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Abstract

If a person is overqualified in the sense that an employee’s level of training exceeds the
job requirements, then some human capital lies idle and cannot be converted into
appropriate (monetary and non-monetary) returns. Migrants are particularly at risk of
being overqualified in their employment; however, this phenomenon cannot be fully
explained by differences in human capital or socio-economic characteristics. This paper
examines whether social capital plays a decisive role in migrants’ risk of
overqualification in Germany. Using data from the German IAB-SOEP Migration
Sample, we analyse the job search process of migrants to determine whether social
networks influence their risk of being employed below their acquired educational level.
We estimate logistic regression models and find that social capital influences the
adequacy of migrants’ jobs: We show that migrants are at a greater risk of
overqualification if they use only informal job search strategies such as relying on
friends or family members. Moreover, we find that homophilous migrant networks and
jobs in employment niches are risk factors for overqualification. We conclude that the
combination of informal job search modes and homophilous migrant networks leads to
a comparably high risk for migrants of being overqualified in their employment in the
German labour market.
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Introduction

A large body of empirical research has shown that migrants face difficulties when
attempting to integrate into their host countries’ labour markets. On the one hand, there
are general difficulties in gaining employment, which are particularly reflected in
migrants’ lower labour market participation and employment rates (Seibert, 2011;
Eurostat, 2011). On the other hand, migrants have smaller shares of qualified jobs in
high-status occupations (Constant & Massey, 2005; Granato & Kalter, 2001; Simoén
et al., 2008); thus, they tend to obtain lower wages relative to those of natives
(Aldashev et al., 2012). Another important aspect of (successful) labour market inte-
gration is an employee’s educational suitability for a job. If an employee’s level of
education and qualification exceeds the requirements of the job, then the employee is
overqualified for the job. Consequently, overqualification' implies that the human
capital acquired through the education system cannot be utilised in its entirety and
cannot be converted into appropriate (monetary or non-monetary) returns (Biichel,
2001; McGuinness, 2006; Pollmann-Schult & Biichel, 2002).2

National and international studies show that migrants are a high-risk group for
overqualified employment (Battu & Sloane, 2004; Joona et al., 2014; Kracke, 2016;
Piracha et al., 2012). The explanations for migrants’ conspicuous vulnerability to
overqualification discussed in the literature focus on the imperfect transferability of
human capital (Chiswick & Miller, 2009; Piracha & Vadean, 2013), pre-migration
overqualification (Kalfa & Piracha, 2013; Piracha et al., 2012) and discrimination
(Battu & Sloane, 2004; McGuinness & Byrne, 2015; McGuinness & Sloane, 2011;
Rafferty, 2012). However, the available literature cannot fully explain migrants’
disadvantages in occupational attainment based on differences in human capital,
socio-economic characteristics or discriminatory conduct.

From a sociological perspective, it has been repeatedly argued that social capital can
influence the transferability of human capital across national borders and human capital
investments in the host country (Borjas, 1990; Thomsen, 2010).3 For example, empir-
ical results have shown that migrants’ social networks influence their overall labour
force participation (Aguilera, 2002; Kalter & Kogan, 2014), their wages immediately
after migration and subsequent wage adjustments (Aguilera & Massey, 2003; Goel &
Lang, 2009; Romiti et al., 2015).

Nevertheless, empirical evidence regarding the relationship between social capital
and overqualification is scarce. In general, social capital has been shown to influence
the adequacy of employment; however, the prior findings are mixed and do not provide
a clear direction (regarding the positive impact of social capital on adequate employ-
ment, see Franzen and Hangartner (2005); regarding the negative impact, see Weiss
and Klein (2011)). In the case of migrants, associational involvement in the host

! Overqualification can be understood as a subcategory of underemployment. The concept of underemploy-
ment encompasses a number of concepts addressing jobs that are substandard in some way, including e.g.
payment and working hours (Maynard et al., 2006; McKee-Ryan & Harvey, 2011).

2 This paper focuses on overqualification; consequently, it adopts a vertical and educational perspective on
labour market (mis)match. Skills mismatch and horizontal adequacy, such as field of study, are not analysed.
* As an essential precondition for the transferability of human capital, human capital acquired abroad, in the
form of certificates and credentials, must be recognised by the official bodies of the host country (Chiswick &
Miller, 2009).

@ Springer



Social Capital and Its Effect on Labour Market (Mis)match:... 1575

country has been found to reduce the risk of overqualification (Griesshaber & Seibel,
2015); however, living in regions with high ethnic concentrations, which is associated
with co-ethnic social contact, has been shown to increase migrants’ risk of
overqualification (Kalfa & Piracha, 2015). A recent publication additionally shows
that migrants (migrating from Central Eastern to Western European countries) who
have found their jobs through social networks are more prone to overqualification
(Leschke & Weiss, 2020).

To date, however, the process of searching for a job4 has not been considered in
conjunction with migrants’ risk of overqualification for Germany. Therefore, whether
migrants’ networks have a direct influence on the adequacy of their jobs is concealed.
This study aims to address this deficit and contributes to the literature by answering the
following research questions for the German® context: Is social capital, activated during
the job search process, related to migrants’ particular risk of being overqualified in their
employment? Are migrants, who rely on social resources while searching for a job,
more likely to be overqualified for their job than those who use formal methods of job
search? Is there a link between overqualification and being employed in migrant
employment niches?

To the best of our knowledge, this study is the first to explicitly analyse for Germany
the role of migrants’ social network characteristics during the job search process and
whether and how they are linked to migrants’ job adequacy. This particular aspect must
be examined to determine the optimal types of job search strategies for migrants to
avoid overqualification and, thus, to receive appropriate returns on their educational
investments.

Impact of social capital on migrants’ overqualification

Overqualification exists if the qualifications and skills acquired in education and
training exceed the requirements of the occupation held in the labour market. Accord-
ingly, investments in education cannot be entirely utilised and converted into appro-
priate returns. The risk of being overqualified varies based on diverse determinants
such as gender, social background, and, as previously outlined, migration background
(Battu & Sloane, 2004; Erdsiek, 2016; Joona et al., 2014; Kracke, 2016). Therefore, the
consequences of overqualification are concentrated on certain social groups and (re-)-
produce social inequalities in societies. Consistent with the general consequences of
overqualification, the labour market performance of overqualified migrants is
characterised by wage penalties and a lower probability of job satisfaction (Kalfa &

4 Following Montgomery (1992), Mouw (2003) and Krug (2012), we consider the job search process instead
of how the job has been found. Focusing on job finding methods results in misleading outcomes concerning
the efficacy of the methods, especially when individuals have used different job search methods.

