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ABSTRACT 
The main objective of this study is evacuating the effect of reward and manages the allocation of 
additional resources on the financial performance of Isfahan Saderat state bank. This research is a 
descriptive-square research. The population of the study consisted of all employees of Isfahan Saderat 
state bank. Since the total number of employees of Isfahan Saderat state bank is 2104, the sample size was 
estimated 325 by using a Morgan tables. In this study, cluster sampling method was used. Thus initially 
Isfahan splits to the four provinces of the north, south, east and west and for each section between bank 
employees 9 excess questionnaires that means 90 questionnaires for each section, totally 360 
questionnaires were distributed that from this number 325 questionnaires were analyzed. The results of 
the research indicate that allocated additional resources management and rewarding has effect on 
financial performance of Isfahan Saderat state bank.   
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INTRODUCTION 
Considering the performance of the organization as an index for the payment of the reward is based on 
this view which all individuals in the organization are attempting their best for organization to achieve the 
best performance and at the end rewards will be paid to the organization. Some combination companies 
perform this plan to use rewards system of individual, group, and organization simultaneously (Rich and 
Kuntz, 2009). Reward is a controversial and integral factor of organizational life. The issue of 
organizational rewards is always existed; but it is something beyond the employee cash wages. Despite 
the financial investment and the long time spent on creating organizational reward systems, the results 
indicate that expected motivation effect is often not achieved. Recently a consultant and writer in the 
issue of the management has pointed to eight major cause regarding the question of “why rewards do not 
motivate?” that some of these include much emphasis on cash rewards, provide rewards which has no 
incentive effects, giving reward to inconsistent behaviors with profitability, exist a delay between 
performance and rewarding, provide the same or similar rewards at a high frequency, using incentive 
rewards with short motivation effect and etc. When the employee’s attempts are not enough detected or 
rewarded, it causes the dissatisfaction of employees and less their commitment to customers and priorities 
of the strategic services organization (Mohammadi et al., 2012). According to mentioned issue, it can be 
inferred that allocated additional resource and rewarding systems can play an important role in predicting 
individual behavior. So, the extensive investigation should be done in this field to examine that in 
different environmental condition in order to use it in different environment and different working 
cultures. Therefore, we can say that the main issue of this study is: Does reward and allocated additional 
resources management affect on financial performance of Isfahan Saderat state Bank? 
2. Research Literature 

2-1. The Role of Reward System in Increasing the Productivity 
Exist the reward system is the most important aspect of increasing profitability in any organization and 
without reward no organization may not survive. The salary that the person receives at the end of the 
month is reward of his work, but this reward when pay continuously and without reasonable relation to 
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performance, the person is unmotivated to do the right thing. Thus we should create reasonable 
relationship between performance and the obtained result for individual until employees operate for 
higher productivity. There is no problem in hardware and IT in Iran's manufacturing and industrial 
organizations; rather, the problem is in social software and how to align technology with human beings. 
Technology willingly or unwillingly will affect the human and culture, and this effect is mutual and any 
industry has its own behaviors require. Therefore, for industrial revolution should occur behavioral 
aspects of the industry and industrialization of the behaviors to combine technology and behavior leading 
to maximum productivity and at the same time leading to human dignity and divine values and this 
coordination sets the labor relations and realized the goals (Roghani et al., 2012). 
2-2 Background of Research 

Mohammadi et al., (2012) in an article entitled "investigation of the causes of the effects of rewards for 
nurses: a case study", show failure to establish a proper relationship between optimal performance and 
rewards in amount of 78/8 percent and lack of proper balance between experience of internal and external 
rewards. Also from the point of view of supervisors, the lack of suitable tools for evaluating performance 
and rewards policies, as is the cause of the effect. 
Condole in year of (2010) did the article entitled "investigation of interventions performance management 
reward basis strategy”. The main objectives of the first intervention which is called reward performance 
management create the opportunity for organization to create function-based reward management. The 
second intervention means investment, in reward strategy to institutionalize performance management, is 
deemed as an organization method and way of employee’s life. This intervention also formed of ten 
propulsions.  
Furtado et al., (2004) conducted a research entitled "improving organizational performance through a 
reward system" in 2004. Performance appraisal process has attracted much attention to increase team 
productivity cause of focus of organizations. Multiple methodologies as well as models to create a 
measurement system created by: scoring card balanced, question-objectives matrix, system management 
and operations software and combined capacity maturity model. The results indicate that reward system 
will improve organizational performance. 
3. Population and Sample 

The population of the study includes all employees of Isfahan Saderat state bank. Due to the statistical 
population size is limited and specified, Morgan table used for determining the sample size. Since the 
total number of employees of Isfahan Saderat state bank is 2104, the sample size by using a Morgan 
tables was estimated 325. In this study, cluster sampling method was used. Thus initially Isfahan split to 
the four provinces of the north, south, east and west and for each section between bank employees 9 
excess inventories that means 90 questionnaires for each section, collectively 360 questionnaires were 
distributed that from this number 325 questionnaires were analyzed.  
 

