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Abstract  With the gradual deepening of China’s economic reform, “differential 
mode of status,” which is created by the dual-track employment system in state-owned 
enterprises, has become a major hindrance for employees’ enthusiasm and 
initiative in workplaces. Drawing upon the “differential mode of status” theory, 
this paper firstly explores the internal relationships among “differential mode of 
status,” employees’ perception of fairness and sense of belonging, and employee 
engagement. Then the mechanism of “differential mode of status” influencing 
employee engagement is discussed. Lastly, coping strategies are brought forward 
based on the actual situation of low work devotion especially in China’s 
state-owned enterprises. 
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1  Introduction 

With the deepening of economic reform in China, the negative effects of 
dual-track employment system in state-owned enterprises (SOEs) have gradually 
surfaced, and become an obstacle to further reform. Specifically, employees in 
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SOEs are divided into two types known as “regular staff” (permanent or contract 
workers) and “irregular staff ” (temporary or dispatched workers). By comparison, 
“regular staff ” has higher status and gets better pays, while “irregular staff ” does 
the same amount of work but is paid much poorly, a phenomenon aptly dubbed 
as “unequal pay for equal work.” Suffering from this unfair treatment, irregular 
staff’s dissatisfaction is obvious. Ironically, however, though enjoying 
preferential treatment, a large number of regular staff demonstrates little 
organizational citizenship behaviors (OCB). The inequality of employment status 
in China’s SOEs has become a bottleneck lowering their employees’ enthusiasm 
and initiative.  

In the context of globalized competition, China’s SOEs should not only 
emphasize how to identify, recruit and retain the best employees, but also focus 
on improving the morale and performance of the current employees. As Jack 
Welch once pointed out, “Any company trying to compete must figure out a way 
to engage the mind of nearly every employee.” Facing low morale from both 
“regular staff ” and “irregular staff,” the primary mission of China’s SOEs is, in a 
sense, how to induce professionalism of their staff if they wish to improve 
operational efficiency and to get the upper hand in global competition. 

A survey on employee engagement in China shows that overall employee 
engagement is rather low, particularly in SOEs. From the end of 2007 till the 
early 2008, as shown in a Gallup survey of “employee engagement and working 
environment” on a global scale, employee engagement index1 in China is much 
lower than in other countries such as the United States, Britain, and Brazil (the 
employee engagement index in China is 0.5:1, as compared with 1.5:1 in the 
United States, 1.2:1 in Australia and Brazil, and 0.7:1 in Britain). At the same 
time, it is also lower than in Thailand and other neighboring Asian countries 
(Thailand’s engagement index is 1:1, for example). The 2005 annual survey 
report of employee engagement index2 in China revealed the similar results: the 
degree of employee engagement in China is very low, and staff does not show 
positively “hard working spirit.” The survey also pointed out that employee 
engagement index varies with the types of firm ownership. In foreign-funded 
enterprises and private enterprises, employee engagement is relatively higher 
                                                        
1 Employee engagement indexes used above were adopted from a survey conducted by Gallup 
by comparing the proportion of engaged staff to slack staff. 
2 Statistical standards on employee engagement index between domestic and foreign scholars 
are different. Chinese scholars used a 5-point Likert-type scale, and divided it into 5 levels to 
measure, ranging from 5 for “Strongly agree” and 1 for “strongly disagree”. There are 12 
questions, the engagement index is the sum of the score for each question. So the highest score 
of engagement index is 60 and the minimum is 12. 
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(40.33 and 40.23, respectively), while in SOEs the index is only 38.85; 
Employee engagement in the government organs and state-owned institutions are 
the lowest with a value of only 37.09.  

The question here is: Why is the employee engagement in SOEs so much 
lower than that of in foreign-funded enterprises and private enterprises? There is 
evidence showing that the inequality of employee status in SOEs might give rise 
to the low employee engagement (Tao and Liu, 2009; Wang, 2009). If it is the 
case, how does the inequality in employment status affect employee engagement? 
And, above all, how to improve employee engagement in SOEs?  

2  Evolution of the “Differential Mode of Association” Theory 

The concept of “differential mode of association” was first proposed by Fei 
(1947) in his masterpiece Earth-bound China, in which Fei described Chinese 
traditional social relationship as a “differential mode of association.” In other 
words, Chinese people establish social connections in a way similar to casting a 
stone into water. They own selves stand at the center of the ripples, the more 
external a ripple from the center, the weaker the connection becomes—the 
connection among people weakens with the distance from the center increases 
(Fei, 1998). The “differential mode of association” theory assumes that lying in 
the core of interpersonal connection is the genetic connection among family 
members. Besides “the blood relationship,” Chinese people proceed to build 
geopolitical relationships with the outsiders. The blood relationship and 
geopolitical relationship are interdependent of each other. In other words, the 
Chinese traditional social relationship has evolved into a “differential mode.” 