> As a country of immigration, Germany is characterised by two major migratory waves. The first occurred
between the mid-1950s and 1973, when Germany had a lack of qualified workers, leading to the recruitment
of workers from other countries (e.g. Italy, Turkey), so-called guest-workers. These guest-workers arrived
from economically weak areas, had little education and were mainly employed in occupations with low levels
of educational requirements. The second wave after 1990 was characterised by immigrants from Eastern
Europe, Africa and the Middle East, who had higher levels of human capital than the typical guest-workers
during the first wave (Kogan, 2011; Seifert, 2012). For a comprehensive overview of the policy framework for
asylum and migration in Germany, please see Schneider (2012).
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Piracha, 2013; McGuinness & Byrne, 2015). Additionally, some studies show more
pronounced negative impacts due to overqualification e.g. higher wage losses and
higher degrees of persistence, among migrants than among natives (Joona et al.,
2014; Nielsen, 2011).

Regarding the theoretical explanations for the phenomenon of overqualification in
general, various existing labour market theories are used in the sociological and
economic literature. However, a unified theory explaining how the phenomenon of
overqualification can be conceptualised is lacking. From different perspectives (indi-
vidual versus structural approaches or employee versus employer perspectives), at-
tempts have been made to theoretically grasp and explain the phenomenon. The
arguments that are mostly used include those based on human capital theory (Becker,
1962), the job competition model (Thurow, 1975), signal theory (Spence, 1973), and
search and matching theories (Jovanovic, 1979).° However, none of these theoretical
arguments can explain why migrants are particularly vulnerable to overqualification.
Explaining this phenomenon requires individualistic approaches with arguments related
to theories concerning social inequality, which extend beyond human capital factors
and socio-economic characteristics. As stated above, in the case of migration, it has
been shown that social capital can influence the transferability of human capital.

The social resources approach defines social capital as “the wealth, status, power,
as well as social ties of those persons who are directly or indirectly linked to the
individual” (Lin et al., 1981, p. 1163). Burt (2000) refers to the topic of social capital as
“a metaphor about advantage” because available relationships are social capital. If an
individual is connected to several social contacts, such as family members, friends or
colleagues, a social network is formed.

In meritocratic societies, social networks should not be relevant. However, Lin et al.
(1981) argue that social resources undermine Blau and Duncan’s (1967) hypothesis
regarding the “importance of education for occupational attainment” (de Graaf & Flap,
1988, p. 454) as the resources used during the job search process also affect the
occupational status attained. This claim is supported by the prior research showing
that the type of job search leads to different types of jobs and outcomes (Lin et al.,
1981; Weiss & Klein, 2011). Similarly, Granovetter (1973) notes that the utilisation of
social capital leads to shorter job searching periods and more information regarding job
fit or vacancies since social networks enable individuals to gain more job-relevant
information compared to their unconnected counterparts. Consequently, not only do
these information advantages help by providing information about job vacancies, but
they can also be used to ascertain whether a job is suitable in terms of particular
dimensions such as the formal qualifications level and wages (Granovetter, 1973;
Mouw, 2003). Thus, these advantageous informal job searches can be a way of
accessing positions based on an individual’s qualification level and thus may diminish
the risk of overqualification.

In the case of migrants, social contacts constitute an especially important tool that
can help them integrate into the host country’s labour market and thereby find jobs. For

© To date, not all of these theories have been empirically tested for their explanatory power regarding the
occurrence of the phenomenon of overqualification. Some can be confirmed for certain countries. For instance,
the structural view of the job competition model was verified for the German labour market Biichel (1998);
others, however, have no explanatory power or they do only in theoretical extensions.
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instance, it has been shown that migrants more frequently accept jobs found via
informal job search channels, such as friends or relatives, compared to those found
via formal channels such as employment agencies (Drever & Hoffmeister, 2008).

However, a network’s effectiveness can be undermined by the social mechanism of
homophily7 (Mouw, 2006), which describes a favoured “interaction with others who
have similar given attributes such as sex, race, and education” (Ibarra, 1992). The
previous research has shown that similar individuals tend to “flock together” in various
areas of their social lives (e.g. McPherson et al., 2001; Kossinets & Watts, 2009) and
that different outcomes facilitated by social capital vary depending on the composition
of the group e.g. ethnic minority status or educational level (Lin, 2000; Klug, 2018).

Thus, homophily influences the types of social resources that can be utilised.
According to this assumption and because social capital is geographically bound to
the people who constitute an individual’s network (DaVanzo, 1981), host-country
social capital can be distinguished from country-of-origin social capital. The former
is assumed to be related to natives while the latter is assumed to be related to migrants
(Haug, 2003; Heizmann & Bdhnke, 2016). Information regarding jobs, the functioning
of labour markets, and job application procedures and strategies are specific to the host
country (Kalter, 2006); therefore, ties to natives help migrants to gain access to job
opportunities and to obtain knowledge regarding how to land on adequate jobs. An
exclusive reliance on country-of-origin social capital is thus a particular handicap for
migrants who seek to find a well-matched labour market position in their host country
(Colic-Peisker & Tilbury, 2006; Korac, 2005; Ahmad, 2015).8

Therefore, homophily is related to migrants’ inability to exploit the information
advantages and influences that should accompany social capital (Colic-Peisker &
Tilbury, 2006). Hence, we must consider the ethnic homogeneity of migrants’ networks
to more accurately predict the influence of informal job searches on their risk of
overqualification. Thus, the informal search methods of migrants with a high propor-
tion of homophilous ties are likely less effective than those of migrants with ties to
individuals with host-country social capital. Thus, we predict the following:

Hla:Migrants with homophilous migrant networks are at a higher risk of
overqualification than migrants with heterophilous migrant/native networks.

HI1b: Migrants with homophilous migrant networks who use informal job search
strategies rather than formal strategies have the highest risk of overqualification.

Labour market segments with high concentrations of migrants are known as em-
ployment niches. The empirical literature has shown that employment in such niches is
considered to be a risk factor with regard to labour market success because such jobs
are often in low-paid secondary sectors that require lower qualification levels (Colic-
Peisker & Tilbury, 2006; Constant & Massey, 2005; Simén et al., 2008). We thus
conclude that jobs in such employment niches are also a risk factor in terms of the
adequacy of employment. The literature also discusses that such niches arise because
either migrants’ skills match such jobs better than those of natives or they are funnelled
into low-skilled jobs (Moya, 2007; Waldinger, 1994). In this regard, these types of jobs

7 Following McPherson et al. (2001), we define homophily as inbreeding homophily, indicating that com-
pared to the rate expected in the general population, a higher rate of ties exists within a demographic group.
% In the migrant literature, country-of-origin social capital is also often referred to as bonding ties and contacts
with natives as bridging ties (Lancee, 2012; Putnam, 2000).
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can be considered to be a better alternative than being unemployed. Alternatively, it is
possible that migrants prefer jobs in homogeneous working environments and consider
overqualification to be a trade-off. Irrespective of whether it is a stepping stone or a
trap, we focus on the connection between being employed in such a niche and the risk
of overqualification.