 
Figure 1: The proposed model of research 
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Table 1: The results of Cronbach's alpha for the variables 

Row Variables Cronbach's alpha 

1 Management of allocated excess resources 439/0  
2 Rewarding 040/0  
3 Financial yield 412/0  
9 Total stationary 493/0  

 

4. The Experience of Analyzing the Results  
4-1 Description of Allocated Additional Resources Management Variables 

As it is shown in table 2, the highest score for allocated additional resource management variable is 5 and 
the lowest score is 1 and the mean score of this variable is equal to 3/5592 and its standard deviation is 
0/85584.  
 

Table 2: Descriptions of allocation of additional resources management variable 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance Skewness 

 

Statistic Statistic Statistic Statistic Statistic Statistic Statistic 

Std. 

Error 

Allocated 
additional 
resources 
management 

325 1.00 5.00 3.5592 .85584 .732 -.772 .135 

Valid N 
(listwise) 

325 
       

 
4-2- Description of Rewarding Variable 

As it is obvious in table 3, the highest score for a rewarding variable is 5 and the lowest score is 1 and the 
mean score of this variable is equal to 3/3930 and its standard deviation is 0/86255.  
 

Table 3: Descriptions of rewarding variable 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance Skewness 

 

Statistic Statistic Statistic Statistic Statistic Statistic Statistic 

Std. 

Error 

Rewarding 325 1.00 5.00 3.3930 .86255 .744 -.732 .135 

Valid N 
(listwise) 

325 
       

 

Table 4: Descriptions of Financial yield variable 

 

N Minimum Maximum Mean 

Std. 

Deviation Variance Skewness 

 

Statistic Statistic Statistic Statistic Statistic Statistic Statistic 

Std. 

Error 

Financial yield 325 1.00 5.00 3.3858 .77836 .606 -.299 .135 

Valid N 
(listwise) 

325 
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4-3. Descriptions of Financial Yield Variable 

As it can be seen in table 4, the highest score for a financial yield variable is 5 and the lowest score is 1 
and the mean score of this variable is equal to 3/3858 and its standard deviation is 0/77836.  
Since this study is the impact of each independent variable on the dependent variable, in order to test the 
statistical assumptions, it is used from regression testing and Friedman ranking test for priority of each 
factor. 
First Hypothesis: Allocated additional resources management affects on financial performance of 
Isfahan state Saderat Bank. 
H0: µx,y = 0     Allocated additional resources management does not affect the financial performance. 
H1: µx,y ≠ 0    Allocated additional resources management affect the financial performance. 
 

Table 5: Results of regression analysis for allocate additional resources management and financial 

performance variables 

Model Summary
b
 

Model R R Square 

Adjusted R 

Square Std. Error of the Estimate Durbin-Watson 

1 .482
a
 .233 .230 .68286 1.777 

a. Predictors: (Constant), Management the allocation 
of excess resources 

  

b. Dependent Variable: Financial yield   

ANOVA
b
 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 45.679 1 45.679 97.960 .000
a
 

Residual 150.616 323 .466   

Total 196.295 324    

a. Predictors: (Constant), Management the 
allocation of excess resources 

    

b. Dependent Variable: Financial yield     

Coefficients
a
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.824 .162  11.244 .000 

Management the 
allocation of excess 
resources 

.439 .044 .482 9.897 .000 

a. Dependent Variable: Financial yield 
 

    

The amount of standard Beta shows the importance of each predictor in the model. Whatever this amount 
is greater emphasizes that it is more important. According to table (5) indicated that first research 
hypothesis is confirmed. This means that the sig value is less than the desired 0/05 Alpha value. So we 
can say with 95% confidence that allocated additional resources management variables influences 
financial performance as a dependent variable and approximately 23/3percent of changes of dependent 
variable explained by changing the allocation of additional resources management (R2= 0/233). So, with 
95% confidence H1 hypothesis is confirmed. Hypothesis H1 is confirmed. With respect to the Beta 
coefficient it can be said that additional resources management variable (Beta = 0/482) to the value of 
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2/48 percent determination the financial performance. In other words we can say that additional resources 
management variables to the amount of 2/48 percent can predict the dependent variable financial 
performance that this important role of this variable in predicting financial performance variable. So since 
the level of significance obtained is less than from amount of 0/05, so, with 95% confidence we can say 
that additional resources management impact on financial performance of Isfahan state Saderat bank. To 
test the correlation between the model error terms is used Durbin Watson statistic. The last column of 
table model summary shows the Durbin Watson statistic for the model. The Durbin Watson statistic 
obtained for model is equal to 1/777. If Durbin Watson statistic was between 1/5 and 2/5, H0 hypothesis 
cannot be rejected; it means that no correlation between the model error hypotheses is acceptable. So in 
this case, the lack of correlation between the errors of the model is valid. 
Second Hypothesis: Rewarding affect the financial performance of Isfahan state Saderat Bank. 
H0: µx,y = 0     Rewarding does not affect the financial performance. 
H1: µx,y ≠ 0    Rewarding affect the financial performance. 
 

