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ABSTRACT 

This study has done to study the impact of managers competencies on business performance. 

Managers Competencies dimensions were communication skills, decision-making skills, 

encourage and innovation and change, work relation, leadership skills, professional skills, 

skills in use of positive capabilities and skills in develop of team activities. And also, business 

performance dimensions were financial performance, non-financial performance and customer 

performance. The population was 152 Agricultural Bank managers in Ardabil province. We 

determined the amount of the sample size with the used of Cochran sampling method which 

the statistical sample is 109 of these managers which have been selected through the simple 

random sampling method. To gathering of data, we used a questionnaire with 47 items. The 

manager’s competencies questionnaire with 33 items and the business performance 

questionnaire with 14 items.Questionnaires reliability was estimated by calculating 

Cronbach’s Alpha. In order to analyze the data resulted from collected questionnaires 

deductive and descriptive statistical methods are used. The results Kolmogorov-Smirnov Test 

shows the test distribution is Normal. So we can use Pearson Correlation coefficients to test 

the hypothesis of the research. In order to determine the relationship between the variables of 

the study, the SPSS tool has been used.  The results show that managers competencies has an 

impact on business performance in Agricultural Bank and Managers Competencies 

dimensions have significant correlation with business performance. 

Keywords:  Managers Competencies, Business Performance, financial performance, non-

financial performance and customer performance. 

1. INTRODUCTION  

Only a few decades ago developments businesses developed linearlyat such a steady paced 

that companies did not have a difficult time inadapting to change. Today the situation is 

different. Even if a companyis able to identify changes in customer expectations before 

competitors, itmay very well be that it cannot meet the changes if it doesn’t learn to donew 

things or in new ways. Competence development that lags behindthe demands of the 

environment can become a competitive bottleneck.Such a bottleneck may arise from a lack of 

qualified people, from a lack of competencies in some area, or from a wrong combination of 



 IJMRR/ Sept 2013/ Volume 3/Issue 9/Article No-4/3424-3433              ISSN: 2249-7196 

Copyright © 2012 Published by IJMRR. All rights reserved  3425

competencies.It may also be that the competence level is not high enough. A companywith 

limited competencies cannot make new moves in the marketplace,and, moreover, might not 

even be able to identify new opportunities crucial for business success. Just like mediocre 

products, mediocre competencieshardly ever lead to market leadership.Competence has 

become a critical strategic factor for a company’ssuccess (Laakso-Manninen and Viitala, 

2007). 

Competence managementhas its roots in management theory,especially in strategic 

development. In addition, competence managementhas drawn on the behavioral sciences, on 

pedagogy, cognitivepsychology as well as information technology. The main focus has 

beenon competence as a business generator, not on competence as a questionof individual 

competencies (Laakso-Manninen and Viitala, 2007). 

The terms “competency” and “competence” are often used interchangeably, which can cause 

confusion. However, they can be differentiated as in the following: 

• Woodruffe (1991) says about competency or competencies: “Competency is a person 

based concept which refers to the dimensions of behavior lying behind competent 

performance.” Competencies are behavioral characteristics. They are sometimes known as 

“soft skills” or leadership oriented. 

• Woodruffe (1990) defines competence as “A work-related concept which refers to areas of 

work at which the person is competent.” Competent people at work are those who meet their 

performance expectations. Competences describe the things they have to be able to do to 

perform effectively. These are often described as “hard skills” or management oriented 

(Armstrong, 2003). 