 

 
Fig. 1  The Evolution of “Differential Mode of Association” Theory 

Source: Song, Y. 宋煜. 2009. 基于“差序格局”理论的家庭和社区信息化应用策略 (Application 
strategies of family and community information based on the “Chaxu geju” Theory). 学习

与实践 (Study and Practice), (9): 117–125. 
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However, in real life, the scope of application and theoretical connotation of 
the “differential mode of association” change with time. First of all, as for the 
application scope, due to industrialization, globalization changes in family size 
and life style, most people nowadays are connected in some kind of organization 
(Li and Li, 2000). As organization becomes increasingly important to individuals, 
it plays a key role in allocation of social resources and application of social 
regulations, meanwhile the ties of kinship and family relationship continue to 
weaken. Affiliation to a workplace has become the second most important 
relationship to an individual, second only to the “blood-based relationship.” In 
many cases, affiliation to a workplace is even more helpful in solving problems 
than family relationship, giving rise to the formation of modern Chinese people’s 
“organization awareness” (Song, 2009). Second, as for theoretical connotation, 
scholars have gradually expanded the original “water ripple” assumption, by not 
only emphasizing the social relationship characteristics of “distinguishing the 
intimate or estranged relationship” that regards oneself as the center, but also on 
“special or low” level features of social structure dimensions (Yan, 2006). In 
addition, scholars have come to realize that the “differential mode of association” 
is a three-dimensional structure, including not only horizontal, flexible, 
self-centered “difference,” but also a vertical, rigid hierarchical “order.”  

Thus, the “water ripple” metaphor can also be applied to the social hierarchical 
structure (as in China’s SOEs) similar to the structure of social relationship. The 
only difference between the two structures might be that the former has a 
powerful central leader, while the latter consists of atomized individuals. 
Similarly, in the social hierarchical structure, the further the distance one is from 
the central leader, the weaker the relationship between them (Hu, 2005). 

Because the scope and the theoretical connotation of “differential mode of 
association” have changed, our research perspective should change accordingly. 
To the best of our knowledge, previous research on “differential mode of 
association” has mostly focused on the Confucian ethics, which is difficult to 
explain the individual’s psychology and behavior in the organization context. 
Therefore, some scholars have suggested that it would be useful to study the 
problem of “differential mode of association” from the perspective of psychology 
and sociology. For example, Bourdieu was the first scholar to point out that 
indeed there exists a correspondence between social structures and mental 
structures, between the objective divisions of the social world, and the principles 
of vision and division that agents apply to them (Bourdieu, 2004). In order to 
build the relationship between hierarchical structure and mental structure, and to 
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combine psychology with sociology, Bourdieu introduced the concepts of field3 
and habitus4 into the study of “differential mode of association” to explain how 
social inequality affects individual’s behaviors. In his view, the “differential 
mode of association” is, by nature, a result of competition among different 
structures, regardless of the horizontal relationship structure or vertical 
hierarchical structure. In the horizontal relationship structure, people are more 
interested in building up and utilizing social connections in order to obtain more 
social capital. In the vertical hierarchical structure, people compete for other 
types of capitals (like economic capital, cultural capital, social capital or 
symbolic capital etc.), to obtain certain social privileges.  

The reproduction of “differential mode of association” is guaranteed by the 
habits of and strategies adopted by social actors, and an actor’s habit 
development and strategies adoption are, as a matter of fact, determined by 
his/her particular disposition. Thus, the vertical hierarchical structure and the 
horizontal relationship structure are interrelated with each other: the former is a 
structural prerequisite for the latter, and the latter in turns promotes the 
reproduction of the former. Therefore, the key of competition among people is to 
gain all kinds of social capitals to enable them to get into the inner circles of a 
relationship to receive preferential treatments.  

The evolution of “differential mode of association” theory has aroused a great 
amount of interest. Zhen (1995) pointed out that, if the viewpoint of “differential 
mode of association” is to be introduced into organizational behavior research, a 
new multi-dimensional, rather than one-dimensional “association mode” must be 
developed; otherwise it would be difficult to explain management practices in 
modern Chinese enterprises. As a matter of fact, Fei proposed the concept of 
“differential mode of association” to explain social phenomenon in his times. 
Because enterprises have their objectives and missions to fulfill, Fei’s 
simplification of multi-dimensional relationships cannot help managers cope 
with “differential types of association” in enterprises. Therefore, in order to 
explain the management behaviors of Chinese enterprises, some scholars 
believed that it is necessary to take into consideration of the constructs of loyalty 
                                                        
3 Field is the competition area struggling for control of valuable resources, it is a structural 
space constituted by dominant status and subordinate status based on capital types and 
quantities. 
4 Habitus is not equal to habit, that is the set of socially learned dispositions, skills and ways 
of acting that are often taken for granted, and which are acquired through the activities and 
experiences of everyday life. Perhaps in more basic terms, the habitus could be understood as a 
structure of the mind characterized by a set of acquired schemata, sensibilities, dispositions 
and taste (Budie and Wacquant, 2004).  
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and ability (e.g., Cheng, 2002). Farh (1996) argued that out of the three standards 
for “differential associations” proposed by Zhen (1995), only loyalty and ability 
could be used to study the relationship between Chinese managers and 
subordinates. He also argued that the nature of Zhen’ “differential mode of 
association” is the horizontal type of “differential associations”  

However, the current “differential mode of status” is not only a Confucian 
ethic concept, but also a multidimensional concept including ethics, emotions 
and interests (Chen and Chen, 1998). Behind differential mode of status is the 
allocation mode of scarce resource including power, property, status and so on 
(Sun, 1996). So the theoretical study of differential status mode should be more 
focused on vertical pattern of status, which, we believe, is of great significance 
for Chinese firms during the economic transition period. China’s transitional 
period is characteristic of the formation of social hierarchical structure based on 
administrative power, social system and joint effect of national policy, which in 
turn, has an immeasurable profound impact on the healthy development of 
China’s market economy and formation of different social classes (Chen, 2007). 
If the above-mentioned social hierarchical structure theory could be applied to 
the actual managerial practices in China’s SOEs, an important aspect of its actual 
manifestation is a differentiated mode of status due to the inequality of the 
employment system and division of labor (Du, 2006). 

