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ABSTRACT

Organizational justice and intention to stay are important factors of an organization. The purpose of this study was taking perceived

alternative employment opportunities as a moderator to verify the relationship between organizational justice and intention to stay.

The main hypothesis was that organizational justice influenced intention to stay. It was also hypothesized that the relationship

between organizational justice and intention to stay was moderator by perceived alternative employment opportunities. In this study,

we target to sample survey on the full time employee in Taiwan. A total of 450 ques-tionnaires, 389 were valid sample, response rate

was 86.44 percent. The results of this study showed that organizational justice significant positive influences intention to stay.

Moderating effects have been observed in perceived alternative employment opportuni-ties between organizational justice and

intention to stay. Future study and practical im-plication of this study were also discussed. 內容目錄 中文摘要　．．．．．．．．
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