There are a bewildering number of definitions of “competency”. The majority of these 

definitions are simply variations on two themes which have different origins. These two 

themes are: 

• Description of work tasks or job outputs – These have their origins in national training 

schemes. One is the Management Charter Initiative (MCI). The MCI definition of competence 

is “the ability of a manager to perform to the standards required in employment” 

(Whiddett&Hollyforde (1999, p. 3) 

• Descriptions of behavior– These have evolved from the work of researchers and 

consultants specializing in managerial effectiveness. According to Whiddett&Hollyforde 

(1999) a job competency is “an underlying characteristic of a person which results in 

effective and/or superior performance in a job.” (Whiddett&Hollyforde, 1999). Variations 

typically develop on what the characteristics may be – as, for example, in this much quoted 

definition by Boyatzis (1982): “A job competency is an underlying characteristic of a person 

in that it may be a motive, a trait, a skill, an aspect of one’s self-image or social role, or a 

body of knowledge which he or she uses.” (Boyatzis (1982) 

Virtanen (2000) argues that the key to public manager’s effectiveness is thevalue 

competencies or commitments. Virtanen (2000) constructs his own framework of five 

competence areas for public managers: 

1) Task competence 

2) professional competence in subject area 
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3) professional competence in administration 

4) political competence and 

5) ethical competence 

Most of these competencies are the same as a manager in the private sector must possess 

tocope with the daily business. The difference is that in the private business it is the market 

andboard of directors that set the manager’s agenda whereas, as mentioned above, it is the 

publicand the politician that make the agenda for the manager in the public sector. New 

PublicManagement has made its influence and according to Virtanen (2000) after comparing 

themorality implicit in New Public Management (NPM) with that under-pinning the 

publicservices welfare states Virtanen concludes that NPM has challenged the traditional 

valuecompetencies of public managers and created tensions in their commitments to the 

publicservice. In other words public managers have been more committed to their job in a 

way astheir counterpart in the private sector. 

Miller, Ranking, and Neathey (2001) explain the two prime reasons for organizations to use 

competencies are: 

1. that the application of competencies to appraisal, training and other personnel processes 

will help to increase the performance of employees. 

2. that competencies provide a means of articulating corporate values and objectives, so that 

their requirements can be embodied in HR practices, and be readily understood by individuals 

and teams within the organization (Miller et al. 2001). 

Performance management systems, which typically include performance appraisal and 

employee development, are the “Achilles’ heel” of human resources management. They suffer 

flaws in many organizations, with employees and managers regularly bemoaning their 

ineffectiveness. A recent survey by Watson Wyatt showed that only three out of 10 workers 

agree that their company’s performance management system helps improve performance. 

Less than 40 percent of employees said their systems established clear performance goals, 

generated honest feedback or used technology to streamline the process. While these results 

suggest that there may be poorly designed performance management systems in many 

organizations, it is typically not poorly developed tools and processes that cause difficulties 

with performance management. Rather, difficulties arise because, at its core, performance 

management is a highly personal and often threatening process for both managers and 

employees (Pulakos, 2004). Business performance management is a set of management and 

analytic processes that enables the management of an organization’s performance to achieve 

one or more pre-selected goals. Synonyms for "business performance management" include 

“corporate performance management" and "enterprise performance management" (Frolick et 

al, 2006). Business performance management is contained within approaches to business 

process management (VomBrocke&Rosemann, 2010). 

Business performance management has three main activities: 

1. selection of goals, 

2. consolidation of measurement information relevant to an organization’s progress against 

these goals, and 
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3. interventions made by managers in light of this information with a view to improving 

future performance against these goals. 

Although presented here sequentially, typically all three activities will run concurrently, with 

interventions by managers affecting the choice of goals, the measurement information 

monitored, and the activities being undertaken by the organization. 

Because business performance management activities in large organizations often involve the 

collation and reporting of large volumes of data, many software vendors, particularly those 

offering business intelligence tools, market products intended to assist in this process. As a 

result of this marketing effort, business performance management is often incorrectly 

understood as an activity that necessarily relies on software systems to work, and many 

definitions of business performance management explicitly suggest software as being a 

definitive component of the approach (Dresner, 2009). 

Business performance management consists of a set of management and analytic processes, 

supported by technology, that enable businesses to define strategic goals and then measure 

and manage performance against those goals. Core business performance management 

processes include financial planning, operational planning, business modeling, consolidation 

and reporting, analysis, and monitoring of key performance indicators linked to strategy. 

