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Chapter 1

Thesis Question and Critical Literature Review

                                                            
1 The term “China returnees” refers to people who were born in China and retuning home after sojourning 
overseas; they have either overseas work experience or study experience.  
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2 It is rare to find a fellow returnee who is paid differently from oneself in the same firm, so we do not expect to 
see any returnees comparing against fellow returnees on a different salary.  
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1.1. Salary type and Distributive justice 
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1.2. The Choice of Referent  
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1.3. Importance of particular pay referent  

If a Local worker is taken as the preferred referent.
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Hypothesis 2 a local worker
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If an expatriate is chosen as the preferred referent.
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If a returnee colleague within the same company is taken as the preferred referent.

same

Hypothesis 4:  no difference

a returnee colleague

1.4. Distributive justice and employee attitudes (organizational commitment and 

turnover intention)
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1.5. A possible mediating role for Distributive justice  

‘1.4. Distributive justice and employee attitudes’ section

Hypothesis 5: 
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Chapter 2

Method

 

2.1. Sample   

n full-time

                                                            
3 Part-time work experience overseas is not included here. China returnees who had no full time professional work 
experience overseas means they were ‘students overseas’; China returnees who had full time overseas professional 
work experience were ‘workers overseas’. However, as ninety-five per cent of the sample had overseas 
qualifications, I did not divide participants into “students overseas” versus “worker overseas” because the 
distinction between them is actually the years of full time professional work experience overseas.  
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Educational attainments. 

Age and gender.  N n

2.2. Measures 
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Questionnaire content – measures and items  
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Salary type.

                                                            
4 Clear definitions for each of the pay referents were given to the participants. A local worker is someone in your 
position performing similar tasks within the same organization but having neither an overseas qualification nor any 
overseas work experience; A foreign expatriate is someone in your position performing similar tasks and with 
similar years of work experience or qualification; A returnee colleague is someone in your position performing 
similar tasks within the same organization, and having similar overseas qualification and/or a similar amount of 
overseas work experience. 
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Preferred referent.

Distributive justice.
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Organizational commitment5

turnover intention. 

Social desirability.

                                                            
5 Organizational commitment is recognized as a multidimensional concept composed of continuance, affective, and 
normative commitment (Meyer & Allen, 1991). However, in this particular study, only two components of 
organizational commitment were measured: affective and normative commitments. This choice was made for the 
following reason. The model in Figure 1 was most interested in people’s choice, and both affective and normative 
commitments are freely chosen commitments. For example, as affective commitment is defined as the employee's 
positive emotional attachment to the organization, means an employee commits to the organization because 
he/she "wants to". In terms of normative commitment, it refers to individual commits to and remains with an 
organization because of feelings of obligation (this feelings of obligation will be compromised if receiving injustice 
which has been explained by Social Exchange Theory in Chapter 1 – 1.4). However, for continuance commitment, a 
person commits to the organization because he/she perceives a high cost of losing organizational membership (i.e. 
people stay because they have to). 
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2.3. Procedure 

http://www.sojump.com/

http://www.linkedin.com/

                                                            
6 The term ‘qualified participant’ refers to a China returnee who meets the following criteria: 1) “Highly skilled” 
(defined as Bachelors degree or above, and/or with significant experience in a knowledge profession), 2) working 
inside China and in a foreign invested firm, 3) self-initiated (i.e. not on expatriate assignments), and 4) have been 
working and living in China no more than 2 years since he/she returned (i.e. still in a phase of re-entry). 
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Chapter 3

Results

 

3.1. Data reduction – Protocol  
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Factor 1: Distributive justice

Factor 2: organizational commitment

Factor 3: Turnover intention

Factor 4: Social desirability
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3.2. Descriptive statistics and correlations between mean scores per item per factor  

