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ABSTRACT

The study aims to explore the relationship between the career mobile and internal audit work performance, to understand the career

mobility in internal auditors such as: promoted upward mobility, the level of rotation, and the inner core mobile. Equity perception

are introduced to examine the moderator effect on career mobile and internal audit work performance. That the impact of internal

auditors work performed, to understand the career mobile between the internal audit work performed. Therefore, internal auditors

in Taiwan was analyzed to examine the research problem , a total of one hundred and eighty-five questionnaires were issued.

Following, the empirical analysis by SPSS statistical software for analysis , results indicated career mobile, the level of rotation, and

the inner core mobile that was related to internal audit work performed . And promoted upward mobility was not related to work

performance. Also, we found that the relationship between the career mobile and internal audit work performance was not

moderated by the equity perception.
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