One indicator of being employed in such an employment niche is the proportion of
work colleagues with a migration background. We assume that those who have a
particularly high share of colleagues with a migration background are employed in
employment niches and in turn (due to the typical characteristics of jobs in employment
niches) have a higher risk of not being employed adequately to their education level.
We therefore hypothesise the following relationship:

H?2: A positive relationship exists between a high proportion of migrant co-workers
and the risk that an individual will be overqualified in his or her employment.

Research design
Data, sample restrictions and method

The empirical analysis is based on the first two waves of the German IAB-SOEP
Migration Sample conducted in 2013 and 2014, a joint panel survey of migrants living
in Germany by the Institute for Employment Research (IAB) and the Socio-Economic
Panel (SOEP) at the German Institute for Economic Research (DIW).'® The sample is
drawn from migrants who either immigrated themselves or who are the children of
immigrants and who registered with the German Federal Employment Agency for the
first time after 1995.'" This survey offers a wide range of information concerning
migration, education and labour market biographies related to the country of origin,
Germany and all other countries where the migrants have lived. Additionally, rich
information concerning social networks, job searches, socio-economic status, family
situations and working conditions are included. The individuals in the sample were
surveyed via computer-assisted personal interviews (CAPI) in which it was possible to
choose among the languages German, English, Polish, Turkish, Romanian and Russian.

Our analysis is restricted to migrants (born abroad) who did not attend school and/or
participate in training exclusively in Germany, thereby excluding those who immigrat-
ed at young ages who grew up and were socialised and educated exclusively or mainly
in Germany. We also exclude migrants who migrated to Germany as an employed
person with an existing job offer. This group might differ from and, therefore, be more

% This study uses factual anonymous data from waves 1 and 2 of the German IAB-SOEP Migration Sample
Survey. Data access was provided via a scientific use file supplied by the Research Data Centre (FDZ) of the
German Federal Employment Agency (BA) at the Institute for Employment Research (IAB). DOI: 10.5684/
soep.iab-soep-mig.2017. The response rate of approximately 32% is in accordance with response rates of
earlier SOEP samples (Kroh et al., 2015).

' The German IAB-SOEP Migration Sample relies on two data sources that are already available in
Germany: the most comprehensive household survey in Germany i.e. the longitudinal study “Living in
Germany” conducted by the Socio-Economic Panel (SOEP), and IEB register data, which contain a wide
range of labour market variables collected on a daily basis.

" For more details regarding the sampling and data documentation, please see the comprehensive survey
paper by Briicker et al. (2014).
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selective than other migrants because the former were embedded in German labour
market structures since migration and thus may have different access to social net-
works. Moreover, to adequately measure overqualification, we select only persons in
paid and dependent employment and exclude trainees/apprentices, the self-employed
and retirees. Individuals whose foreign credentials have not been recognised in Ger-
many are also excluded from the analyses. It is not possible to explicitly measure their
level of actual and usable training as their degrees obtained abroad are not usable on the
German labour market. We further restrict our sample to persons who have qualifica-
tion levels comparable to vocational training due to too few cases of persons with
university degrees.'

To examine the impact of social capital during job search periods on the dependent
variable i.e. migrants’ risk of overqualification, multivariate analyses are conducted
using binary logistic regressions.'® To ensure the comparability of the different models,
the average marginal effects (AMEs) are shown as estimated results (Best & Wolf,
2010). To test our hypotheses, interaction terms are partially required. In contrast to
linear models, in non-linear models, the first derivation of the interaction effects cannot
be used for the interpretation of interactions (Buis, 2010; CorneliBen & Sonderhof,
2009). For this reason, and because the statistical significance of the interaction effects
cannot be measured with a #-test based on the coefficient of the interaction term (Ai &
Norton, 2003), the following procedure is used to interpret the interaction effects.
Based on the overall model, the AMEs of each combination of the respective interac-
tions are calculated. The difference in these marginal effects represents the direct
marginal effect of the interaction i.e. the variation between the individual groups (delta
method). A Wald test is used to calculate the corresponding significance.

Variables and descriptive results
Excursus to the measurement of overqualification and dependent variable

If the qualification level an employee acquired in education and training differs from
that required by the occupation held in the labour market, the employee is not
adequately employed. Hence, there is a mismatch between the job and the employee.
If the acquired credentials outperform the required credential, this situation is referred
to as overqualification."* An often-used example is the trope of the taxi-driving
academic or a trained baker who works in a factory where no training is required.

In recent decades, much effort has been made to measure overqualification and other
concepts of labour market mismatch; however, to date, no standard practice has been
established (Verhaest & Omey, 2006). Nevertheless, certain procedures are widely used in
empirical studies. The most important procedures can be subsumed under the headings of

12 Considering that vocational education in Germany is highly specialised compared to that in many other
countries, the relevant survey question is adapted to capture different types of vocational training. Accord-
ingly, it is ensured that relevant vocational qualifications are not lost. Please see the corresponding question in
the Appendix.

13 As the two waves do not contain the same set of variables, we are unable to adopt a panel design.

!4 The opposite case i.e. that of a person who has a lower level of qualification than required, is called
underqualification. Since this phenomenon has completely different determinants, implications and conse-
quences, it is not a part of this particular study.
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subjective (Blichel, 1998, 2001; Kracke, 2016; Di Stasio et al., 2016; VoBBemer & Schuck,
2015), objective (Kracke et al., 2017; Reichelt & Vicari, 2014) or empirical (Boll &
Leppin, 2014; Verdugo & Verdugo, 1989) approaches, which differ in ow job require-
ments are identified. Each approach is characterised by significant benefits and draw-
backs.'> Empirical procedures (also referred to as “realised matches”) determine the
educational levels within a particular occupation based on the database used. This
approach is the least widespread in the empirical literature, which can be attributed to
clear problems associated with this approach; that is, the procedure does not reveal the
actual requirements of a job and reflects only current allocations and assignments that are
influenced by recruitment practices and labour market conditions (Hartog, 2000).

Objective procedures are based on occupations and corresponding educational
requirements, which are evaluated by experts. These methods have the advantage that
the measurement results cannot be influenced and thereby distorted by the respondent;
thus, they are considered purely objective measures. However, a significant disadvan-
tage is that changes in the requirements that occur over time are not adequately
represented, or they are represented with a long delay. As a result, the job requirements
are not always up-to-date. In addition, job requirements are shown only for certain
professional groups or, depending on the procedure, highly aggregated professional
groups, which fails to consider the possible spread of requirements within a profes-
sional field (intra-professional heterogeneity) and may not represent the actual job
requirements. Moreover, the objective measurement (in Germany, this measure is
currently made possible via the KldB2010) allows only approximate classifications
of job requirements (maximum four levels). Compared to the subjective approach,
which draws on five requirement levels, the amount of important information is
reduced, and the phenomenon of overqualification is most likely underestimated.