The field of Business Performance Measurement (BPM) lacks a cohesive body of knowledge 

(Marr and Schiuma, 2003). Management researchers in areas as diverse as strategy 

management, operations management, human resources, organizational behavior, information 

systems, marketing, and management accounting and control are contributing to the field of 

performance measurement (Franco-Santos and Bourne, 2005). While diverse and multi-

disciplinary research is appealing, it can also foster complications. These different approaches 

towards performance measurement have led to numerous definitions of a BPM system2, and 

there is little consensus regarding its main components and characteristics (Dumond, 1994). 

Figure 1 shows the conceptual model of this study. The model consists of two parts 

competence and performance. Competency part is derived from  Karami (2007), Nirumand 

(2011) and Ekrami (2011) research and performance part is derived from Ebrahimpour et al 

(2011) research.  

 

Fig 1: The conceptual model 
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2. METHODOLOGY 

The main purpose of this study was surveying the impact of managers competencies on 

business performance. The population was 152Agricultural Bank managers in Ardabil 

province. We determined the amount of the sample size with the used of Cochran sampling 

method which the statistical sample is 109 of these managers which have been selected 

through the simple random sampling method. To gathering of data, we used a questionnaire 

with 47 items. The manager’s competencies questionnaire with 33 items and the business 

performance questionnaire with 14 items.Questionnaires reliability was estimated by 

calculating Cronbach’s Alpha. Table 1 shows the number of question and Cronbach’s Alpha 

for each dimensions of research. 

Table 1: Number of question and Cronbach’s Alpha for each dimensions 

Alpha No. of Items Dimensions 

0.88 33 managers competencies 

0.93 14 business performance 

In order to analyze the data resulted from collected questionnaires deductive and descriptive 

statistical methods are used. The results Kolmogorov-Smirnov Test shows the test distribution 

is Normal. So we can use Pearson Correlation coefficients to test the hypothesis of the 

research. In order to determine the relationship between the variables of the study, the SPSS 

tool has been used.  

3. RESULTS 

A) Demographic Results  

The data gathered from questionnaires shows that, eighty four percent are male and sixteen 

percent are female. The responder’s degree is 19.4 percent MA, 68.4 percent BA and 5.1 DA 

and 7.1 percent have Diploma degree. It means that the most of the managers have university 

degree.  

Table 2: Responders degree 

Valid Degree Frequency Percent 

 Diploma 7 7.1 

 AD 5 5.1 

BA 67 68.4 

MA 19 19.4 

Total 98 100.0 

Table 3 shows the statistical parameters such as mean, standard deviation.  
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Table 3: Statistical parameters of variables 
 S.D Mean Variables 

1.68  13.67 Communication skills 

2.01  11.39 Decision-making skills 

2.83  11.45 Encourage and innovation and change 

1.81  13.21 Work Relation  

3.20  14.35 Leadership skills 

2.18  12.74 Professional Skills 

2.72  12.43 Skills in use of positive capabilities 

3.04  12.27 Skills in develop of team activities  

2.68 8.57 Financial performance 

2.54 15.75 Non-financial performance 

4.16 16 customer performance 

The results of table 3 shows that mean (standard deviation) dependent and independent 

variables, the communication skills 13.67 (1.68), decision-making skills 11.39 (2.01), 

encourage and innovation and change 11.45 (2.83), work relation 13.21 (1.81), leadership 

skills 14.35 (3.20), professional skills 12.74 (2.18), skills in use of positive capabilities 12.43 

(2.72), skills in develop of team activities 12.27 (3.04), Financial performance 8.57 (2.68), 

Non-financial performance 15.75 (2.54) and customer performance 16 (4.16). Highest mean 

belong to non-financial performance dimension and lowest to financial performance among 

business performance dimensions. Also, Highest mean belong to leadership skills dimension 

and lowest to decision-making skills among managers competencies dimensions. 

