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ABSTRACT

The bank runs its business through the financial holdings as the main financial products supplier, and all of the banks have

developed the “Department of Wealth”. This department gains lots of commission and fee revenue by selling high-profited

product and also brings low-risk income for its own bank. When they joined this market at the same time, it is a very important key

point that how to uses the “well-salary” and “well-welfare” to rise up its employee’s performance, and also creates “manages

finances special commissioners” their addition value for how to win this “Wealth Market”.

Therefore, this research depends on factors involve individual variable, reward

as independent variable, and job performance as dependent variable to probe into the relation among the reward and job

performance. According to the result that can help the executives how to understand the structure of personal salary would affect

investor’s benefit. An enterprise should pay attention not only the employee’s performance but also should design the balanced

commission and salary system for the human resource’s strategy in the future, and also could reach to the win-win for the investor,

enterprise, and individual.

And we did a survey based on “manages finances special commissioners” who work in Taipei area. There were 387 effective

questionnaires returned and analyzed by much statistic analysis. The important discoveries are stated separately as follows:

1. The different individual variables in job performance have obviously differences from “job efficiency” and “customer

satisfactions”

2. Analyzing the “reward” and “job performance”, both of them have positive relationship.

3. The fair of reward and job performance of job efficiency have positive relationship.

According to the result, bank should pay much more attention to the clerks, and build up the competitive salary system, enhance

staff professional knowledge, fair promotion system, well reward system, reinforce the ability of development, and well-control risk

system for promoting customer satisfaction and keep bank always in competiveness.
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