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The� purpose� of� this� paper� is� to� examine� the� effects� of� three� competencies,� which� are�
management� competence,� technical� competence� and� self-management� competence,� in�
predicting�managerial� effectiveness� of� sales�managers.�A� survey�was� conducted� with� 134�
managers�and�employees�who�are�working�for�selected�commercial�banks�in�Hanoi,�Vietnam.�
Data�were�analyzed�using�qualitative�and�quantitative�methods.�The�combination�of�interviews�
and�regression�analysis�methods�is�used�to�test�the�hypotheses.�The�results�show�that�all�three�
competency�factors�were�signi¿cantly�related�with�managerial�effectiveness.�It�is,�thus,�crucial�
IRU�9LHWQDPHVH�FRPPHUFLDO�EDQNV¶�PDQDJHUV�WR�XQGHUVWDQG�DQG�FRQWLQXDOO\�HTXLS�WKHPVHOYHV�

with� critical� competencies� that�would� transform� and� eventually� make� them� effective� and�
VXFFHVVIXO�PDQDJHUV�
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���,QWURGXFWLRQ

With� nearly� twenty� nine� years� of� establishment� and� development,� commercial� banks� in�
Vietnam�have�continuously�developed�in�scale,�quality�and�operational�ef¿ciency.�The�number�
of�Vietnamese�commercial�banks�has�increased�constantly.�Starting� from�four� state-owned�
commercial�banks,�the�Vietnam’s�commercial�banking�system�has�been�joined�by�joint-stock�
commercial� banks.� There� are� 35� domestic� commercial� banks� including� four� state-owned�
and�31�joint-stock�commercial�banks�in�Vietnam�(State�Bank�report,�2018).�The�Vietnamese�
FRPPHUFLDO� EDQNV� DUH� WKH�PRVW� LPSRUWDQW� SDUW� RI� WKH�PRGHUQ�EDQNLQJ� V\VWHP��7KH\� KDYH�

signi¿cantly�contributed�to�the�GDP�of�the�economy�(State�Bank�report,�2018).
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In� the� context� of� international� economic� integration� and� the� industrial� revolution� 4.0,�
technology�is�an�important�factor�of�the�economy.�Nevertheless,�human�resources�in�banking�
are� the� decisive� factor� (To,� 2018).� From� the� perspective� of� banking�management,� human�
resources�are�a�strategic�element�not�only�for�operational�ef¿ciency,�but�also�for�differences�
in�growth�and� sustainable�development.�Therefore,� commercial� banks�need� to�prepare� for�
LQWHJUDWLQJ� DQG� LPSURYLQJ�FRPSHWLYHQHVV�E\�HQKDQFLQJ� WKH�TXDOLW\�RI�KXPDQ� UHVRXUFHV� WR�

take�advantage�of�new�opportunities�and�minimize�challenges.

Sales�manager�is�one�of�the�key�positions�of�middle�managers�in�Vietnamese�commercial�
banks.� Sales� manager� plays� a� key� role� in� the� business� department� in� particular� and� the�
whole�business�in�general.�To�ful¿ll�its�role,�the�sales�manager�of�commercial�banks�need�to�
have� suf¿cient�knowledge,�skills,� attitudes�and�qualities� to�effectively�manage� themselves,�
the� team,� and� the� organization.�Nevertheless,� studies� about� components� of� sales�manager�
FRPSHWHQFLHV�DQG�WKH�LPSDFW�RI�WKRVH�FRPSHWHQFLHV�RQ�PDQDJHULDO�HIIHFWLYHQHVV�LQ�EDQNLQJ�

VHFWRU�UHPDLQ�DQ�XQUHVROYHG�SUREOHP��7KH�PDMRU�REMHFWLYH�RI�WKLV�DUWLFOH�IRFXVHV�RQ�WHVWLQJ�WKH�

LPSDFW�RI�FRPSHWHQFLHV�RQ�PDQDJHULDO�HIIHFWLYHQHVV�RI�VDOHV�PDQDJHUV��7KH�HPSLULFDO�UHVXOWV�

DUH�H[SHFWHG�WR�DWWULEXWH�WR�WKH�OLWHUDWXUH�E\�GHYHORSLQJ�FRPSHWHQF\�EDVHG�PDQDJHPHQW�DQG�

SURSRVH�PDQDJHULDO�LPSOLFDWLRQV�WR�LPSURYH�FRPSHWHQFLHV�DLPHG�DW�KHOSLQJ�VDOHV�PDQDJHUV�WR�

gain�necessary�knowledge�and�skills�to�enhance�effectiveness�at�individual�level.