4. ANALYSIS AND RESULTS 

A) Hypotheses Results 

In this paper we have one main hypothesis and three secondary hypotheses. The statistical 

way of analysis of hypotheses is two ways, H1 is acceptance of hypothesis and H0 is rejecting 

of hypothesis. In other words, it means that H1 has positive meaning and H0 has no meaning. 

Secondary hypotheses 1:Managers competencies has an impact on financial 

performance in Agricultural Bank. 

Correlation analysis has been done in order to determine the impact of managers 

competencies dimensions as independent variables and financial performance of managers 

asdependent variable. The correlation analysis resultbetween these variables is shown in table 

4.  

Table 4: Results of Correlation coefficient of Hypothesis 1 

Independent variable dependent 

variable 

r P-value Result 

Communication skills Financial 

performance 

0.229 .023* Confirm H1 

Decision-making skills 0.208 .04* Confirm H1 

Encourage and innovation and change 0.294 .003** Confirm H1 

Work Relation  0.285 .004** Confirm H1 

Leadership skills 0.364 .000*** Confirm H1 

Professional Skills 0.347 .000*** Confirm H1 

Skills in use of positive capabilities 0.232 .022* Confirm H1 

Skills in develop of team activities  0.276 .006** Confirm H1 

Total   0.408 .000*** Confirm H1 

 0.001<P***0.01<P**0.05<P*  
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The results of research shows communication skills (0.229), decision-making skills (0.208), 

encourage and innovation and change (0.294), work relation (0.285), leadership skills (0.364), 

professional skills (0.232), skills in use of positive capabilities (0.276), skills in develop of 

team activities (0.276) and finally managers competencies (0.408) have significant correlation 

with financial performance. 

According to table 3 results, we can reject H0 and confirm H1, and say that managers 

competencies has an impact on financial performance in Agricultural Bank. 

Secondary hypotheses 2:Managers Competencies has an impact on non-financial 

performance in Agricultural Bank 

Correlation analysis has been done in order to determine the impact of managers 

competencies dimensions as independent variables and non-financial performance of 

managers asdependent variable. The correlation analysis resultbetween these variables is 

shown in table 5.  

Table 5: Results of Correlation coefficient of Hypothesis 2 

Independent variable dependent 

variable 

r P-value Result 

Communication skills non-financial 

performance 

0.293 .003** Confirm H1 

Decision-making skills 0.440 .000*** Confirm H1 

Encourage and innovation and change 0.415 .000*** Confirm H1 

Work Relation  0.252 .012** Confirm H1 

Leadership skills 0.347 .000*** Confirm H1 

Professional Skills 0.320 .023* Confirm H1 

Skills in use of positive capabilities 0.356 .000*** Confirm H1 

Skills in develop of team activities  0.338 .001** Confirm H1 

Total   0.487 .000*** Confirm H1 

 0.001<P***0.01<P**0.05<P*  

The results of research shows communication skills (0.293), decision-making skills (0.440), 

encourage and innovation and change (0.415), work relation (0.252), leadership skills (0.347), 

professional skills (0.230), skills in use of positive capabilities (0.356), skills in develop of 

team activities (0.338) and finally managers competencies (0.487) have significant correlation 

with non-financial performance. 

According to table 3 results, we can reject H0 and confirm H1, and say that managers 

competencies has an impact on non-financial performance in Agricultural Bank. 

Secondary hypotheses 3: Managers Competencies has an impact on customer 

performance in Agricultural Bank 

Correlation analysis has been done in order to determine the impact of managers 

competencies dimensions as independent variables and customer performance of managers 

asdependent variable. The correlation analysis resultbetween these variables is shown in table 

6.  
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Table 6: Results of Correlation coefficient of Hypothesis 3 