Consequently, this paper uses a subjective procedure based on self-assessments by
the participants regarding the level of educational requirements for their job. In general,
this measurement is still considered more robust and efficient than the other procedures
that measure overqualification (Biichel, 2001; Pollmann-Schult, 2006) because it
evaluates the job requirements directly related to a person’s occupational activities
rather than the aggregate occupational field. Therefore, the circumstances of individuals
and up-to-date information are captured.

The subjective procedure used is consistent with the approach developed by Biichel
(1998). This approach uses a categorisation scheme in which the level of educational
requirements for a job is compared with the person’s acquired formal qualification
level. To optimise the reliability of this comparison and to identify inconsistencies, the
professional position is also integrated in the categorisation scheme. The shortcomings
of the subjective procedure may include conscious or unconscious misjudgements by
respondents, which may be problematic in the case of the underlying migrant popula-
tion as this approach presupposes that individuals know the qualification level required
for their job. However, based on the answer categories in the questionnaire'® and the
translation of the questionnaire into various languages, we assume that this problem is
not a fundamental issue in this study. Moreover, by including the occupational status in

'3 For extensive discussions regarding the advantages and disadvantages of the different measurements, please
see Biichel (2001), Hartog (2000) or Verhaest and Omey (2006, 2010).
16 Please see the Appendix for the survey questions.
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the categorisation scheme, as mentioned above, possible distortions caused by subjec-
tive misjudgements are reduced (Biichel, 2001; Pollmann-Schult, 2006).

The resulting dependent variable has a value of one if a person has a higher
qualification level than actually required for the job and zero if a person is adequately
qualified. Accordingly, a person with the qualification level of vocational training is
overqualified if his or her occupational status is that of an “employee with a simple
activity” and if there is no training required for the job; a person is adequately
employed if he or she works in a position requiring completion of vocational training."’

Independent variables and controls

We are primarily interested in examining whether and how social capital combined
with the characteristics of the social network is connected to migrants’ risk of
overqualification. Following the theoretical argumentation, our central approximation
of social capital is based on the job search process and the channels activated during the
search. Using a variable with three categories, we distinguish the use of informal search
methods from the use of formal methods alone and the use of a combination of formal
and informal methods. Informal channels include friends, neighbours, family members,
former colleagues and former employers; formal search strategies include the use of
federal employment offices, job centres, private job agencies, private placement and
vacancy advertisements (online or in newspapers).

The theoretical construct of homophily is captured by the composition of the social
network and the division between migrants and natives.'® Homophilous migrant network
composition is designed as a dummy variable that has a value of one if the respondents
only or mostly have migrants as friends and a value of zero if half to none of their friends
are migrants (= heterophilous migrant/native network). Additionally, we include the
interaction term between homophilous migrant network composition and job search
methods in the analysis. To identify employment niches, we use information regarding
how many of'the respondents’ colleagues are also migrants; the resulting dummy variable
is equal to one if all or most of their colleagues are migrants and zero otherwise.

To control for additional determinants, further human capital variables are included
in the empirical analyses. The database provides detailed information concerning the
recognition of international qualifications in Germany. In the empirical models, we can
control for migrants’ foreign educational attainment as follows: Their education is
recognised as equivalent to the respective German education, their education is partially
recognised, or the recognition is pending. As stated above, individuals with
unrecognised credentials are excluded from the analyses. To assess German language
proficiency, we include an ordinal variable ranging from “very good” to “not at all”
based on speaking skills in our analysis. Furthermore, the models account for the
country of origin'® and the reasons for migration. The time spent in Germany since

17 The precise questioning and operationalisation steps are included in the Appendix. Overall, we lose 70
cases in this step as these cases cannot be explicitly classified as overqualified or adequately employed.

18 For reasons of case numbers, we are unable to differentiate between ethnic affiliations.

19 We have considered different categorisations: we distinguished among EU13 countries, EU15 countries,
Southeast Europe, Arabic-speaking countries, former CIS states and the rest of the world; and we distin-
guished between prosperous countries and impoverished/developing countries. The latter is reported in
Table 5; the main effects are unaffected by the different operationalisations.
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migration is also included in the empirical analysis to control for differences in
established social networks or gained knowledge related to labour market issues.
Additionally, we control for several individual characteristics including gender, birth
cohort and individual labour market experience abroad and in Germany (adjusted for
career breaks; all continuous variables are centred on their sample mean). The individ-
ual family situation is controlled by variables that capture marital status, cohabitation
and the presence of children younger than 16 years of age. The educational achieve-
ment of migrants’ parents is also included to control for the social background of the
migrants, which also influences the risk that an individual will be overqualified
(Erdsiek, 2016; Kracke, 2016). Furthermore, the analysis considers regional character-
istics including urban versus rural areas and the location of the federal state (East or
West Germany) since the proportion of overqualified employees varies between federal
states (Reichelt & Vicari, 2014). In addition, operational characteristics, such as the
economic sector and company size, are controlled to avoid operation-specific hetero-
geneity. However, all these variables serve only as controls to reduce unobserved
heterogeneity and are not further interpreted.*

In Table 1, the distribution of overqualification and adequate employment is given in
total and divided by the explanatory variables. Approximately 54% of the migrants are
overqualified. Those who used only informal job search channels are generally more
often overqualified than those who used only formal job searches or a combination of
informal and formal job searches. Adequately employed migrants have mostly
heterophilous migrant/native networks, with a share of approximately 73%. Approxi-
mately, 36% of overqualified and 21% of adequately employed migrants work in
companies that employ mostly foreign labour. These figures and distributions give a
first impression of the prevalence of overqualification among migrants in Germany as
well as their job search behaviour and social contacts (private and work related). Based
on these values and even without considering third variables, the picture assumed as
part of the hypotheses can already be seen: Overqualification accompanies informal job
searches rather than formal job searches, with homogenous migrant networks (48%
versus 27%) and with mostly foreigners in a company (36% versus 21%). However, do
these results hold when analysing multivariate models and controlling for human
capital factors and socio-demographic characteristics?