3  The Formation Logic of “Differential Mode of Status” 

In fact, differential mode of status caused by employment system has been 
studied for a long time. In 1971, Doeringer and Piore proposed a Dual Labor 
Market Theory, assuming that labor market consists of primary labor market which 
pays high wages and provides secure employment, good working-conditions, 
more training opportunities and good promotion mechanisms, and an opposite 
secondary market. And there is little labor flow between the two markets. 
Follow-up studies showed that there are significant differences between structure 
and mechanism determining wages and labor allocation in the two markets (Yao 
and Xu, 2005). As a rule, primary labor market mainly takes the form of internal 
labor market, which is a highly organized formal labor market existing within 
enterprises. Usually, it has detailed rules and procedures guiding employment 
choices, and can replace the exterior labor market to a large degree. Primary 
labor market prefers existing internal members. The wage structure of the 
internal labor market is mainly based on the need of the organization and has 
little to do with the status quo of demand and supply in external labor market. 
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The measures internal labor market uses to solve manpower shortage include 
recruitment, training, job redesign, subcontractors, output adjustment, etc 
(Osterman, 1984). Secondary labor market is, to a large extent, consistent with 
the labor market described by the neo-classical economics, in which enterprises 
will timely adjust the number of their employees according to the marginal 
contribution and marginal cost of labor, and payment is given in accordance with 
the marginal contribution of labor or market wage level. However, what causes 
the status inequality in the labor market? Bulow and Summers (1986) thought 
that labor could achieve perfect supervision in the secondary market relying on 
market force, so they could only get marginal productivity wage; while labors in 
the primary market are difficult to supervise. In order to motivate employees, 
employers in the primary market must give their employees higher wage than the 
level of market clearing efficiency wage. Linderbeck and Snower (1986) called 
workers who are employed in an enterprise “insiders” and the people 
unemployed in the labor market “outsiders.” Insiders, by comparison, have more 
bargaining power in negotiation; For example, workers’ unions often act on 
behalf of insiders in negotiations. Thus, the disadvantageous position of outsiders 
often makes them have to accept lower wage than insiders. 

Though it has been proved to be fruitful to adopt the western dual labor market 
theory to explain the phenomenon of differential mode of status in labor market, 
most studies have been conducted in developed countries and mature labor 
markets, neglecting emerging economies with immature labor market like China. 
As China’s labor market is still immature, and currently in the process of 
transition, the causes and manifestations of differential mode of status are 
extremely complex—not only as the result of existing market segmentation due 
to industrial structure, technological progress, organizational forms, etc., but as 
the result of the segmentation owing to institutional barriers and system obstacles 
(Yao and Li, 2005).  

In general, China’s macro recruitment market can be divided into two parts. 
One is the continuance of former labor system under the previous planned 
economy, and the other is the rise of the mode of market-oriented employment. 
Accordingly, the micro-level forms of hired labor system can be divided into 
in-system employment and out-system employment. The in-system employment 
basically adopts the practice of the planned economy system in determining 
employment, payment, labor welfare and social security. Little changes have 
occurred to the in-system employment ever since China’s adoption of reform and 
opening-up policy in 1978, while the out-system employment has adopted fully 
the market-oriented mode since the very beginning of the reform. There is a 
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barrier between the two different employment systems. Generally speaking, an 
in-system employee is able to flow out and become an out-system employee at 
the cost of losing all the benefits and privileges he/she once enjoyed in the 
system. Yet it would be extremely difficult for an out-system employee to flow in 
and become an in-system employee (Wu, 2007). Thus, in a sense, differential 
mode of status in SOEs is a product of a series of discriminatory institutional 
arrangements which are represented by the household registration system and 
employment system. Part of these systems still continues to exist in China, for a 
lot of interest groups are happy to maintain these systems to their own interests 
(Hudson, 2007). 

Dual-track employment system in China has given rise to the formation of 
differential mode of employee status: even doing the same amount of work, 
insiders (regular staff) always have higher status and get better paid than 
outsiders (irregular staff). In addition, SOEs give priority to regular employees 
when there are promotion and training opportunities while irregular staff is 
always the first ones to go when the companies need to cut pay or lay off some 
staff. Differential mode of status exerts a significantly negative impact on 
irregular employees’ fairness perception and sense of belonging to their 
enterprises. For example, Feldman (1994) found that in his survey, laid-off staff 
generally felt they suffered unfair treatment. Foote (2004) pointed out that 
because the dispatching staff usually is not regular employees, employers think 
there is no need to invest in them. Thus, employers will exclude these irregular 
employees from enterprise meeting or other activity, which intensifies the 
irregular staff’s sense of unfairness and in turn leads to a high turnover rate of 
these employees.  

In addition, as SOEs only sign short-term contracts with irregular staff. It is 
impractical to expect a sense of affiliation from these employees to their 
employing enterprises and demonstrate OCBs (Wang, Wu, and Zhang, 2006). 

4  Influencing Mechanism of Differential Mode of Status on 
Employee’s Engagement 

According to the foregoing analysis, differential mode of status may change 
employees’ fairness perception and sense of belongings, and further affect their 
working attitude and performance (Colquitt et al., 2001). Scholars generally 
agree that the motivation of employees to work is not only affected by absolute 
fairness, but also by comparative fairness (Adams, 1965). If employees consider 
distribution decision in his/her organization is fair, they would be more inspired 
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and dedicated to work, developing long-term relationship with their 
organizations (Tyler and Lind, 1992). Thus, only when top managers adhere to 
the principle of fairness, will employees demonstrate more OCBs (Isaac, 2001).  