                                                            
7 P-value ( ) for correlation coefficient in Table 2 was adjusted to 0.005 by applying a Bonferroni correction. The 
Bonferroni correlation is used for multiple comparisons to reduce the risk of Type I error (Type I error = falsely 
accepting an effect is present when it is not/ falsely rejecting the null hypothesis). The p value needs to be lowered 
to account for the number of comparisons being performed. In the current study, as 10 comparisons were 
performed, the new critical p value would be /10 = 0.005. Therefore, one asterisk in table 1 means that the 
probability is .005. 
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Note: 

N p p

r p

                                                            
8 If a China returnee has none overseas professional work experience, it means this person only has overseas study 
experience, i.e., student overseas. As explained in ‘Method – 2.1. Sample’, sampled China returnees were not 
divided into “students overseas” versus “worker overseas” since the distinction between them can be the years of 
full time professional work experience overseas.  
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3.3. Central Tendencies   
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3.4. Testing Hypothesis 1-4: Relationships among Salary type, Preferred referent, and 

Distributive justice.
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F p

                                                            
9 The term “simple effects” refers to the effect of one group of the Independent variable at one group of another 
Independent variable.  

10 There were n = 21 participants in the category of ‘intermediate salary/local worker’, which means the number of 
intermediately paid participants who took a local worker as their preferred referent was 21. In the same vein, there 
were n = 18 participants in the category of ‘local salary/local worker’; n = 18 participants in the category of 
‘intermediate salary/expatiate’; n = 18 participants in the category of ‘local salary/expatriate’; n = 16 participants in 
the category of ‘intermediate salary/returnee colleague’; n = 18 participants in the category of ‘local salary/returnee 
colleague.  



41 
 

 

local worker

F

                                                            
11 F-tests are used to exam the significance of the simple effects, and those F – tests used in Figure 2 are based on 
the linearly independent pairwise comparisons among the estimated marginal means (i.e. cell means).     
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3.5. Testing Hypothesis 5: Does Distributive justice mediate the relationship between 

Salary type and Organizational Commitment?   

                                                            
12 There were n = 39 participants took a local worker as the preferred pay referent; n = 36 participants chose an 
expatriate as the preferred pay referent; and n = 34 participants used mostly a returnee colleague as the preferred 
pay referent. 
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p p p

LOCAL REFERENT: Salary type – Distributive justice – Organizational commitment  

  p 
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 p 

p < 

p

                                                            
13 The criteria of mediation testing procedures proposed by Baron and Kenny (1986) can be used to informally 
assess whether or not mediation occurs. However, MacKinnon, Warsi, & Dwyer (1995) popularize statistically based 
methods by which mediation can be formally judged. Sobel test (1982) is much more common and more highly 
recommended method of formally testing the significance of a mediation effect (MacKinnon, Lockwood, Hoffman, 
West, & Sheets, 2002). 
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partially

3.6. Testing Hypothesis 6: Does Distributive justice mediate the relationship between 

Salary type and Turnover intention?   

p p
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LOCAL REFERENT: Salary type – Distributive justice – Turnover intention  
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p

p
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p
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14 In exploratory research (e.g., Grimm, 1991), it has been argued that 0.10 may be a more appropriate significance 

level than 0.05, to avoid type II error (dismissing a linkage which may actually turn out to be there). 
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Chapter 4

Discussion

4.1. Summary of the Results 
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4.2. Links to Theory  
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4.3. Limitations of current research and possible suggestions for future studies
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4.4. Practical implications  
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4.5. Conclusions  
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Appendices 
 

Appendix 1: Questionnaire

Part One: General Background

o
o

* For statistical reasons, this question only helps the researcher to check that 
each participant in the study is from a different organization.  

o
o
o

o
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* A local Chinese worker is someone in your position performing similar tasks 
within the same organization but having neither an overseas qualification nor 
any overseas work experience.

o
o

o
o
o
o
o

* A foreign expatriate is someone in your position performing similar tasks and 
with similar years of work experience or qualification 

o
o

o
o
o
o
o

* A returnee employee is someone in your position performing similar tasks 
within the same organization, and having similar overseas qualification and/or 
a similar amount of overseas work experience 

o
o

o
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o

Part Two
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Appendix 2: Advertisement for Research Participants
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Appendix 3: Information sheet 
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