.69 

.55 

.85 

.71 

.29 

 .13 

.14 

.28 

-.14 

.19 

.309 

.271 

.030 

.281 

.140 

 .05 

.10 

.26* 

-.17 

.42** 

.14 

.08 

.23 

-.08 

-.06 

.10 

.19 

.20 

-.09 

.10 

-.02 

.00 

.18 

-.21 

.06 

.16 

.01 

.22 

.12 

-.11 

Note: * p < .05 ** p < .01  
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Table 2 

Study 2: Level of Consensus among Raters Regarding Profile Owners’ Scores on Personality Traits (α), Level of Accuracy among 

Raters Regarding Profile Owners’ Scores on Personality Traits (r), and Level of Accuracy for One Single Rater Regarding Profile 

Owners’ Scores on Personality Traits (r1, r2, r3, r4, and r5)        

 Level of 

consensus 

 Level of accuracy  Level of accuracy for single rater 

α 

(N=115) 

 r 

(N=116) 

p 

(N=116) 

r 1 

(N=116) 

r 2 

(N=116) 

r 3 

(N=116) 

r 4 

(N=115) 

r 5 

(N=116) 

Conscientiousness .45  .06 .507  .01 .11 .13 -.01 -.09 

Emotional stability .57  -.05 .586  -.01 -.01 -.08 .02 -.08 

Extraversion .63  .24 .010  .14 .19* .13 .23* .07 

Openness to experience 

Agreeableness 

Core self-evaluation 

Machiavellianism 

Self-monitoring 

.59 

.62 

.54 

.70 

.42 

 .39 

.29 

.02 

.29 

.04 

.000 

.002 

.844 

.002 

.665 

 .29** 

.11 

-.03 

.10 

.02 

.14 

.30** 

-.06 

.28** 

.03 

.30** 

-.01 

.19* 

.11 

-.09 

.20* 

.26** 

-.01 

.14 

.06 

.25** 

.29** 

-.02 

.33** 

.11 

Note: * p < .05 ** p < .01 
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Appendix A 

Figure 1: survey for respondents  
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Appendix B 

Figure 2: Survey for raters 
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Appendix C 

Questionnaire 1: The Ten Item Personality Inventory (TIPI; Gosling, Rentfrow, & Swann, 2003) 

Here are a number of personality traits that may or may not apply to you. Please write a number 

next to each statement to indicate the extent to which you agree or disagree with that statement. 

You should rate the extent to which the pair of traits applies to you, even if one characteristic 

applies more strongly than the other. 

Disagree Disagree Disagree Neither Agree  Agree           Agree 

strongly moderately a little  agree nor a little  moderately    strongly 

      disagree 

1   2  3   4   5   6   7 

 

I see myself as: 

1. _____ Extraverted, enthusiastic. 

2. _____ Critical, quarrelsome. 

3. _____ Dependable, self-disciplined. 

4. _____ Anxious, easily upset. 

5. _____ Open to new experiences, complex. 

6. _____ Reserved, quiet. 

7. _____ Sympathetic, warm. 

8. _____ Disorganized, careless. 

9. _____ Calm, emotionally stable. 

10. _____ Conventional, uncreative. 

TIPI scale scoring (‘‘R’’ denotes reverse-scored items): Extraversion: 1, 6R; Agreeableness: 2R, 

7;Conscientiousness; 3, 8R; Emotional Stability: 4R, 9; Openness to Experiences: 5, 10R. 
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Appendix D 

Questionnaire 2: The Core Self-Evaluations Scale (CSES; Judge, Erez, Bono, & Thoresen, 2003) 

Instructions: Below are several statements about you with which you may agree or disagree. 

Using the response scale below, indicate your agreement or disagreement with each item by 

placing the appropriate number on the line preceding that item. 

Strongly Disagree  Disagree  Neutral  Agree   Strongly Agree 

1   2   3   4   5 

 

1.   ____ I am confident I get the success I deserve in life. 

2.   ____ Sometimes I feel depressed. (r) 

3.   ____ When I try, I generally succeed. 

4.   ____ Sometimes when I fail I feel worthless. (r) 

5.   ____ I complete tasks successfully. 

6.   ____ Sometimes, I do not feel in control of my work. (r) 

7.   ____ Overall, I am satisfied with myself. 