This�paper�is�structured�as� follows.�In�Section�2,� it�begins�by�establishing�a�conceptual�
framework�through�a�review�of�related�literature.�The�hypothesis�development�is�founded�on�
each�reviewed�literature�theme.�In�Section�3,�the�paper�presents�a�research�framework.�Based�
on�primary�data,�the�paper�examines�the�impact�of�competencies�on�managerial�effectiveness�
of�sales�managers�in�Vietnamese�commercial�banks�in�Section�4.�Section�5�is�followed�with�
presentation� and�discussion� of� the�main� results.� In� the� ¿nal� section,� the�paper�outlines� its�
FRQWULEXWLRQ�DQG�SUHVHQWV�DUHDV�IRU�IXWXUH�UHVHDUFK�

���/LWHUDWXUH�UHYLHZ

����6DOHV�PDQDJHUV

If�in�the�20th�century,�the�role�of�the�business�system�was�only�to�“sell�products�and�services”,�
then�by�the�21st�century,�the�role�of�the�business�system�has�evolved�into�a�focus�on�“increasing�
customer� productivity”� (Leigh� and�Marshall,� 2001).� Nowadays,� the� business� system�with�
marketing� has�a� strategic� importance� to� organizations�and� businesses.�Sales�managers� not�
RQO\�SOD\� WKH� UROH�RI�PDQDJLQJ� WKH� WUDGLWLRQDO�³RUGHU� �� WDNHU´� V\VWHP��EX\� �� VHOO��EXW�DOVR�

manage�customer�relationships.�In�other�words,�they�are�the�people�who�convey�the�values�of�
the�organization�to�consumers,�seeking�to�establish�relationships�with�customers�and�maintain�
it.�It�can�be� said� that�the�importance�of� sales�managers�with�the� success�or�failure�of�each�
EXVLQHVV�LV�H[WUHPHO\�JUHDW�

Kahle� (2008)� argues� that� sales� manager� is� responsible� for� managing� business� plans,�
recruiting,� implementing� and� presenting� effective� business� plans.� The� sales� manager� is�
responsible�for�leading�and�coaching�the�business�team�(Pham,�2015).
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The�characteristics�of� sales�managers�are�not�only� reÀected�in� their� role� in� the�job,�but�
also�inÀuenced�by�the�nature�of�the�business�they�are�engaged�in,�in�particular�the�banking�
sector.�Commercial�banks�operate�in�the�¿eld�of�currency�trading,�providing�credit,�guarantee�
services,�international�payment�services,�etc.�The�process�of�providing�services�does�not�require�
workers� to� have� high� physical� requirements,� but� the� mentality,� the� attitude,� quali¿cation,�
UHODWLYHO\�KLJK�OHYHO�RI�WKLQNLQJ�

The�sensitivity�of�the�work�that�sales�managers�undertake�is�relatively�high�because�customer�
con¿dence�is�a�vital�factor�for�a�bank�(Cowling�and�Newman,�1995),�even�a�small�Àuctuation�
can�affect�psychology�of�customers,�which�in�turn�can�lead�to�a�shift�in�mass�of�customers.�
Building�trust�for�customers�in�this�area�is�extremely�important.�Therefore,�sales�managers�
at�commercial�banks�need�management�quali¿cations,�professional�ethics,�knowledge�of�the�
bank’s� regulatory� system,� compliance� with�market� discipline,� and� disciplines� in� currency�
transaction�(Alrubaiee,�2012).

Products�in�the�¿nancial-banking� industry�have�similarities�and�are�easy� to�be�imitated.�
Therefore,� the�products�of�commercial�banks�can�be�easily�followed�by�competitors.�Sales�
managers� will� be� the� factor� that� helps� make� a� difference� in� competition,� promote� credit�
growth�in�banks,�because�of�the�dynamism,�creativity�and�ability�to�make�big�differences�to�
develop.�Setting� the� right�business�strategy,�good�management�skills,� creativity� in�product�
development,� utility� services� and� continuous� innovation� are� the� important� tasks� of� this�
position.�A�commercial�bank�with�quali¿ed�sales�managers�will�deliver�these�positive�values,�
thereby�creating�a�high�competitiveness�and�different�from�other�commercial�banks�(DiPatti�
and�Dell’Ariccia,�2001).