Employees usually judge their enterprises based on the HR management 
practices adopted (Meyer and Smith, 2000). If employees believe that the 
practices are fair, and the enterprise takes some specific human resource 
management measures to attract and retain good employees, they would develop 
a sense of belonging, or otherwise weaken their sense of belongings (Koys, 
2001). Therefore, in order to enhance the employees’ engagement, and improve 
their work morale, organizations must adopt fair and supportive human resource 
management measures (Meyer and Smith, 2000). 

 
4.1  Differential Mode of Status Influences Employee Engagement Degree 
through Fairness Perception 
 
Numerous studies have confirmed that organizational justice through employee 
engagement influences employees’ job satisfaction, organizational commitment, 
turnover intention and organizational citizenship behavior (Masterson et al., 2000; 
Saks, 2006). Organizational justice, positive work attitude, in-role performance 
and extra-role performance are positively correlated. McFarlin and Sweeney 
(1992) explored that whether procedural fairness and distribution fairness are the 
predictors of variables of personal satisfaction and organizational outcome based 
on a data of 675 bank employees. Their results showed that the distribution 
fairness could predict the personal satisfaction better than procedural fairness, 
while procedural fairness could better predict organization-level outcomes. 
Furthermore, Liu and Long (2003) pointed out that the sense of organizational 
fairness could predict the psychology and behavior of employees related to 
organizational effectiveness. In management activities, managers could increase 
the sense of organizational fairness by regulating resources allocation, optimizing 
the allocation procedure and providing spiritual support to strengthen 
communication with staff. Moreover, Li and Kan (2003) studied the relationship 
between organizational justice and job burnout from the point of distributive 
justice and procedural fairness. Based on 524 questionnaires distributed in six 
enterprises, they found that organizational justice affected job burnout. That is to 
say, when employees are treated fairly, the possibility of burnout is more likely to 
decrease, and employees will be more dedicated to their enterprises, and vice 
versa.  
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Fig. 2  Concept Model of the Influence of Organizational Justice on Employee Engagement 
Source: Saks, A. M. 2006. Antecedents and consequences of employee engagement. Journal of 

Managerial Psychology, 21(7): 600–619. 
 
Because of the existence of differential mode of status, irregular staff’s 

position, power, income, and career development opportunities are either inferior 
to or less than those of regular staff. Even though irregular staff has similar 
positions, similar levels of education and do the same work as regular staff, they 
get far less paid and hence have very low morale. Often regarded as outsiders, 
irregular staff has little access to most of enterprise welfares enjoyed by regular 
staff. In most cases, irregular staff is excluded from appraisal and evaluation 
system, so that even if they make very good job performance, they will not get 
the same rewards or promotion as regular staff. At work, irregular staff often has 
greater difficulty in obtaining organizational resources, work-related training and 
guidance than regular staff. As real creative work needs to accumulate experience 
through learning-by-doing, and learn to solve problems with a trial-and-error 
approach, so irregular staff’s innovation behavior often faces greater risk of 
failure, as they lack of the support needed from their employers. Moreover, as 
considered as outsiders, irregular employees often face the risk of getting “fired” 
even though they do not make mistakes at work, not to mention situations when 
irregular staff actually fail. In addition, they get less job training and professional 
learning opportunities. Under such circumstances, it is common for irregular 
employees to get slack at work. While for regular employees, they are not only 
participants of the game, but also the rule makers in their enterprises. Even if 
they do not work hard or make mistakes, they do not need to worry about getting 
fired. Due to the lack of supervision and punishment, regular staff loses working 
initiative and get slack easily. It is obvious that differential mode of status exerts 
a negative impact on employee engagement through organizational fairness. 

As for the sense of belongings, whether an employee has a sense of 
organizational belonging depends on the way he/she judges organizational value 
systems as well as his/her returns to input during the process of exchanging 
between the employee and enterprise. The sense of organizational belonging is 
particularly important for the development of SOEs, whether their employees can 
develop a sense of organizational belonging is vital for them to win employee 
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loyalty, and enhance enterprise cohesion and competitiveness. 
However, due to the existence of differential mode of status, most SOEs have 

serious employee motivation problems (such as the unequal pay for equal work 
as we mentioned above). In general, the sense of organizational belonging takes 
the forms of feelings of attachment and integration. As any emotional feeling 
must have its material base, especially the feelings of employees to their 
enterprises, if there is no realistic, stable material benefit, it is somewhat 
meaningless to talk about sense of organizational belonging. In SOEs, priority is 
of course given to regular staff when it comes to pay rise, promotion or 
opportunities. However when it is time to lay off employees, pay cuts, or other 
bad things happen, irregular employees are the first ones to go. At times of 
economic boom or enterprise expansion, when SOEs earn juicy profit, their 
irregular staff might have a good time too, though in any way incomparable with 
regular staff. However, when their enterprises face financial difficulties, irregular 
employees are very likely to be the first ones to suffer or to be laid off. As a 
result, few irregular employees feel that they are taken care of, trusted, or 
respected by their enterprises. Even worse, irregular employees rarely have 
opportunities to communicate with either regular employees or their superiors on 
an equal footing. Considered as irregular employees, these employees usually 
have no chance to participate in decision-making activities. Because of the status 
gap, it is hard for irregular staff to hang out with regular staff after work. Usually, 
the reason why irregular employees choose to stay and work in SOEs is the 
pressure of employment or survival. As they have little emotional affiliation to 
their enterprises, once there are better job opportunities, they will resign without 
hesitation. So it is very unlikely for irregular employees in SOEs to have strong 
work motivation and sense of belonging.   

