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Abstract

There are many factors that need to be taken
into consideration when concerning business
internationalization and globalization, and
“people’ is the key factor. However, the
construct of IHRM model of expatriates is
the main bottleneck for present business
development. Baha &Will argued that
international business should emphasize on
the development of the internationa
competence of international managers in
order to maintain the ability of business to
manage international issues, and through
fostering and developing of internationa



taent by organization. President Shih of
Acer Business Group interviewed by the
Asian Business Magazine aso indicated that
the toughest manageria challenge from now
on would be the fostering of international
managers. The study of Tung indicated that
the expatriate managers who are outstanding
in the headquarter didn’ t necessarily succeed
in foreign tasks. The study of Lee and
Chen revealed that the adjustment degree of
life, culture, and emotion for expatriates
influenced the job performance a lot. As
the reformation and opening of Mainland
China goes, the amount of investment of
Tawanese business in Mainland China has
become larger and larger. As a result, the
IHRM for expatriates has become one of the
most important issues. According to above,
this research will take Taiwanese business in
Mainland China as the subject to construct
the IHRM model and make the empirical
analysis.

The scope of the IHRM model covered
the selecting factors, cross-cultural training,
leadership behaviors, the adjustment degree
and repatriation intent for expatriates in
China. Based upon literature and opinions
of experts, this research developed suitable
guestionnaires.  Then, the questionnaire
survey and in-depth interview were used to
collect quantitative and qualitative empirical
data, the empirica research results and
IHRM model constructed in the study will be
expected to offer the references for
Taiwanese business in China and the related
authorities concerned.

The main results of the study are as
follows

1. The more Taiwanese business in China
emphasized on selection, training and
leadership for the expatriates, the better
adjustment level they werein.

2. The better adjustment level the
expatriates were in, the higher job
performance and the lower willingness of
repatriation they had.

3. The average duration period for the
expatriates of Tawanese business in
China is 2 years and seven months.
Furthermore, the stages of expatriate’ s

adjustment are as follows
(1) Honeymoon stage 0 1.7 months
(2) Culture Shock Stage 1.8 2.6 months
(3) Adjustment Stage 2.7 4.0 months
(4) Adaptation Stage 4.1 5.7 months
Keywords IHRM, Expatriate, Adjustment,
Cross-Cultural Training,
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Abstract
In order to enter to the huge market and
production resources in Mainland China, most

Taiwanese firms have consecutively invested or set up

plants a the coastal provinces of China. However,

aong with the successful cooperation of Southeast

Motors invested by China Motors Company, the

satellite businesses or related suppliers around China

Motors Company have also set out for the first step to

get into the China market. Especialy, when the
businesses are forced to face the problem about how to
adjust to the integration and gpplication of their global
competitive resources after both China and Taiwan
become members of WTO. To businesses, it is the
internationalized competence of the talent. How can
firms correctly and efficiently select and expatriate the
personnel to reside abroad has become the first
consideration. Therefore, the demand is greater than
supply for the expatriates naturdly, and the assgned
overseas managers to reside a Mainland China to
operate business have become a tendency.

This research is based on individud case study
method, which took four automobiles parts and
accessories manufacturers who invested in China as
the research objectives. Besides, to set up the
hypotheses to explorer the internationa human
resources management model suitable for Taiwanese
businesses. The contents of such model ranged from
the selection of the expatriates, cross-culturd training,
the leadership style of the superiors, degree of
adjustment and the willingness of repatriation. Based on
the literature reviewing, the researcher conducted the
in-depth interview to collect the qualitative empirica
data. After the analysis and discussion of the data, the
model of international human resource management
was found and it can be the managerial references for
the Taiwanese firms and related ingtitutions in China.
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Abstract

In order to enter to the huge market and utilize the production resources in Mainland China, most
Taiwanese firms have consecutively invested or set up plants at the coasta provinces of China
However, adong with the successful cooperation of Southeast Motors invested by China Mators
Company, the satellite businesses or related suppliers around China Motors Company have also set out
for the first step to get into the China market. Especially, when the businesses are forced to face the
problem about how to adjust to the integration and application of their global competitive resources after
both China and Taiwan become members of WTO. To Taiwanese businesses, it is the
internationalized competence of the tdent. How can firms correctly and efficiently sdlect and
expatriate the personne to reside in Mainland China has become the firss HRM issue.

This research is based on case study method, which took four automobiles parts and accessories
manufacturers which invested in China as the research objectives. Besides, to set up the proposition to
explore the international human resources management model suitable for Taiwanese businesses. The
contents of such model ranged from the selection of the expatriates, cross-cultura training, degree of
adjustment and the willingness of repatriation. Based on the literature reviewing, the researcher
conducted the in-depth interview to collect the qualitative empirical data. After the analysis and
discussion of the data, the modd of international human resource management was found and it can be
the managerial references for the Taiwanese firms and related ingtitutions in China.

Keywords Taiwanese Firm, Human Research Management, Auto Part/Accessory Industry,
Expatriate.
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