Independent variable dependent 

variable 

r P-value Result 

Communication skills customer 

performance 

0.306 .002** Confirm H1 

Decision-making skills 0.262 .009* Confirm H1 

Encourage and innovation and change 0.238 .018* Confirm H1 

Work Relation  0.275 .006** Confirm H1 

Leadership skills 0.449 .000*** Confirm H1 

Professional Skills 0.201 .031* Confirm H1 

Skills in use of positive capabilities 0.243 .016* Confirm H1 

Skills in develop of team activities  0.327 .001** Confirm H1 

Total   0.407 .000*** Confirm H1 

 0.001<P***0.01<P**0.05<P*  

The results of research shows communication skills (0.306), decision-making skills (0.262), 

encourage and innovation and change (0.238), work relation (0.275), leadership skills (0.449), 

professional skills (0.201), skills in use of positive capabilities (0.243), skills in develop of 

team activities (0.327) and finally managers competencies (0.407) have significant correlation 

with customer performance. 

According to table 3 results, we can reject H0 and confirm H1, and say that managers 

competencies has an impact on customer performance in Agricultural Bank. 

Main hypotheses:Managers Competencies has an impact on business performance in 

Agricultural Bank 

Correlation analysis has been done in order to determine the impact of managers 

competencies dimensions as independent variables and business performance of managers 

asdependent variable. The correlation analysis resultbetween these variables is shown in table 

7.  

Table 7: Results of Correlation coefficient of main Hypothesis 

Independent variable dependent 

variable 

r P-value Result 

Communication skills business 

performance 

0.350 .000*** Confirm H1 

Decision-making skills 0.367 .000*** Confirm H1 

Encourage and innovation and change 0.376 .010* Confirm H1 

Work Relation  0.339 .001** Confirm H1 

Leadership skills 0.490 .000*** Confirm H1 

Professional Skills 0.257 .011* Confirm H1 

Skills in use of positive capabilities 0.337 .001** Confirm H1 

Skills in develop of team activities  0.393 .001** Confirm H1 

Total   0.535 .000*** Confirm H1 

 0.001<P***0.01<P**0.05<P*  

The results of research shows communication skills (0.350), decision-making skills (0.368), 

encourage and innovation and change (0.376), work relation (0.339), leadership skills (0.490), 

professional skills (0.257), skills in use of positive capabilities (0.337), skills in develop of 

team activities (0.393) and finally managers competencies (0.535) have significant correlation 

with business performance. 

According to table 3 results, we can reject H0 and confirm H1, and say that managers 

competencies has an impact on business performance in Agricultural Bank. 
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5. CONCLUSION  

This study has done to study the impact of managers competencies on business performance. 

Managers Competencies dimensions were communication skills, decision-making skills, 

encourage and innovation and change, work relation, leadership skills, professional skills, 

skills in use of positive capabilities and skills in develop of team activities. And also, business 

performance dimensions were financial performance, non-financial performance and customer 

performance. 

The population was managers of Agricultural Bank in Ardabil province. We developed one 

main hypothesis and three secondary hypotheses and analysis them. The results show that 

managers competencies has an impact on business performance in Agricultural Bank and 

Managers Competencies dimensions have significant correlation with business performance. 

The findings of Secondary hypothesis 1 show communication skills, decision-making skills, 

encourage and innovation and change, work relation, leadership skills, professional skills, 

skills in use of positive capabilities and skills in develop of team activities have significant 

correlation with financial performance of Agricultural Bank managers in Ardabil province. 

The findings of Secondary hypothesis 2 show communication skills, decision-making skills, 

encourage and innovation and change, work relation, leadership skills, professional skills, 

skills in use of positive capabilities and skills in develop of team activities have significant 

correlation with non-financial performance of Agricultural Bank managers in Ardabil 

province. 

The findings of Secondary hypothesis 3 show communication skills, decision-making skills, 

encourage and innovation and change, work relation, leadership skills, professional skills, 

skills in use of positive capabilities and skills in develop of team activities have significant 

correlation with customer performance of Agricultural Bank managers in Ardabil province. 

Finally, the findings of business hypothesis show communication skills, decision-making 

skills, encourage and innovation and change, work relation, leadership skills, professional 

skills, skills in use of positive capabilities and skills in develop of team activities have 

significant correlation with customer performance of Agricultural Bank managers in Ardabil 

province. 
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