Results

To determine whether social capital is connected to the phenomenon of overqualified
employed migrants, we assumed that the probability varies depending on the job search
strategies used. Table 2 reports the results of the logistic regressions in which the risk of
overqualification in the current occupation is regressed on the corresponding different
job search strategies. Model 1 shows that compared to using formal strategies, using
only informal job search methods significantly increases the risk of overqualification by
12 percentage points. Using formal and informal strategies simultaneously has no
significant effect on the risk of overqualification. Therefore, the use of informal

20 Summary statistics, including the averages and percentages of all variables, are presented in Table 4 in the
Appendix.
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Table 1 Proportional distributions of the dependent variable and explanatory variables (in %, weighted)

Total Overqualified Adequately employed

N 743 399 344
Overqualification 53.70 46.30
Job search

Only informal 49.12 57.89 38.96

Only formal 41.99 35.10 49.99

Formal and informal 8.88 7.01 11.05
Migrant network

Homophilous migrant network 38.35 48.12 27.02

Heterophilous migrant/native network 61.65 51.88 72.98
Foreigners in the company

All/most 29.07 36.34 20.65

Approx. half to none 70.93 63.66 79.93

Source: SOEP-IAB Migration Sample, 2013/2014, own computation

channels alone to obtain information or receive assistance during the job search process
is associated with overqualification compared to the use of formal channels or a
combination of the two strategies. Thus, for migrants, social contacts are not helpful
in finding an adequate job. This result leads to the first conclusion: The resources that
migrants gain from their social network during the job search process are not helpful in
finding jobs that are adequate to their educational level.

Regarding the mechanisms of homophily, Model 2 additionally includes the ethnic
homogeneity of migrants’ networks. The results show that having homophilous mi-
grant networks significantly increases the risk of overqualification by 14 percentage
points. The effect of using informal search strategies remains largely stable and
significant. These results are consistent with the first hypothesis (Hla) and indicate
that having a homophilous migrant network leads to a higher risk of overqualification,
regardless of whether the social network has been used during the job search. This
result primarily reflects the importance of social networks and the resources they can
provide. Having homophilous migrant networks reduces migrants’ access to host-
country-related social capital and, thus, general knowledge about the labour market
and job application procedures or strategies (Haug, 2003; Kalter, 2006), as this
knowledge is highly country specific. However, this knowledge is important or even
crucial for finding employment that is adequate to individuals’ educational level. This
finding supports the conclusion of Kalfa and Piracha (2015); that is, living in regions
with high ethnic concentrations increases migrants’ risk of overqualification.

To account for the relationship between occupational segregation respective employ-
ment niches and migrants’ overqualification, the proportion of foreigners in the com-
pany is included in Model 3. This model reveals a statistically significant effect. If all or
most co-workers are also migrants, the risk of being overqualified increases by 17
percentage points. This result is consistent with our assumption that a relationship exists
between the composition of the work environment and the risk that an individual is
overqualified in his or her employment (H2). This finding does not reveal a relationship
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between cause and effect; however, it does reveal a strong relationship between the two.
We can conclude from this finding that labour market segments with high concentra-
tions of migrants represent an adverse environment, one that attracts not only individuals
with educational levels that are commensurate with the existing job requirements of the
environment but also migrants who have higher levels of education than required. Such
environments are a significant risk factor regarding migrants’ overqualification.

To test whether migrants with homophilous migrant networks are at a greater risk of
overqualification if they use informal job search strategies (H1b), we examine the
interaction between network homophily and job search strategies. Fig. 1 shows the
predicted probability of being overqualified. Migrants with homophilous networks who
use only informal search strategies are at the greatest risk of overqualification. Migrants
who have heterophilous migrant/native networks and use formal and informal strategies
are at the lowest risk of overqualification. Overall, the most important significant*'
difference among these subgroups is found between migrants with homophilous
networks and migrants with heterophilous migrant/native networks who searched only
via informal search channels. Additionally, the general interaction term between
informal job searches and homophily is significant.** Thus, we conclude that migrants
who use informal channels alone to search for jobs are further disadvantaged if they
have a homophilous migrant network. This result means that using informal job search
strategies such as asking friends or acquaintances and having a heterophilous migrant/
native network that provides host-country-specific social capital will lead to a signif-
icantly reduced risk of overqualification compared to those with homophilous migrant
networks. Thus, the social resources used for searching for a new job are less effective
unless migrants have ties to individuals with host-country social capital. As a result, ties
to natives help migrants gain access to job opportunities and obtain knowledge
regarding how to obtain adequate jobs. We conclude that a combination of informal
ways of searching for a job and homophilous migrant networks is apparently a high-
risk factor for being overqualified in the labour market.

Robustness checks and limitations

We conducted several additional analyses to ensure that our results are robust. There-
fore, we recalculated the analyses by using an objective approach to measure
overqualification. We used the 5t digit of the German Classification of Occupations
2010 (in short: KldB 2010), which includes the attribute “requirement level of
occupations” for the objective measurement (Kracke et al., 2017). This procedure
offers a measurement of educational mismatch based on objective data and criteria
but reduces the information because we can only use four categories of required
qualifications. However, our conclusions were not substantially changed. As another
robustness check, we recalculated our multivariate models in the excluded group of
second-generation migrants (born and educated in Germany). As the results do not
differ from those found in the first-generation migrants, we conclude that this sample

21 Significant at the 10% level.
2 Significant at the 10% level. The exact results of the interaction effect are shown in Table 6 in the
Appendix.
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Table 2 Logistic regressions of the probability of migrants’ overqualification

Variables Model 1 Model 2 Model 3 Model 4
DV = overqualification AME AME AME AME

(SE) (SE) (SE) (S.E)
Job search

(Ref.: Formal strategies)

Informal strategies 0.118%k 0.099%%* 0.114%%* 0.095%*
(0.034) (0.033) (0.034) (0.032)
Formal and informal strategies —0.069 —0.096 —0.064 —0.081
(0.059) (0.061) (0.059) (0.061)
Migrants’ network
Homophilous migrant network 0.138%** 0.125%**
(ref.: heterophilous migrant/native network) (0.035) (0.035)
Foreigners in the company: All/most 0.166%#* 0.163%#%*
(ref.: approximately half to none) (0.037) (0.037)
Socio-demographic characteristics Yes Yes Yes Yes
Migration-related characteristics Yes Yes Yes Yes
Firm characteristics Yes Yes Yes Yes
N 743 743 743 743
Nagelkerke R2 0.445 0.474 0.468 0.495
McFadden R? (adj.) 0.210 0.228 0.227 0.244
AIC 810 792 793 775