8.   ____ I am filled with doubts about my competence. (r) 

9.   ____ I determine what will happen in my life. 

10. ____ I do not feel in control of my success in my career. (r) 

11. ____ I am capable of coping with most of my problems. 

12. ____ There are times when things look pretty bleak and hopeless to me. (r) 

Note: r=reverse-scored.  



LinkedIn profiles and personality 50 
 

 

Appendix E 

Questionnaire 3: The Machiavellianism Scale (MACH-IV; Christie and Geis, 1970) 

Instructions: Below are several statements about you with which you may agree or disagree. 

Using the response scale below, indicate your agreement or disagreement with each item by 

placing the appropriate number on the line preceding that item. 

Disagree Disagree Disagree Neither Agree  Agree           Agree 

strongly moderately a little  agree nor a little  moderately    strongly 

      disagree 

1   2  3   4   5   6   7 

1.   ___Never tell anyone the real reason you did something unless it is useful to do so. 

2.   ___The best way to handle people is to tell them what they want to hear. 

3.   ___One should take action only when sure it is morally right. (r) 

4.   ___Most people are basically good and kind. (r) 

5.   ___It is safest to assume that all people have a vicious streak and it will come out 

when they are given a chance. 

6.   ___Honesty is the best policy in all cases. (r) 

7.   ___There is no excuse for lying to someone else. (r) 

8.   ___It is hard to get ahead without cutting corners here and there. 

9.   ___All in all, it is better to be humble and honest than important and dishonest. (r) 

10. ___When you ask someone to do something for you, it is best to give the real reasons 

for wanting it rather than giving reasons that carry more weight. (r) 

11. ___Most people who get ahead in the world lead clean, moral lives. (r) 
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12. ___Anyone who completely trusts anyone else is asking for trouble. 

13. ___The biggest difference between most criminals and other people is that criminals 

are stupid enough to get caught. 

14. ___Most men are brave. (r) 

15. ___It is wise to flatter important people. 

16. ___It is possible to be good in all respects. (r) 

17. ___Barnum was very wrong when he said that there’s a sucker born every minute. (r) 

18. ___Generally speaking, men won’t work hard unless they’re forced to do so. 

19. ___People suffering from incurable diseases should have the choice of being put 

painlessly to death. 

20. ___Most men forget more easily the death of their father than the loss of their 

property. 

Note: r=reverse-scored.  
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Appendix F 

Questionnaire 4: The Self-Monitoring Scale (SMS; Snyder & Gangestad, 1986)  

Instructions: Below are several statements about you with which you may agree or disagree. 

Indicate whether you think the statement is true or false by placing a t (true) or f (false) in front 

of the statement. 

1.   ___I find it hard to imitate the behavior of other people. (F) 

2.   ___At parties and social gatherings, I do not attempt to do or say things that others will like. 

 (F)  

3.   ___I can only argue for ideas which I already believe. (F) 

4.   ___I can make impromptu speeches even on topics about which I have almost no information. 

 (T) 

5.   ___I guess I put on a show to impress or entertain others. (T) 

6.   ___I would probably make a good actor. (T) 

7.   ___In a group of people I am rarely the center of attention. (F) 

8.   ___In different situations and with different people, I often act like very different persons. (T) 

9.   ___I am not particularly good at making other people like me. (F) 

10. ___I'm not always the person I appear to be. (T) 

11. ___I would not change my opinions (or the way I do things) in order to please someone or 

 win their favor. (F) 

12. ___I have considered being an entertainer. (T) 

13. ___I have never been good at games like charades or improvisational acting. (F) 

14. ___I have trouble changing my behavior to suit different people and different situations. (F) 
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15. ___At a party I let others keep the jokes and stories going. (F) 

16. ___I feel a bit awkward in public and do not show up quite as well as I should. (F) 

17. ___I can look anyone in the eye and tell a lie with a straight face (if for a right end). (T) 

18. ___I may deceive people by being friendly when I really dislike them. (T) 

Note: Keying is given by either T (true) or F (false) in parentheses following item. High self-

monitoring individuals tend to answer in the keyed direction; low self-monitoring individuals 

tend to answer in the alternative direction.  

 