As for regular employees of SOEs, it is natural to expect them to have a high 
level of sense of belongings to their enterprises. However, as mentioned above, 
whether an employee has sense of organizational belonging basically depends on 
the exchange relationship between the employee and his/her enterprise. Hence, 
during good economic times, when regular employees in SOEs have access to 
high incomes, and good development prospects, they will maintain a high sense 
of organizational belonging whereas when enterprise performance is poor and 
their incomes drop, as compared with other similar SOEs, regular employees’ 
sense of organizational belonging will reduce accordingly. To conclude, due to 
the existence of differential mode of status, it is very difficult for SOEs in China 
to maintain a high employee sense of belongings, regardless of irregular or 
regular employees. Thus differential mode of status has a negative impact on 
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employee engagement via the sense of organizational belonging. 
 

4.2  Negative Influences of Differential Mode of Status via Other Factors 
 

Besides the sense of organizational fairness and belonging, there are other influencing 
factors of employee engagement. For example, employees’ psychological state 
and their inner needs are believed to be closely related to each other (Bennett and 
Bell, 2004). At work, there is a contractual relationship between individual 
employees and their work role. Whether this contractual relationship is good 
depends on three key psychological states of individual employees, namely 
psychological meaningfulness, psychological safety, psychological availability 
(Gilson and Harter, 2004). Employees will develop different levels of psychological 
meaningfulness, psychological safety and psychological availability, and thus 
adjust their engagement level according to work tasks, work environment and 
interpersonal factors (Li and Ling, 2007). Work environment has an impact on 
employee engagement through individual’s inner sense of liberty, competence 
and belonging (Deci, 1985; Ryan and Deci, 2004). Differential mode of status as 
an important part of work situation, will undoubtedly impact employee 
engagement through the psychological characteristics of employees. 

Although each occupation has its characteristic influencing factors of 
employee engagement, most of these influencing factors can be roughly divided 
into two categories, namely job requirements and job resources. Job requirements 
are the mental, spiritual, physical efforts and cost which employees must pay 
during work. Although the work itself is not an entirely negative factor, 
employees often have some anxiety, despair, fatigue and other negative emotions 
when the job requirements are too high. Job resources are the factors that can 
help reduce job requirements, and achieve organizational goals or promote the 
individual development at the physical, psychological, organizational and social 
levels, which can lead to positive work results. Demerouti et al. (2001) put 
forward a JD-R model according to the relationship between job requirements 
and job resources. He thought that employee engagement or non-professional 
status is caused by the imbalance between job demands and job resources 
(Bakker and Toon, 2003). Van den Broeck et al. (2008) used the JD-R model to 
explain the mechanism of engagement decision from the perspective of three 
psychological needs. They believed that the job requirements would reduce 
employees’ satisfaction of intrinsic psychological needs, and job resources help 
improve it. Employees decide how much they will devote themselves to their 
work based on the degree of their psychological satisfaction. In this sense, 
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differential mode of status will affect work engagement through the influence on 
the pattern of distribution of work tasks and allocation of work resources. 

As discussed above, the differential mode of status has an impact on employee 
engagement through the psychological state of employees, job requirements and 
job resources. Employee psychological state, job requirements and job resources 
can ultimately be interpreted as or be attributed to sense of organizational 
fairness and organizational belonging. Therefore, the mechanism of how 
differential mode of status affects employee engagement is shown in Fig. 3. 

 

 
Fig. 3  Mechanism of the Influence of Differential Mode of Status on Employee Engagement 

 

5  Conclusion and Discussion 

This research has highlighted that differential mode of status leads to a loss of 
employees’ perception of organizational fairness and sense of belonging, and the 
latter two are important antecedent variables of employee engagement. Therefore, 
exploring the mechanism of how differential mode of status affects employee 
engagement can help managers in China’s SOEs gain a better understanding of 
the causes of low employee engagement. 

We firstly reviewed the existing literature on differential mode of status theory, 
and summed up the theory’s underlying philosophy. Secondly, we explored the 
mechanism of how differential mode of status affects employee engagement, 
which hopefully, will help China’s business leaders understand better and then 
find out their solution to the awkward situation of low employee morale and 
engagement prevailing in China’s SOEs.  

This paper has the following limitations: (1) It focuses on the impact of 
differential mode of status on the sense of organizational fairness and 
organizational belonging of irregular employees, temporary and supernumerary 
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staff, and analyzes the negative impact of the mode on these employees’ 
psychological state and behavior. By comparison, less attention has been paid to 
whether unequal status has an equally important influence on the sense of 
organizational justice and organizational belonging of regular staff. In addition, 
when it comes to the impact of differential mode of status on employees, are 
there any organizational differences among SOEs or all SOEs remain the same in 
this aspect? The answers to these questions need to be answered in future 
research. (2) Differential mode of status will affect the sense of employees’ 
organizational fairness and organizational belonging, and organizational fairness 
and organizational belonging are important antecedent variables of employee 
engagement. So it is easy to conclude that differential mode of status will 
influence employee engagement via organizational fairness and organizational 
belonging. However, the mediating effect of fairness perception and sense of 
belongs in the relationship between differential mode of status and employee 
engagement was not empirically tested in this paper, which weakens the 
applicability of our conclusions. 