Source: SOEP-IAB Migration Sample, 2013/2014, own computations

" p<0.05 " p<0.01,™ p<0.001

Note: Average marginal effects; robust standard errors are shown in parentheses; controlled for gender, birth
cohort/birth cohort squared, employment experience/employment exp. squared, East/West Germany, urban/
rural area, parental educational attainment, family status/cohabitation, children under 16 years, time spent in
Germany, recognition of international qualifications, German language skills, country of origin, economic
sector and company size

restriction is necessary and does not distort our results. Additionally, we recalculated
the analyses only in a subgroup of migrants who wish to permanently remain in
Germany. This intention might influence their goals concerning adequate integration
in the labour market and thereby finding jobs commensurate with their acquired
educational level. However, the results do not substantially differ. To ensure robustness
regarding the impact of the job search process and migrants’ networks on the proba-
bility of overqualification, we conducted several checks. In particular, we excluded
potential selectivity between those persons with the use of social networks and those
without and the fact that persons can use networks only if they have them (Mouw,
2003, 2006), and we examined the potential group differences. However, there were no
significant differences by socio-demographic characteristics such as age and gender.
Nevertheless, some aspects of the research design must be addressed. Because the
dataset provides only two waves (and, therefore, we cannot apply panel estimators), we
are unable to draw conclusions regarding intra-individual changes over time or causal-
ity. The decision to rely on social resources during the job search is a selective process,
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Fig. 1 Predicted probability of being overqualified (interaction between job search and network homophily)

and informal job searches might be a function of unobserved heterogeneity on the part
of those who resort to such searches. Therefore, we extensively controlled for selective
processes i.e. residence permits and homophily, to obtain relatively accurate results;
however, causal analytical estimation procedures are preferable. Furthermore, the
concepts of overqualification and, thus, educational mismatch cannot account for the
(mis)match between required and acquired skills while concentrating solely on the
correspondence between occupations and educational levels. This problem is particu-
larly glaring in the case of migrants since educational systems, the skills acquired
within such systems and the skill requirements of jobs differ across countries. The
relative adequacy of educational credentials acquired abroad for the requirements of
jobs in Germany i.e. a country known for tight education-to-work transitions and strong
occupational segmentation, may be subject to bias. Additionally, because a discussion
of whether migrants know the type of training that is usually required to perform their
job is worthwhile, future research should focus on skills mismatch when analysing
migrants’ integration into the labour market. Finally, it should be mentioned that a
larger number of cases would be desirable for further analyses to ensure that the
reliability of the derived conclusions is increased.

Summary and conclusion

In this study, we analyse whether social capital plays a decisive role in migrants’ risk of
overqualification in Germany. Overqualification i.e. when the actual qualification level
exceeds the job requirements, implies that the human capital acquired through educa-
tion cannot be converted into appropriate (monetary or non-monetary) returns. In
general, empirical evidence regarding the relationship between social capital and
overqualification is scarce and mixed (Franzen & Hangartner, 2005; Weiss & Klein,
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2011). To date, however, the job search process, and, thus, the direct influence of
migrants’ networks on the adequacy of their jobs, has not been considered for Germa-
ny. Accordingly, we analyse how — controlling for human capital factors and socio-
economic characteristics — migrants’ social networks activated during their job
searches relate to the educational adequacy of their jobs.

In general, it can be assumed that activating informal channels (such as friends or
family members) during the job search process should have positive effects (Lin et al.,
1981) since important job-relevant information can be provided. However, based on
theoretical considerations from the social resources approach combined with the mecha-
nism of homophily, we assume that social networks consisting of homophilous others
have a negative impact on the risk of being overqualified employed in the case of
migrants. Using data from the German IAB-SOEP Migration Sample, first, we find that
job searches carried out solely via informal channels are a risk factor for overqualification
compared to the use of formal job search strategies. This evidence clearly shows that
migrants’ risk of overqualification increases if they use only informal contacts, such as
friends, neighbours or former colleagues, while searching for a new job. Second, we find
that having homophilous migrant networks (i.e. networks consisting mainly of other
migrants) similarly increases the risk of overqualification. Additionally, we find a signif-
icant interaction between informal job searches and homophilous migrant networks. This
result indicates that a combination of informal ways of searching for a job and
homophilous migrant networks is a high risk factor for being overqualified. We conclude
that the social resources that can be utilised by migrants in homophilous migrant networks
are not beneficial for finding jobs that are adequate to their educational level, especially if
they use only informal strategies during their job search. These findings are even more
relevant considering that previous studies show that some migrant groups are inclined to
rely on informal search strategies (Drever & Hoffmeister, 2008; Seibel & van Tubergen,
2013). Migrants’ lack of host-country-specific social capital, such as important informa-
tion regarding the functioning of the labour market and job application procedures and
strategies, reduces their opportunity to find adequate employment and, consequently, to
utilise the entirety of the human capital that they have acquired.

Finally, we show that there is a positive relationship between overqualification and
the concentration of co-workers who are also foreigners, which is a particular characteristic
of employment niches. This finding implies that such niches exist because migrants are
urged into them by individual or structural circumstances rather than because migrants are
better suited for those jobs (Constant & Massey, 2005; Simoén et al., 2008; Waldinger,
1994). From the individual perspective, it can be helpful to join e.g. co-ethnic family
businesses or other jobs in segregated areas of the labour market to enter the labour market
or to (first) avoid unemployment. From a structural view, the processes occurring in the
labour market can be understood as noteworthy mechanisms that foster and strengthen
ethnic segregation. The German labour market is known for being rigid and decidedly
focused on credentials. Access to most occupations is highly regulated. Therefore, for
migrants, it is essential that foreign credentials be recognised by official bodies. Studies
show that such recognition results in jobs for which people are better qualified and a higher
occupational status (Kogan, 2016) whereas “[...] the extent to which applicants benefit
from foreign credential recognition varies with their occupational experience but not with
the quality of the educational system in which they were trained” (Damelang et al., 2020, p.
1). Additional research on the effects of labour market characteristics, especially its
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segregation and employment niches, and recognition procedures on migrants’ risk of
overqualified employment, as well as a theoretical discussion that includes segmentation
theory (Sengenberger, 1987) and arguments on occupational closure (Weeden, 2002),
would be valuable directions for further research. Therefore, the focus here should be on
country-comparative observations that highlight the specificity of the German context and
contrast with other countries and systems. Furthermore, for further analysis, panel estima-
tors are crucial to control for job changes and, in turn, for changes from overqualified to
adequate employment (and vice versa), to capture changes in educational attainment and to
reveal the different effects of changes in migrants’ social networks. Similarly, pursuing
further research with retrospective information about pre- and post-migration educational
status and career paths could be fruitful. Doing so is necessary to determine whether labour
market mismatches are traps or stepping stones into the labour market and adequate jobs in
the future; the extent of path dependencies could also be examined in this way. In addition,
when focusing on whether migrants’ overqualification is a trade-off in preference of a
homogeneous working environment, organisational characteristics should be considered in
more detail such as less aggregated levels of economic sectors. Finally, we suggest that
future research considers more specific characteristics of migrants’ networks. For example,
the educational attainment and employment status of migrants’ social contacts should be
considered to gain deeper insights into potential network resources. Another important
research approach would be to examine the existing gender differences in this context and
in general for the labour market success of migrants.

