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ABSTRACT

The study focuses on the impact of expatriation assignments and the intention of turnover and talk about the moderating effects of

organizational motivation. Main research question are as follows: 1.to realize the relation between expatriation assignments and the

intention of turnover. 2. To realize the effects of expatriation assignments and the intention of turnover on moderating effects of

organizational motivation. 3. According to the result and tell some suggestions to be the sample of the expatriation human resource

management to government organization and private company. By case study, we separate two kinds of people to be the sample.

One is government organization, another is private company. The research result is as follows: 1. The relation between expatriation

assignments and the intention of turnover is positive. 2. When the expatriation ability is high, assignments need is high, they would

like to stay, the result is positive. 3. When the expatriation ability is high, assignments need is low, they would like to leave the

organization, the result is partly positive. 4. When the expatriation ability is low, assignments need is high, they would like transfer to

another position early, the result is positive. 5. When the expatriation ability is low, assignments need is low, they would not

voluntary to leave the job, and the result is negative. 6. The expatriation assignments on the moderating effects of ixorganizational

motivation, the intention of turnover will be effected, the result is partly positive. 7. When the expatriation ability is high, assignments

need is low, when organizational motivation is positive, they would not leave the organization, the result is positive. 8. When the

expatriation ability is low, assignments need is high, when organizational motivation is positive, they would not like to transfer to

another position early, the result is positive. 9. When the expatriation ability is high, assignments need is high, when organizational

motivation is negative, they would like voluntary to stay, the result is partly positive. 10. When the expatriation ability is low,

assignments need is low, when organizational motivation is negative, they would not voluntary to leave the job, and the result is

negative. The study list the suggestion to be the sample of government organization and private company on the expatriation human

resource management. 1. the suggestion to private company : (1) Business expatriation included choice management, training

management, and salary management. Performance evaluates and job support, etc. they should be pay more attention in the process

of organization grow and build the suitable mechanism to promote the performance. (2) To reach the internationalization company,

the cross culture of expatriation people is very important, we suggest to build the cross culture training to benefit the expatriation

people. 2. the suggestion to government organization: (1) Government organization is good at choosing people and xorganizational

motivation. In order to encourage people, we should build a fair performance evaluate mechanism to make people happy to devote

himself. (2) Government organization should pay attention in experience transfer and knowledge accumulates to help the job of

expatriation can continue to help the job spread.
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