References 

Adams, J. S. 1965. Inequity in social exchange. New York: Academic Press. 
Alexander, S., & Mueller C. W. 1987. The role of procedural and distributive justice in 

organization behavior. Social Justice Review, 1(2): 177–198. 
Bakker, A. B., Schaufeli, W. B., Leiter, M. P., & Taris, T. W. 2008. Work engagement: An 

emerging concept in occupational health psychology. Work & Stress, 22(3): 187–200. 
Bakker, D. E., & Toon, W. 2003. A multigroup analysis of the job demands-resources model in 

four home care organizations. International Journal of Stress Management, 10(1): 16–38. 
Bennett, M., & Bell, A. 2004. Leadership talent in Asia－How the best employers drive 

extraordinary performance. NJ: John Wiley & Sons. 
Bourdieu, P., & Wacquant, L. J. D. 2004. 实践与反思：反思社会学导引 (Practice and 

Reflection: the reflexive sociology Guide). Li, M. 李猛, & Li, K. 李康 (Trans.). 北京：中

央编译出版社 (Beijing: Central Compilation & Translation Press).  
Braham, A., & Elizur, D. 1999. Facets of personal values: a structural analysis of life and work 

values. Applied Psychology: An International Review, 48(1): 73–87. 
Cai, C. 蔡承彬. 2007. 人力资本投资失衡的劳动力市场分割原因剖析 (Analysis on labor 

market segmentation of distorted human capital investment). 经济与管理 (Economics and 
Management), (6): 37–41. 

Chao, G. T., O’Leary-Kelly, A. M., Wolf, S., & Klein, H. 1994. Organizational socialization: 
Its content and consequences. Journal of Applied Psychology, 79(5): 730–743. 

Chen, H. 陈黄煌. 1996. 组织结构、工作特性对组织政治知觉与组织承诺关系之研究 
(Study of the relationship of organizational structure, job characteristics and the perception 



Differential Mode of Status: Theoretical Perspectives and an Analysis 133 

of organizational politics and commitment). 台北：中国文化大学国际企业管理研究所硕

士论文 (Taipei: Master’s thesis, Institute of International Management, Chinese Culture 
University). 

Chen, J. 陈俊杰, & Chen, Z. 陈震. 1998. “差序格局”再思考 (Rethink over “Chaxu geju”). 
社会科学战线 (Social Science Front), (1): 197–204. 

Chen, Z. 陈占江 . 2007. 差序格局与中国社会转型  (Chaxu geju and Chinese 
transformation). 社会科学评论 (Review of Social Sciences), (3): 41–46. 

Cheng, B.郑伯埙. 1995. 差序格局与华人组织行为 (Chaxu geju (concentric relational 
configuration) and Chinese organizational behavior).（台湾）本土心理学研究 (Indigenous 
Psychological Research in Chinese Societies), 3: 142–219. 

Cheng, B. S., Farh, J. L., Chang, H. F., & Hsu, W. L. 2002. Guanxi, zhongcheng, competence, 
and managerial behavior in the Chinese context. Chinese Journal of Psychology, 44(2): 
151–166. 

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O. L. H. & Ng, K. Y. 2001. Justice at 
the millennium: A meta- analytic review of 25 years of organizational justice research. 
Journal of Applied Psychology, 86(3): 425–445. 

Deci, E. L., & Ryan, R. M. 2003. On assimilating identities to the self: A self-determination 
theory perspective on internalization and integrity within cultures. In: M. R. Leary, & J. P. 
Tangney (Eds.), Handbook of Self and Identity. New York: Guilford Press. 

Deci, E. L., & Ryan, R. M. 1985. Intrinsic motivation and self-determination in human 
behavior. New York: Plenum.  

Demerouti, E., Bakker, A. B, Nachreiner, F, & Schaufeli, W. B. 2001. The job 
demands-resources model of burnout. Journal of Applied Psychology, 86(3): 499–512. 

Doeringer, P. B., & Piore, M. J. 1971. Internal labor markets and manpower analysis. 
Lexington, MA: D.C. Heath and Company. 

Du, Y. 杜瑛. 2006. 国内“差序格局”研究的文献综述 (Literature summary: Study of “the 
pattern of difference sequence” in China). 河海大学学报（哲学社会科学版）(Journal of 
Hohai University :Philosophy and social sciences), (3): 15–17. 

Farh, J. 樊景立. 1996. 我对“差序格局与华人组织行为”的一些看法 (A comment on 
hierarchical structure and Chinese organizational behavior). 本土心理学研究 (Indigenous 
Psychological Research in Chinese Societies), (3): 219–237. 

Farh, J. L., Earley, P. C., & Lin, S. C. 1997. Impetus for action: A cultural analysis of justice 
and organizational citizenship behavior in Chinese society. Administrative Science, 
Quarterly, 42(3): 421–444. 

Fei, X. 费孝通. 1998. 乡土中国：生育制度 (Earth-Bound China: Reproductive System). 北
京：北京大学出版社 (Beijing: Peking University Press). 

Feldman, D. C., Doerpinghaus, H. I. & Turnley, W. H. 1994. Managing temporary workers: A 
permanent HRM challenge. Organizational Dynamics, 23(2): 49–63. 

Foote, D. A. 2004. Temporary workers: Managing the problem of unscheduled turnover. 
Management Decision, 42(8): 963–973. 

Hakanen, J. J., Schaufeli, W. B., & Ahola, K. 2008. The job demands-resources model: A 
three-year cross-lagged study of burnout, depression, commitment, and work engagement. 
Work & Stress, 22(3): 224–241. 