Table 6: Results of regression analysis for rewarding variables on financial performance 

Model Summary
b
 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate Durbin-Watson 

1 .555
a
 .308 .306 .64847 1.791 

a. Predictors: (Constant), Rewarding   

b. Dependent Variable: Financial yield   

ANOVA
b
 

Model 
Sum of 
Squares df Mean Square F Sig. 

1 Regression 60.468 1 60.468 143.795 .000
a
 

Residual 135.827 323 .421   

Total 196.295 324    

a. Predictors: (Constant), Rewarding     

b. Dependent Variable: Financial yield     

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.686 .146  11.534 .000 

Rewarding .501 .042 .555 11.991 .000 

a. Dependent Variable: Financial 
yield 
 

    

The amount of standard Beta shows the importance of each predictor in the model. Whatever this value is 
greater emphasizes that it is more important. According to table (6) indicated that second research 
hypothesis is confirmed. This means that the sig value is less than the desired 0/05 Alpha value. So we 
can say with 95% confidence that rewarding variables influence financial performance as a dependent 
variable and approximately 30/8 percent of changes of dependent variable explained by changing the 
allocation of rewarding (R2= 0/308). So, with 95% confidence H1 hypothesis is confirmed. Hypothesis 
H1 is confirmed. With respect to the Beta coefficient it can be said that rewarding variable (Beta = 0/482) 
to the value of 48/2 percent determination the financial performance. In other words we can say that 
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rewarding variables to the amount of 48/2 percent can predict the dependent variable financial 
performance that this important role of this variable in predicting financial performance variable. So since 
the level of significance obtained is less than from amount of 0/05, so, with 95% confidence we can say 
that rewarding impact on financial performance of Isfahan state Saderat bank. To test the correlation 
between the model error terms is used Durbin Watson statistic. The last column of table model summary 
shows the Durbin Watson statistic for the model. The Durbin Watson statistic obtained for model is equal 
to 1/791. If Durbin Watson statistic was between 1/5 and 2/5, H0 hypothesis cannot be rejected; it means 
that no correlation between the model error hypotheses is acceptable. So in this case, the lack of 
correlation between the errors of the model is valid. 
 

Table 7: The results of the Friedman rank test 

Ranks 

 Mean Rank 

Allocated additional resources management  1.65 

Rewarding 1.35 

 

Test Statistics
a
 

N 325 

Chi-Square 30.724 

Df 1 

Asymp. Sig.  .000 

a. Friedman Test 

 

The results of Table (7) show that additional resources management and reward variables have won the 
highest and lowest ranking, respectively. So, In terms of average rating it can be said that additional 
resources management variables has achieved the highest average. Also according to the results of this 
table where sig = 0/000 ˂ 0/05 with 95% confidence we can say that this test is significant.  
Conclusions and Suggestions 
1- Results obtained from analysis of the data showed that more than 66 percent of men have formed to 
answer questions that ratio of men is double of women. Also in terms of age most respondents are 
included between the ages of 30-40 years so the ratio answers for this age group to be 45/2 percent. So we 
can say that more respondents are middle aged people. On the other hand, according to information 
obtained by the people, over 68% of respondents are covered undergraduate education that can be partly 
help the good judgment in responding to questions. Therefore, the obtained results in this study were 
more important.  
2- The highest score for allocation of additional resource management variable is 5 where 1 is the lowest 
score and the mean score of this variable is equal to 3/5592. Since the mean value obtained from analysis 
of data is greater than the average expected 3, so we can say that most respondents to the questions 
answer moderate to high. The results also show that additional allocation of resources in the bank can 
largely provide employee to satisfaction and on the other hand employee satisfaction is also leads to better 
performance in the banking that this would ultimately ensure the customers loyalty for the bank. 
3- The highest score for a rewarding variable is 5 where 1 is the lowest score and the mean score of this 
variable is equal to 3/3930 and its standard deviation is 0/86255. Since the mean value obtained from 
analysis of data is greater than the average expected 3, indicates that bank employees in order to their 
morale believe to rewarded more than anything else and know rewards necessary to for the meet the basic 
needs. Thus reward can play an important role in motivating employees. 
4- The highest score for a financial yield variable is 5 where 1 is the lowest score and the mean score of 
this variable is equal to 3/3858 and its standard deviation is 0/77836. Since the mean value obtained from 
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analysis of data is greater than the average expected 3, indicate that bank employees are concerned to both 
factors to improve financial performance and more important is that both options. 
To managers is suggested that procurement loans with lower interest to staff in order to shopping the 
housing or lands purchased by organization and provide to the bank employees and monthly reduced 
small amounts of their salary. 
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