Customers�in�the�banking�sector�are�diverse.�In�particular,�sales�managers�with�the�role�of�
providing�products�/�services�through�the�function�of�selling�and�customer�service�will�have�
to� regularly� interact�with�customers�of� different�ages�and�quali¿cations.�Human� resources�
in� this� industry�must� serve� customers�well� as� the� ability� to� communicate�Àexibly,� always�
have�a�cheerful�and�gracious�attitude�to�customers.�It�is�these�things�that�will�create�a�unique�
impression�for�the�bank,�make�a�difference�for�the�brand�of�the�bank�and�above�all,�it�is�the�
reputation�and�trust�of�the�market,�customers�and�businesses�for�the�bank�(Winstanley,�1996).

Jobs� in� the�banking�sector�are�often� risky.�Risks� in� banking�business�come� from�many�
different�sources,�from�the�business�activities�of�customers�to�the�morality�of�human�resources�
in�the�industry.�Therefore,�sales�managers�need�to�have�good�managerial�competencies�which�
allow� commercial� banks� to� minimize� expenses� such� as� input� costs,� management� costs,�
improve�labor�productivity.�In�addition,�personnel�in�this�position�need�to�have�a�high�degree�
of�autonomy�in�the�job�such�as�strict�compliance�with�business�processes,�proactive�handling�
of�related�jobs�(Staniec�and�Stygar,�2014).

����&RPSHWHQF\

The� de¿nition� of� competency� is� one� of� the�most� fraught� tasks� in� business� research,� with�
little�agreement�among�researchers.�All�de¿nitions�related�to�the�competency-based�approach�
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have� their�sources� in�the�research�of�McClelland� (1973),�initiated�in� the�1970s.�According�
to�McClelland�(1973),�competencies�possessed�by�employees�consist�of�knowledge,� skills,�
abilities� and� personal� characteristics� required� for� adequate� job� performance.� He� de¿nes�
FRPSHWHQFH�DV�D�SHUVRQDO� WUDLW�RU� VHW�RI�KDELWV� WKDW� OHDGV�WR�PRUH�HIIHFWLYH�RU�VXSHULRU� MRE�

performance.� In�other�words,� an�ability� that� adds�clear�economic�value� to� the�efforts�of� a�
person�on�the�job.�Boyatzis�(1982)�adopts�the�term�competency�an�“underlying�characteristic�
of�an�individual�that�is�casually�related�to�superior�performance�in�a�job”.�Spencer�and�Spencer�
(1993)�argue�that�the�concept�of�competencies�includes�“skills�and�abilities-things�you�can�do�
acquire�through�work�experience,�life�experience,�study�or�training”.

Although� the�meaning� and� de¿nition� of� the� term� competency� is� still� subject� to� debate�
(Shippman�HW�DO�,�2000),�the�paper�adopts�the�de¿nition�which�has�been�accepted�by�numerous�
scholars�as�“A�competency�is�a�cluster�of�related�knowledge,�skills,�and�attitudes�that�affects�a�
major�part�of�one’s�job�(a�role�or�responsibility),�that�correlates�with�performance�on�the�job,�
that�can�be�measure�against�well-accepted�standards,�and�that�can�be�improved�via�training�
and�development”�(Lucia�and�Lepsinger,�1999).

����0DQDJHULDO�HIIHFWLYHQHVV

(IIHFWLYHQHVV�RI�H[HFXWLYHV�LV�LPSRUWDQW�IRU�WKH�VXFFHVV�RI�DQ�RUJDQLVDWLRQ�LQ�WKH�FRQWHPSRUDU\�

business� arena� (Bao,� 2009).� Organisations� need� effective� and� competent� managers� to� be�
able�to�reach�their�objectives�ef¿ciently�and�effectively�(Boyatzis,�1982).�In�fact,�executives�
employ�their�competencies�and�enhance�the�economic�value�of�raw�resources�to�play�a�crucial�
UROH�LQ�WKH�GHYHORSPHQW�DQG�WKH�H[HFXWLRQ�RI�RUJDQLVDWLRQDO�RSHUDWLRQV�DQG�HIIHFWLYHQHVV�RI�

the�implemented�strategies/policies�(Analoui,�2007).�Organisations�need�effective�and�skilled�
executives�to�facilitate�corporate�success�in�the�long�run.�Moreover,�managerial�effectiveness�
is�a�key�component,�which�enables�effectual�operation�and�delivery�of�complex� initiatives�
(Analoui,� 1999).� Researchers� have� described� managerial� effectiveness� in� various� ways,�
WKRXJK�WKHUH�LV�\HW�FRQIRUPLW\�RQ�FRQFHSW�DQG�PHWKRG�RI�PDSSLQJ�PDQDJHULDO�HIIHFWLYHQHVV�

(Luthans,�1988).�Reddin� (1974)�mentions�managerial� effectiveness�as� the�degree� to�which�
PDQDJHUV�DFKLHYH�WKH�RXWSXW�UHTXLUHPHQWV�FRUUHVSRQGLQJ�WR�WKHLU�UHVSHFWLYH�SRVLWLRQV��%URLGH�

and�Bennett�(1979)�de¿ne�managerial�effectiveness�as,�“…results�and�consequences,�bringing�
about� effects,� in� relation� to� purpose,� and� giving�validity� to�particular�activities”.�Boyatzis�
(1982)�concerns�that�effectiveness�as�qualities,�intrinsic�abilities�or�personality�strengths�of�
DQ�LQGLYLGXDO�

In�this�study,�managerial�effectiveness�is�de¿ned�as�the�degree�to�which�a�manager�perceives�
that�he�or� she�ful¿lls�or�exceeds�work� role�expectations� (Spreitzer,�1995).�In�other�words,�
managerial� effectiveness� is�the�extent�to�which�managers�feel� that�they�achieve�the�output�
and�goal� requirements�associated�with�their�positions� in�conformity�to� their�organizations’�
expectations.�A�review�of�the�literature�revealed�that�there�is�not�a�single�de¿nition�of�managerial�
effectiveness,�which�could�be�handedly�applied� in�every�aspect�of�management.�Campbell�
(1990)�points�out�that�it�is�important�to�consider�the�multidimensionality�of�job�performance�
if�we�attempt�to�understand�the�phenomenon�of�individual�effectiveness�or�competence.
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����7KH�UHODWLRQVKLS�EHWZHHQ�FRPSHWHQFLHV�DQG�PDQDJHULDO�HIIHFWLYHQHVV

In� the� knowledge� economy,� there� is� a� shift� from� task-based� approaches� to� competency-
based�approaches.�Therefore,�the�popularity�of�competency�management�systems�has�gained�
a� special� concern� both� from� practitioners� and� academicians� (Clardy,� 2008).� Competency�
management� can� contribute� to� organization� knowledge� base� and� increase� the� knowledge�
utilization� capability� of� an� organization.� Hence,� it� became� an� important� research� object�
in� the�more� general� area� of�knowledge�management�and� is�often� integrated�with� learning�
management�systems�(Draganidis�and�Mentas,�2006).

0DQDJHULDO�HIIHFWLYHQHVV�LV�TXLFNO\�EHFRPLQJ�D�FRPSHWLWLYH�DGYDQWDJH�IRU�EXVLQHVVHV�LQ�

the�context�of�¿erce�competition.�Therefore,�good�and�capable�managers�need�to�keep�and�
GHYHORS� LQ� WKH�PDQDJHPHQW� V\VWHP��0DQDJHUV� SOD\� DQ� LPSRUWDQW� UROH� LQ� HVWDEOLVKLQJ� DQG�

implementing�organizations’�short-term�and�long-term�strategies�(Al-Madhoun�and�Analoui,�
2004).�Competence� is� considered�an� important� factor� affecting� the�ef¿ciency� in� the�work�
of� individuals� and� organizations.�Cockerill� (1989)� argues� that�managerial� effectiveness� is�
PRUH� UHODWHG� WR� WKH�FRPSHWHQFLHV� RI� WKH�PDQDJHUV� WKDQ� WKHLU� SRVLWLRQ�DQG�DXWKRULW\� LQ� WKH�

organization.� Because� managerial� effectiveness� depends� on� the� experience,� knowledge,�
attitudes,�and�skills�they�perform�in�their�work�(Finn,�1993).