134 Ling Li, Houyong Tao, Xixi Guo 

Hu, B. 胡必亮. 2005. 关系共同体 (Relationship community). In Zhang S. G., Deng Z. l. 
(Ed.), 中国社会科学评论（第4卷） (China Social Science Review (Volume 4)). 北京：法

律出版社 (Beijing: Law Press). 
Hudson, K. 2007. The new labor market segmentation: Labor market dualism in the new 

economy. Social Science Research, 27(1): 286–312. 
Isaac, J. E. 2001. Performance related pay: The importance of fairness. The Journal of 

Industrial Relations, 43(2): 111–123. 
Janssen, O. 2001. Fairness perceptions as a moderator in the curvilinear relationships between 

job demands, and job performance and job satisfaction. Academy of Management Review, 
44(5): 1039–1050. 

Kahn, W. A. 1990. Psychological conditions of personal engagement and disengagement at 
work. Academy of Management Journal, 33(4): 692–724. 

Kim, H. J., Shin, K. H., & Swanger, N. 2009. Burnout and engagement: A comparative 
analysis using the big five personality dimensions. International Journal of Hospitality 
Management, 28(1): 96–104. 

Konovsky, M. A., & Pugh, S. D. 1994. Citizenship behavior and social exchange. Academy of 
Management Journal, 37(3): 656–669. 

Konovsky, M. A., & Cropanzano, R. 1991. Perceived fairness of employee drug testing as a 
predictor of employee attitudes and job performance. Journal of Applied Psychology, 76(5): 
698–707. 

Koys, D. J., & DeCotiis, T. A. 1991. Inductive measures of psychological climate. Human 
Relations, 44(3): 265–285. 

Leung, K., Smith, P. B., Wang, Z., & Sun, H. 1996. Job satisfaction in joint ventures hotels in 
China: An organizational justice analysis. Journal of International Business Studies, 27 (5): 
947–962. 

Li, C. 李超平, & Shi, K. 时勘. 2003. 分配公平与程序公平对工作倦怠的影响 (The 
influence of distributive justice and procedural justice on job burnout). 心理学报 (Acta 
Psychological Sinica), 35(5): 677–684. 

Li, L. 李路路, Li, H. 李汉林. 2000. 中国的单位组织：资源、权力与交换 (China’s unit of 
the organization: The exchange of resources and power). 杭州：浙江人民出版社 
(Hangzhou: Zhejiang People’s Publishing House). 

Lin, L. 林琳, Shi, K. 时勘, & Xiao, A. 萧爱铃. 2008. 工作投入研究现状与展望 (A 
review of the research on work engagement). 管理评论 (Management Review),  20(3): 
8–15. 

Lindbeck, A, Snower, D. (1988) The insider-outsider theory of employment and unemployment. 
Cambridge: MIT Press. 

Ling, W. 凌文辁, Fang, L. 方俐洛, & Bai, L. 白利刚.1999. 我国大学生的职业价值观研究 
(Study on vocational value of Chinese undergraduates). 心理学报 (Acta Psychologica 
Sinica), 31(3): 342–348. 

Liu, Y. 刘亚, Long, L. 龙立荣, Li Y. 李晔. 2003. 组织公平感对组织效果变量的影响 
(Influence of the organizational fairness on organizational effectiveness variables). 管理世

界 (Management of the World), (3): 126–132. 
Locke, E. A. & Henne, D. 1986. Work motivation theories. In C. L. Cooper & I. Robertson 



Differential Mode of Status: Theoretical Perspectives and an Analysis 135 

(Eds.), International Review of Industrial and Organizational Psychology. New York: John 
Wiley & Sons. 

Maslach, C., Jackson, S. E., & Leiter, M. P. 1997. Maslach Burnout Inventory (3rd Edition). In 
Zalaquett C. P., Wood R. J. (Eds.), Evaluating stress: A book of resources. Lanham, M D & 
London: The Scarecrow press, Inc. 

Maslach, C., Schaufeli, W. B., & Leiter, M. P. 2001. Job burnout. Annual Review Psychology, 
52(1): 397–422. 

Masterson, S. S., Lewis, K., Goldman, B. M., & Taylor, M. S. 2000. Integrating justice and 
social exchange: The differing effects of fair procedures and treatment on work relationships. 
Academy of Management Journal, 43(1): 738–748. 

Mauno, S., Kinnunen, U. & Ruokolainen, M. 2007. Job demands and resources as antecedents 
of work engagement: A longitudinal study. Journal of Vocational Behavior, 70(1): 149–171. 

May, D. R., Gilson, R. L., & Harter, L. M. 2004. The psychological conditions of 
meaningfulness, safety, and availability and the engagement of the human spirit at work. 
Journal of Occupational and Organizational Psychology, 77(1): 11–37. 

McFarlin, D. B. & Sweeney, P. D. 1992. Distributive and procedural justice as predictors of 
satisfaction with personal and organizational outcomes. Academy Management Journal, 
35(3): 626–637. 

Meyer, J. P., Irving, P. G., & Allen, N. J. 1998. Examination of the combined effects of work 
values and early work experiences on organizational commitment. Journal of 
Organizational Behavior, 19(1): 29–52. 

Meyer, J. P., & Smith, C. A. 2000. HRM Practices and organizational commitment: Test of a 
mediation model. Canadian Journal of Administrative Science, 17(4): 319–331. 

Oi-ling Siu. 2003. Job stress and job performance among employees in Hong Kong: The role 
of Chinese work values and organizational commitment. International Journal of 
Psychology, 38(6): 337–347. 

Osterman, P. 1984. Introduction: The nature and importance of internal labor markets. in 
osterman, P. (ed.), Internal labor markets. Cambridge, Massachusetts: M.I.T. Press.  

Prestwich, T. L. 1980. The causal relationship between job satisfaction and job performance. 
Unpublished doctoral dissertation, Chapel Hill, University of North Carolina. 