We contribute to the discussion regarding migrants’ risk of overqualification by
showing that — in addition to human capital and socio-economic characteristics —
social capital influences migrants’ risk of overqualification in Germany. We link job
search methods to migrants’ social environments and show that migrants’ reliance on
social contacts during the job search process in combination with the lack of host-
country-specific social capital influences the transferability of human capital across
national borders and, thus, labour market success in terms of overqualification.

Several policy implications emerge from the present study. For example, relevant
institutions, such as federal employment offices or job centres, may need to make
formal job search strategies more attractive or even more accessible for all groups of
immigrants. Notably, a central factor is the German language, which is a basic
requirement for extensive access to host-country specific social capital and the German
labour market. All migrants should be able to attend language courses. Interethnic
contacts, especially with natives, provide knowledge regarding application procedures
and vacancies, and, thus, they support the job search process (additionally, they have a
positive influence on employment status and wages (Lancee, 2012)). Such interaction
should be facilitated by public authorities and cultural associations. Finally, funding for
the adaptation of the qualifications of migrants whose qualifications have only been
partially recognised could make an important contribution.

Appendix 1
1. Questionnaire “highest qualification level”
What kind of education or training was it?
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2.

I received in-house training at a company

I completed an extended apprenticeship at a company

I attended a vocational school

I attended a university/college with a more practical orientation

I attended a university/college with a more theoretical orientation
I completed doctoral studies

Other

Questionnaire “educational requirements”

What kind of training is usually required for doing this job?

3.

No training required

Semi-skilled training required

Completed vocational training required

Completed university education (university or university of applied sciences)
required/doctorate/habilitation required

Questionnaire “job search”

Think back to when you were looking for your current job. Which of the following
methods and services did you use to find this job?

4.

Employment office (Agentur fiir Arbeit)
Job-Center/ARGE/social services
Personnel service agency

Private recruitment agency

Job advertisement in the newspaper
Job advertisement on the Internet
Former co-workers

Friends, acquaintances, and neighbours
Family members

Returned to a previous employer
Other/does not apply

Questionnaire “homophilous networks”

What is your circle of friends like:

How many of your friends are not from Germany or have parents who are not

from Germany?

All

Most

About half

About a quarter
Less than a quarter
None
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Appendix 2

Table 3 Classification scheme with regard to overqualification (level of educational requirements for the job x

employment status x qualification level)

Level of educational requirements

Employment status

Qualification level:

for the job Vocational
qualification
No training required Unskilled/semi-skilled worker oqu
Skilled worker/foreman/master craftsman  +
Employee with simple activity oqu
Qualified employee +
Highly-qualified employee -
Civil servant -
Semi-skilled training required Unskilled/semi-skilled worker oqu
Skilled worker/foreman/master craftsman  +
Employee with simple activity oqu
Qualified employee
Highly-qualified employee
Civil servant
Completion of vocational training required  Unskilled/semi-skilled worker
Skilled worker/foreman/master craftsman  ad
Employee with simple activity ad
Qualified employee ad
Highly-qualified employee ad
Civil servant ad
Completion of university education Unskilled/semi-skilled worker -
(university or university of Skilled worker/foreman/master craftsman —
applied sciences) required o .
Employee with simple activity -
Qualified employee -
Highly-qualified employee ad

Civil servant

ad, adequate employment according to training

oqu, overqualified
+, adequacy cannot be clearly classified

—, implausible combinations

Note: Based on Biichel (1998: 189 et seq.), the self-employed are included as the 7! category of employment
status in the original; reading example (bold): A person with the qualification level of vocational training is
overqualified if their occupational status is “Employee with simple activity” and no training is required for the
job
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Table 4 Summary statistics of all variables (weighted)
Variable Characteristics N  Mean/ Standard
share  deviation
DV Overqualification Overqualified 743 0.537 0.499
Adequately employed 743 0.463 0.499
Explanatory Job search Only informal 743 0.491 0.632
Variables Only formal 743 0419 0.632
Formal and informal 743 0.089 0.632
Migrant’s network Homophilous migrant network 743 0.384 0.487
Heterophilous migrant/native net- 743 0.616 0.487
work
Foreigners in the company all/most 743 0291 0454
approximately half to none 743 0.709 0.682
Control Educational level: father Vocational education 743 0.532 1.007
Variables Higher education 743 0.067 1.007
No vocational education 743 0335 1.007
Unknown 743 0.067 1.007
Educational level: mother Vocational education 743 0346 0.982
Higher education 743 0.067 0.982
No vocational education 743 0.529 0.982
Unknown 743 0.058 0.982
Company size Under 5 to 2000 and more 743 6326 2.697
employees
Children in household Yes 743 0.460 0.499
under 16 No 743 0540 0.499
Gender Male 743 0.510 0.500
Female 743 0.490 0.500
Years in Germany 1 to 53 years 743 1529 17.830
Recognition of foreign Partly recognised 743 0.055 1416
educational degrees Equivalent 743 0.141 1416
Recognition is pending 743 0.020 1416
Recognition not requested 743 0.661 1.416
Other 743 0.123 1416
German language proficiency  Very good/good 743 0.658 0.696
Medium 743 0.256  0.696
Bad/none at all 743 0.086 0.696
Family status and living together Married/registered partnership, 743 0.787 1.043
living together
Unmarried, living together 743 0.051 1.043
In partnership but not living 743 0.018 1.043
together
Single 743 0.133 1.043
Country of origin EU13 743 0.306 1.802
EUI15 743 0.040 1.802
Southeast Europe 743 0.127 1.802
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Table 4 (continued)

Variable Characteristics N  Mean/ Standard
share deviation

Arabic Countries 743 0.016 1.802
Former Soviet Union 743 0495 1.802
Rest of the World and Missing 743 0.016 1.802
East Germany Yes 743 0.125 0.331
No 743 0.875 0.331
Urban/rural area Urban 743 0.707 0.456
Rural 743 0293 0.456
Work experience (in months) 13 to 542 months 743 270.6 1249
Birth cohort 1949-1988 743 1968  9.131

Source: SOEP-IAB Migration Sample 2013/2014

Table 5 Logistic regressions of the probability of migrants’ overqualification (full model)

Variables Model 1 Model 2 Model 3 Model 4
DV = overqualification AME AME AME AME

(S.E) (S.E) (S.E) (S.E)
Job search

(Ref.: Formal strategies)