,GHQWLI\LQJ� WKH� GLPHQVLRQV� RI� FRPSHWHQFLHV� WKDW� DUH� OLQNHG� WR� HIIHFWLYHQHVV� KDV� EHHQ�

DWWHPSWHG�LQ�WKH�H[LVWLQJ�PDLQVWUHDP�PDQDJHPHQW�OLWHUDWXUH�IURP�D�PXOWLWXGH�RI�SHUVSHFWLYHV�

(Fraser� and� Zhu,� 2008).� The� relationship� between� competencies� and� effectiveness� is�
demonstrated�empirically�in�several�studies�(e.g.,�Posner�and�Kouzes,�1988;�Heinsman,�2008;�
Renu,�2015).�Posner�and�Kouzes�(1988)�examine�relationships�between�leader�practices�and�
PDQDJHULDO� HIIHFWLYHQHVV� LQ� RUGHU� WR� HVWDEOLVK� WKH� YDOLGLW\� RI� D� OHDGHU� SUDFWLFHV� LQYHQWRU\��

Analyses� points� out� that� nearly� 55%� of� the� variance� in� effectiveness� is� explained� for� by�
competency�domains.�Heinsman�(2008)�provides�insights�in�the�importance�of�the�separate�
competencies� for� predicting� effectiveness.� The� study� shows� that,� overall,� competencies�
are� indeed� related� to�perceived�managerial� effectiveness�and�explain�62%�of� the�variance.�
Furthermore,�her�results�show�that�in�the�eyes�of�subordinates,�peers�and�supervisors,�different�
FRPSHWHQFLHV�DUH�FRQVLGHUHG�DV�SUHGLFWRUV�RI�SHUFHLYHG�PDQDJHULDO�HIIHFWLYHQHVV��0DQDJHULDO�

effectiveness� is� measured,� in� her� study,� as� perceived� by� the� raters.� It� would� therefore� be�
LQWHUHVWLQJ�WR�VWXG\�WKH�YDOXH�RI�GLIIHUHQW�FRPSHWHQFLHV�SHU�UDWHU�VRXUFH�LQ�SUHGLFWLQJ�REMHFWLYH�

managerial�effectiveness.�Renu�(2015)�conducts�a�study�on�this�relationship�for�middle�and�
¿rst-line�managers�of�the�Fortune�500�companies�trading�consumer�good�products�to�verify�
the� relationship� between� the� competencies� and�managerial� effectiveness� at� the� individual�
level.� The� results� show� that� there� was� a� positive� relationship� between� the� competencies�
DQG�WKH�HIIHFWLYHQHVV�RI�PDQDJHUV�DW�GLIIHUHQW�OHYHOV�LQ�WKH�RUJDQL]DWLRQ��7KLV�KHOSV�SURYLGH�

VXJJHVWLRQV�IRU�PDQDJHUV�WR�XVH�WKH�FRPSHWHQF\�EDVHG�PDQDJHPHQW�WR�LPSURYH�WKH�LQGLYLGXDO�

HIIHFWLYHQHVV�

Studies�in�Vietnam�focus�on�competencies�of�top�managers�(Le,�2012;�Tran,�2011;�Mai�and�
Ta,�2014)�but�have�not�paid�much�attention�to�middle�managers,�especially�for�typical�positions�
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as�sales�managers.�Besides,�the�studies�examined�the�relationship�between�competencies�and�
HIIHFWLYHQHVV�DW�RUJDQL]DWLRQDO�OHYHO��VXFK�DV�EXVLQHVV�HIIHFWLYHQHVV���7KHUH�LV�ODFN�RI�VWXGLHV�

testing�the�relationship�at�individual�level.�Doan�(2016)�focuses�on�the�emotional�competence�
RI�PLGGOH�PDQDJHUV�LQ�9LHWQDPHVH�FRPPHUFLDO�EDQNV��7KH�SDSHU�H[DPLQHV�WKH�UHODWLRQVKLS�

between�the�emotional�competence�of�middle�managers�and�job�satisfaction,�organizational�
EHKDYLRU�

In�practice,�competencies�are�often�used�to�distinguish�effective�from�ineffective�managers�
(e.g.,�Borman�and�Brush,�1993).�Still,�few�studies�examined�how�competencies�predict� an�
independent�criterion�like�managerial�effectiveness�(Atkins�and�Wood,�2002),�especially�for�
sales�managers.�Although�a�direct�link�between�competencies�and�effectiveness�is�assumed,�
relatively�little�research�has�been�conducted�to�verify�exactly�which�competencies�are�related�
to�effectiveness�(Heinsman,�2008).�Thus,�the�study�aims�to�address�the�research�gap�in�the�
OLWHUDWXUH�

���5HVHDUFK�IUDPHZRUN

����&RQFHSWXDO�PRGHO

Based�on� theory�and�empirical� research,�there� is� the�existence�of�the� relationship�between�
competencies�and�managerial�effectiveness,�and�competencies�can�be�considered�as�variables�
affecting�managerial�effectiveness.�Therefore,�the�article�proposes�research�model�to�test�the�
relationship�between�the�competencies�of�sales�manager�and�managerial�effectiveness.�The�
research�model�is�proposed�as�follows:

In� the� research� model,� the� author� identi¿ed� three� independent� variables� (including�
management� competence,� technical� competence,� self-management� competence)� (Pablo,�
2006;�Murale�and�Preetha,�2011;�Muthuveloo� HW� DO�,�2017)�and�one�dependent�variable�as�
managerial� effectiveness� (Leslie,� 2002;� Deeter-Schmelz� HW� DO�,� 2002).� From� the� research�
model�developed,�the�research�hypotheses�are�presented�as�below.

)LJXUH����Proposed�research�model
6RXUFH��$XWKRU�SURSRVHG
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����+\SRWKHVLV�GHYHORSPHQW

Currently,�large�companies�in�the�world�are�increasingly�investing�to�¿nd�suitable�managers�
and�developing�a�career�roadmap�for�these�positions�by�their�inÀuence�on�business�results�of�
WKH�RUJDQL]DWLRQ��1RH�HW�DO�,�2017).�Employers�try�to�attract�good�managers,�develop�them�into�
potential�individuals�and�work�more�effectively.�Some�studies�focus�the�relationship�between�
management�competencies�and�managerial�effectiveness�to�clarify�what�kind�of�competencies�
helps�to�deliver�his/her�role�effectively�irrespective�of�his�or�her�functional�area�(Noe�HW�DO�,�
2017).

According� to� Pablo� (2006),� management� competencies� are� “sets� of� knowledge,� skills,�
behaviours,�and�attitudes�that�a�person�needs�to�be�effective�in�a�wide�range�of�managerial�jobs�
DQG� YDULRXV� W\SHV�RI� RUJDQLVDWLRQV´��0DQDJHPHQW� FRPSHWHQFLHV� OHDG� WR� WKH�GHPRQVWUDWLRQ�

of�skills�and�abilities,�which�result�in�effective�performance�within�an�occupational�area�and�
also� contribute� signi¿cantly� to� career� success� (Lucia� and�Lepsinger,� 1999).� Leslie� (2002)�
analyzes�the�impact�of�personality,�management�competencies,�experience,�and�management�
roles� in� the� global� environment� on� the� managerial� effectiveness� of� managers.� Research�
results�showed�that�management�competencies�and�managerial�role�have�a�strong�inÀuence�
on�effectiveness.�Lee� (2010)�points�out� that� the� respondents�are� subordinates�who�believe�
that�management�competencies�has�more�inÀuence�on�managerial�effectiveness� than� those�
DVVHVVHG�DV�SHHUV�DQG�VXSHULRUV��7KH�VXSHULRU�DVVHVVHG�WKDW�PDQDJHPHQW�FRPSHWHQFLHV�RQO\�

strongly�affects�managerial�effectiveness�when�the�goal�of�managerial�effectiveness�is�towards�
results/�achievements.�Murale�and�Preetha�(2011)�test�the�relationship�between�management�
FRPSHWHQFLHV� DQG� HIIHFWLYHQHVV� RI�PLGGOH�PDQDJHUV�� )LQGLQJV� LQGLFDWHG� WKDW�PDQDJHPHQW�

competencies� have�a�positive� inÀuence�on� effectiveness�of�managers,� in�which� leadership�
and� responsiveness�with� the�most� signi¿cant�affect.�Based�on� the�above�judgments�on� the�
relationship�between�management�competencies�and�managerial�effectiveness,�the�following�
K\SRWKHVLV�LV�SURSRVHG�

+���0DQDJHPHQW�FRPSHWHQFH�LV�SRVLWLYHO\�UHODWHG�WR�PDQDJHULDO�HIIHFWLYHQHVV�

7HFKQLFDO�VNLOO�OLHV�in�the�understanding�or�pro¿ciency�in�speci¿c�activities�that�require�the�
XVH�RI�VSHFLDOL]HG� WRROV��PHWKRGV��SURFHVVHV��SURFHGXUHV��WHFKQLTXHV��RU�NQRZOHGJH�(Shehu�
and�Akintoye,�2008).�Frequently,�individuals�are�promoted�to�managerial�positions�because�
they�have� shown�some� level�of� technical� competency� in� their� respective�¿eld� (Hill,�2003;�
%\UG�HW�DO�,�2004).�According�to�Katz�(1955)�technical� skill�primarily�meant�working�with�
things�not�people.�For�example,�operating�a�computer,�conducting�a�sales�presentation,�and�
GHPRQVWUDWLQJ�WKH�XVH�RI�D�GULOO�SUHVV�DUH�WHFKQLFDO�VNLOOV�UHTXLUHG�WR�SHUIRUP�VRPH�VSHFLDOL]HG�

tasks.�The�reason�managers,�especially�the�entry�to�middle�level�ones�must�have�technical�skill�
is�that�this�skill�allows�the�managers�to�train,�direct,�and�evaluate�subordinates�in�performing�
speci¿c� tasks.�Muthuveloo�HW�DO�� (2017)�conduct�a�veri¿cation�of� the� relationship�between�
WHFKQLFDO� FRPSHWHQFH� DQG� PDQDJHULDO� HIIHFWLYHQHVV� IRU� PLGGOH� PDQDJHUV� DW� 0DOD\VLDQ�

manufacturing� enterprises� as� perceived� by� subordinates.� The� results� showed� technical�
competencies�were�an�important�basis�for�managers�to�get�promoted�in�their�work�because�
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it�will�support�the�team�and�division�get�the�job�done�with�great�ef¿ciency.�This�relationship�
was�also�veri¿ed�in�the�research�of�Rajadhyaksha�(2005)�when�conducting�surveys�with�250�
managers�in�car�manufacturing�enterprises�in�India.�The�results�identi¿ed�that�when�managers�
have�good�professional�quali¿cations,� they�will� receive� the� respect�of� their� employees,�be�
highly�specialized�in�their�knowledge,�skills�and�this�has�an�important�impact�on�managerial�
effectiveness.�Thus,�according�to�those�mentioned�above,�it�is,�therefore,�hypothesized�that:

+���7HFKQLFDO�FRPSHWHQFH�LV�SRVLWLYHO\�UHODWHG�WR�PDQDJHULDO�HIIHFWLYHQHVV�

�In�a�business�environment,�managers�should�be�able�to�develop�goals�and�opportunities�for�
themselves�to�gain�resources�to�help�them�adapt�to�the�work�environment�(Symington,�2012).�
Ross�(2014)�suggests�that�if�managers�can�manage�themselves,�they�will�be�able�to�lead�and�
PDQDJH� RWKHUV��'DIW�HW� DO�� (2015)�argue� that� self-management�competencies�are�efforts�of�
individuals�to�manage�their�actions�and�decisions�through�assessing�how�to�implement�spend�
to�solve�the�problems;�as�well�as�¿nding�new�resources�to�adapt�to�the�work�environment.�
For�example,�self-management�competencies�are�behaved�as�complying�with�their�principles�
which�can�help�the�individual�reduce�unwanted�behaviors,�and�focus�bene¿cial�behaviors�to�
achieve�goals�(Marques�and�Curral,�2012).

