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	相關論文		★ 空服員之工作特性、工作壓力源與個人壓力反應	★ 人力資源管理活動對員工離職意願之影響-
以工作滿意度為中介變項
	★ 直線主管之管理訓練與其參與人力資源管理活動之關聯	★ 直線經理參與人力資源管理活動之影響因素探討
	★ 員工風險承擔對個人持股意願之影響	★ 人力資本投資、知識分享與組織績效之關聯
	★ 人力資源部門跨界活動對企業採行高績效人力資源管理實務之影響	★ 賦權感知、工作滿意、組織承諾與服務行為之相關性研究―以某連鎖便利商店為例
	★ 實施利益分享制度對心理賦權感及工作滿意之影響	★ 員工股票獎酬對員工心理所有權之影響---以內外控人格特質為干擾變項
	★ 組織氣候感知、組織承諾與組織公民行為之關聯	★ 人力資源高績效工作實務、創新氣候與組織績效之關聯－以IC設計產業為例
	★ 高績效工作實務對員工知識分享行為之影響
-	★ 人格特質與工作績效之關係研究─以航空服務業空服人員為例
	★ 員工對功能彈性氣候的感知對工作滿意度的影響
以工作自主與工作要求為中介變項	★ 便利商店服務氣候對組織公民行為之影響
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	摘要(中)	影響業務人員績效的表現有許多因素，從個人的角度來看有人格特質、職能、態度等因素。過去的學者大都分別針對人格質與工作績效，或職能與工作績效進行探討，並未同時探討人格特質與職能對工作績效的影響。本研究主要探討業務人員五大人格特質及核心職能對於工作績效--業績達成率及年度考績的影響。


本研究針對某藥廠四個事業單位年資在半年以上的155位業務代表作為研究的樣本，其中五大人格特質量表採業務代表自評方式進行；而核心職能量表為個案公司所使用，由主管針對所屬的業務代表進行評核。透過這二種方式分別搜集五大人格特質及核心職能相關研究資訊，實際回收140份問卷，剔除無效問卷後的有效樣本為110份。經由迴歸分析統計方法整理分析後，有以下發現：


一、	業務代表的核心職能與工作績效—業績達成率及年度考績達到顯著水準，此顯示業務人員核心職能分數愈高，其工作績效的表現也愈好。


二、	業務代表的五大人格特質與工作績效—業績達成率及年度考績並未達到顯著水準，此顯示五大人格特質並無法預測業務人員的工作績效。
	摘要(英)	From an individual’s perspective, the factors related to sales representative’s job performance include personality, core competency, job attitude and etc. Instead of discussing both the personality’s and core competence’s impact on job performance in one study, past researches usually only dealt with one topic. The study is to explore the impact of “Big Five” personality traits and core competences of sales representative on job performance - sales achievement rate and year end performance.


The research sample, 155 sales representatives, came from four business units of the sales department in one Pharmaceutical company. A brief version of Goldberg’s Unipolar Big-Five Markers was distributed to sales representatives for self evaluation. The core competency survey developed and adopted by the Pharmaceutical Company was distributed to district managers for evaluating their sales representatives. The effective sample is 110 after deleting ineffective questionnaire. The findings after regression analysis are as follows.


1.	The relationship between core competency of sales representative and performance - such as sales achievement rate and year end performance rating is significant. This means the higher score of the sales representative’s core competency, the higher of sales achievement rate and year end performance rating.


2.	 The relationship between “Big Five” personality traits of sales representative and performance - such as sales achievement rate and year end performance rating is not significant. This means that the personality traits have no impact on sales representative’s sales achievement rate and year end performance rating.
	關鍵字(中)	
      	  ★ 業務代表
★ 人格特質
★ 核心職能
★ 工作績效	關鍵字(英)	
      	  ★ Performance
★ Sales Representative
★ Personality
★ Core competency
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