Informal strategies 0.118% 0.099%: 0.1 14 0.095%:
(0.034) (0.033) (0.034) (0.032)
Formal and informal strategies —0.069 —0.096 —0.064 —0.081
(0.059) (0.061) (0.059) (0.061)
Migrants’ network
Homophilous migrant network 0.13 8% 0.125%#*
(ref.: heterophilous migrant/native network) (0.035) (0.035)
Foreigners in the company: all/most 0.166%#* 0.1637%#*
(ref.: approximately half to none) (0.037) (0.037)
Control variables
Female 0.1135%* 0.1474%#% 0.1113%* 0.1503%:#*
(0.0399) (0.0397) (0.0398) (0.0393)
Children in household under 16 0.1352%: 0.1386°%* 0.1283:%* 0.1340%:*
(0.0429) (0.0427) (0.0421) (0.0418)
Birth cohort 0.0042 0.0061 0.0042 0.0066
(0.0041) (0.0040) (0.0041) (0.0040)
Years in Germany grouped (Ref.: 0-5 years)
6-10 years 0.0118 0.0067 —0.0184 —0.0246
(0.1118) (0.1093) (0.1084) (0.1069)
11-15 years —0.0564 —0.0854 —0.0548 —0.0857
(0.1128) (0.1098) (0.1097) (0.1077)
16-20 years —0.0248 —0.0199 —0.0449 —0.0369
(0.1130) (0.1101) (0.1098) (0.1078)
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Table 5 (continued)

Variables Model 1 Model 2 Model 3 Model 4
21-30 years —0.0905 —0.0966 —0.1246 —0.1362
(0.1446) (0.1418) (0.1412) (0.1391)
More than 31 years —0.1992 —0.2628 —0.2150 —0.2930
(0.2211) (0.2049) (0.2162) (0.2039)
Work experience (in months) 0.0009%* 0.0010%3#:* 0.0009%* 0.001 0%
(0.0003) (0.0003) (0.0003) (0.0003)
East Germany —0.0534 —0.0266 —0.0276 —0.0023
(0.0526) (0.0524) (0.0512) (0.0507)
Educational level: mother (Ref.: Vocational education)
Higher education —0.0958 —0.0816 —0.1129 —0.1084
(0.0803) (0.0779) (0.0803) (0.0776)
No vocational education 0.0053 0.0009 0.0369 0.0339
(0.0447) (0.0440) (0.0453) (0.0444)
Unknown 0.281 7% 0.2734##% 0.3213 %% 0.3152%#*
(0.0785) (0.0777) (0.0738) (0.0726)
Educational level: father (Ref.: Vocational education)
Higher education 0.0324 0.0709 0.0397 0.0782
(0.0745) (0.0721) (0.0737) (0.0711)
No vocational education 0.1043*%* 0.1063** 0.0839* 0.0903*
(0.0404) (0.0402) (0.0406) (0.0402)
Unknown -0.0718 —-0.1370 —0.0724 —0.1396
(0.0781) (0.0734) (0.0766) (0.0716)
Family status and living together (Ref.: Single)
Married/registered partnership, living together —0.1552%* —0.1475%* —0.1312* -0.1276*
(0.0505) (0.0513) (0.0509) (0.0516)
Unmarried, living together —0.4519%#* —0.3987#* —0.4455%% —0.4067%%*
(0.0773) (0.0817) (0.0752) (0.0791)
In partnership but not living together —0.2894* —0.2530* —0.3670%** —0.3414**
(0.1141) (0.1133) (0.1040) (0.1053)
Recognition of foreign educational degrees (Ref.: Equivalent)
Partially recognised 0.0046 -0.0109 0.0092 0.0003
(0.0813) (0.0773) (0.0804) (0.0764)
Recognition is pending 0.0979 0.0443 0.1482 0.0894
(0.1246) (0.1172) (0.1280) (0.1223)
Recognition not requested 0.3707%#%* 0.3584#* 0.3578%%%* 0.3495%%%*
(0.0492) (0.0493) (0.0487) (0.0484)
Other 0.3155%#* 0.33 185 0.3025%# 0.3176%#*
(0.0705) (0.0701) (0.0698) (0.0697)
German language proficiency (Ref.: Very good/good)
Medium 0.1444%%% 0.1650%#* 0.1410%#* 0.1628##*
(0.0433) (0.0420) (0.0420) (0.0409)
Bad/none at all 0.32007% 0.3135%:# 0.3122:%# 0.3096%:#*
(0.0619) (0.0629) (0.0630) (0.0634)

Company size (Ref.: under 5)
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Table 5 (continued)

Variables Model 1 Model 2 Model 3 Model 4
5-10 —0.0572 —0.0198 —0.1573 —0.1081
(0.1284) (0.1248) (0.1229) (0.1238)
11-19 —0.1742 —-0.2300 —0.2709* —0.3114*
(0.1291) (0.1246) (0.1232) (0.1211)
20-99 —0.1658 —0.1663 —0.1978 —0.1901
(0.1248) (0.1219) (0.1167) (0.1184)
100-199 —0.0740 —0.0964 —0.1008 —0.1136
(0.1102) (0.1078) (0.1016) (0.1038)
200-1999 —0.0718 —0.0836 —0.1235 —0.1239
(0.1160) (0.1135) (0.1090) (0.1109)
2000 and more —0.0832 —0.0812 —0.1299 —0.1229
(0.1117) (0.1092) (0.1040) (0.1059)
Economic sector —0.0021%* —0.0020%* —0.0023%** —0.0022%*
(0.0007) (0.0007) (0.0007) (0.0007)
Urban area 0.1055%: 0.113 ] 0.0786%* 0.0860%*
(0.0349) (0.0342) (0.0354) (0.0348)
Country of origin (Ref.: impoverished/developing countries)
Prosperous countries —0.3068*** —0.2827** —0.2522%* —0.2325*
(0.0903) (0.0953) (0.0971) (0.1001)
N 743 743 743 743
Nagelkerke R? 0.445 0.474 0.468 0.495
McFadden R? (adj.) 0.210 0.228 0.227 0.244
AIC 810 792 793 775

Note: Average marginal effects; robust standard errors are shown in parentheses

Source: SOEP-IAB Migration Sample, 2013/2014, own computations

*p <0.05, * p <0.01, *** p < 0.001s

Table 6 Interaction between job search and network homophily

Interaction effect

Contrast delta-method

dy/dx (S.E)

95% Conf. interval

Formal job search

Informal job search * homophilous network
vs. heterophilous network

Formal and informal job search *

homophilous network vs. heterophilous network

(base outcome)
-0.006* 0.003

—0.002 0.004

—0.012 0.000

—0.009 0.005

Note: Calculation based on Model 4 with all control variables

Source: SOEP-IAB Migration Sample, 2013/2014, own computations

+p< 0.1, % p<0.05,# p<0.01, ¥* p < 0.00]
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