Price, J. P. & Mueller, C. W. 1986. Handbook of organizational measurement. Marshfield, MA: 
Pitman Publishing Inc. 

Rich. 2006. Engagement: Constructive validation and relationships with job satisfaction, job 
involvement and intrinsic motivation. Ph.D dissertation, University of Florida. 

Robbins, S. P. 1992. Organizational behaviors. Englewood Cliffs, NJ: Prentice-Hall. 
Roe, R. A., & Ester, P. 1999. Values and work: empirical findings and theoretical perspective. 

Applied psychology: an international review, 48(1): 1–21. 
Rothbard, N. P. 2001. Enriching or depleting? The dynamic of engagement in work and family 

roles. Administrative Science Quarterly, 46(4): 655–684. 
Ryan, J. J. 2002. Work values and organizational citizenship behaviors: Values that work for 

employees and organizations. Journal of Business and Psychology, 17(1): 123–132. 
Ryan, R. M., & Deci, E. L. 2001. On happiness and human potentials: A review of research on 

hedonic and eudemonic well-being. Annual Review of Psychology, 52(1): 141–166.  



136 Ling Li, Houyong Tao, Xixi Guo 

Ryan, R. M., & Deci E. L. 2004. Autonomy is no illusion: Self-determination theory and the 
empirical study of authenticity, awareness, and will. In J. Greenberg, S. L. Koole & T. 
Pyszczynski (Eds.), Handbook of Experimental Existential Psychology. New York: Guilford 
Press. 

Sagie, A., Elizur, D., & Koslowsky, M. 1996. Work values: A theoretical overview and a model 
of their effects. Journal of organizational behavior, 17(1): 503–514. 

Saks, A. M. 2006. Antecedents and consequences of employee engagement. Journal of 
Managerial Psychology, 21(7): 600–619. 

Schaufeli, W. B, & Bakker, A. B. 2004. Job demands, job resources, and their relationship with 
burnout and engagement: A multi-sample study. Journal of Organizational Behavior, 25(1): 
293–315.  

Schaufeli, W. B., Salanova, M., González-Romá, V., Bakker, A. B. 2002. The measurement of 
engagement and burnout: A confirmative analytic approach. Journal of Happiness Studies, 
3(1): 71–92. 

Schein, E. 1985. Organization culture and leadership. San Francisco: Jossey-Bass. 
Sugie, A., Elizur D., & Koslowsky M. 1996. Work values: A theoretical overview and a model 

of their effects. Organizational Behavior, 17(3): 503–514. 
Thibaut, J., & Walker, I. 1975. Procedural justice: A psychological analysis. Hillsdale, NJ: 

Erlbaum. 
Tyler, T. R., Lind, E.A. (1992) A relational model of authority in groups. In Zanna, M. (Ed.), 

Advances in experimental social psychology. Academic Press, New York, NY. 
Song, Y. 宋煜. 2009. 基于“差序格局”理论的家庭和社区信息化应用策略 (Application 

strategies of family and community information based on the “Chaxu geju” Theory). 学习

与实践 (Study and Practice), (9): 117–125. 
Sun, L. 孙立平. 1996.“关系”、社会关系与社会结构 (“Guanxi,” social relationship and 

social structure). 社会学研究 (Sociology Studies), (5): 20–30. 
Tao, H. 陶厚永. Liu, H. 刘洪. 2009. 何种用工制度更具适应性效率？——用工“双轨制”

与“单轨制”的比较研究 (Which system of recruitment has adaptive efficiency: Research 
on comparison of “single-track system” and “double-track system” ). 中国工业经济 
(China Industrial Economics), (1): 118–129. 

Van den Broeck, A., Vansteenkiste, M., De Witte, H., & Lens, W. 2008. Explaining the 
relationships between job characteristics, burnout, and engagement: The role of basic 
psychological need satisfaction. Work & Stress, 22(3): 277–294. 

Wang J. 王继承. 2009. 中国企业人力资源管理模式中的“双轨制”现象: 基于中国 12 家

成功企业的案例研究 (The dual-track system of recruitment in Chinese enterprises’ human 
resources management: Case study of 12 successful enterprises). 管理世界 (Management 
World), (Supplement Volume): 38–53. 

Wang, C. 汪纯孝, Wu, X. 吴晓奕, & Zhang X. 章秀娟. 2006. 企业薪酬管理公平性对员

工工作态度和行为的影响 (The Impact of pay fairness on employees’ work attitudes and 
behavior). 南开管理评论 (Nankai Business Review), 9(6): 5–12. 

Wu, Z. 武中哲. 2007. 双重二元分割：单位制变革中的城市劳动力市场 (Dual binary form: 
The urban labor market in unit system transformation). 社会科学 (Social Science), (4): 
47–57. 



Differential Mode of Status: Theoretical Perspectives and an Analysis 137 

Yan, Y. 阎云翔. 2006. 差序格局与中国文化的等级观 (“Chaxu geju” and the notion of 
hierarchy in Chinese culture). 社会学研究 (Sociology Studies), 4: 201–213.  

Yao, X. 姚先国, & Li, X. 黎煦. 2005. 劳动力市场分割：一个文献综述 (A review of 
literature on labor market segmentation). 渤海大学学报（哲学社会科学版）(Journal of 
Bohai University: Philosophy and Social Science), 27(1): 78–83. 

Zytowski, D. 2006. Super Work Values Inventory-Revised: Technical manual (Version 1.0). 
Retrieved from www.Kuder.com/PublicWeb/swv_manual.aspx 
 

 



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 600
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 600
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