Self-management�competencies�can�improve�work�performance�(Renn�HW�DO�,�2011).�These�
competencies�will� aid� the�person� to� realize�what� is� the�most�ef¿cient�way� for� them� to�get�
things�done.�If�the�person�is�unaware�of�how�they�should�complete�their�work�tasks�in�order�
to�be�as�ef¿cient�as�possible,�this�usually�leads�to�nonperformance�(Drucker,�1999).�Putting�
in�extra�hours�of�work�when�incapable�of�completing�their�work�in�time�will�back¿re�at�some�
point;�there�will�be�exhaustion,�disengagement�and�burnouts�(Schwartz�and�McCarthy,�2007).�
Because�of�this,�when�an�employee�notices�that�they�are�not�able�to�keep�up�with�deadlines�
and�other�criterion�of�the�work,�they�should�concentrate�on�improving�their�self-management�
competencies�rather�than�doing�overtime�work�every�day.�Sales�managers�have�to�not�only�
complete� their�work�but�also� lead�their� team�to�accomplish�personal,�group�and�division’s�
goals.�Self-�management�competencies�will�help�the�managers�to�complete�the�assigned�tasks�
more�effectively,�lead�their�teams�and�departments�well�and�thus�the�ability�to�complete�on�
time�and�excel�at�work�will�be�higher�(DeJanasz�HW�DO�,�2012).�Therefore,�inferring�from�the�
literature�and�the�empirical�evidence�above,�it�is�hypothesized�that:

+���6HOI�PDQDJHPHQW�FRPSHWHQFH�LV�SRVLWLYHO\�UHODWHG�WR�PDQDJHULDO�HIIHFWLYHQHVV�

���0HWKRGRORJ\�

����3RSXODWLRQ�DQG�VDPSOH

7KH� VWXG\� XVHG� D� PXOWL�SHUVSHFWLYH� DSSURDFK� RI� UDWHUV� WR� H[DPLQH� WKH� LPSRUWDQFH� RI�

FRPSHWHQFLHV� DQG� HIIHFWLYHQHVV�� (PSLULFDO� VWXGLHV� KDYH� UHYHDOHG� WKDW� D� FRPELQDWLRQ� RI�

supervisor,� peer,� subordinate� and� self-evaluations� produces� a� better� balance� of� reliability,�
(incremental)� validity� and� accuracy� (James,� 2003);� and� a� more� comprehensive� picture�
of� performance� (Fletcher� and�Baldry,� 1999).�A� self-report�questionnaire�was� sent� to� sales�
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managers� (with� the� job� title�as�Head/Deputy�Head� of�Corporate�Banking�Division,�Retail�
Division,�SMEs�Division;�branch�manager),�and�other�stakeholders�(such�as�senior�managers,�
peers�and�subordinates�who�worked�and�collaborated�with�this�position).

In� this� paper,� a� survey� was� conducted� in� 11�Vietnamese� commercial� banks� operating�
in�Hanoi� via� direct� and� online� forms� (including� 94� respondents� collected� directly� and� 40�
respondents�via�Google�forms).�Among�11�banks�participating�in�the�survey,�there�are�seven�
banks�in�the�top�10�reputable�Vietnamese�commercial�banks�(Vietnam�Report,�2018),�and�in�
the�top�10�commercial�banks�accounting�for�80%�of�the�labor�force�in�the�banking�sector�in�
a�total�of�20�listed�commercial�banks�(Economy�and�Consumption,�2017).�There�were�134�
YDOLG�TXHVWLRQQDLUHV�IRU�WKH�DQDO\VLV��7KH�UHVXOWV�RI�TXHVWLRQQDLUHV�FROOHFWHG�DW����EDQNV�FDQ�

be�represented�as�follows:

4.2�Demographic�pro¿le�of�the�respondents

The�survey�participants�included�sales�managers�(21.6%)�and�related�parties�in�the�job�with�
this�position�including�direct�supervisors�(14.2%),�peers�(14.2%)�and�subordinates�(50%).�
Regarding�characteristics�of�the�participants,�56%�were�female�and�44%�were�male.�The�
age�of� the�participants�was�young.�The�age�group� from�21-40�years�old�accounted� for�a�
large�proportion�of�81.3%.�Only�18.7%�of�the�participants�were�over�41�years�old.�With�
a� relatively� young� age,� the� number� of� participants�with� less� than� 5� years� of� experience�
accounts�for�45.5%,�and�the�rest�number�of�participants�is�over�6�years�of�experience.�The�
statistical�results�show�that�the�education�level�of�the�staff�at�Vietnamese�commercial�banks�
in�the�sample�is�high.�The�percentage�of�bachelor�degree�is�71.6%�and�the�percentage�of�
master�degree�is�28.4%.

)LJXUH����Percentage�of�survey�questionnaires�collected�(Unit:�%)
6RXUFH��Survey�results�of�author,�2019
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����0HDVXUHV

6FDOHV�RI�PDQDJHPHQW�FRPSHWHQFH��Until�the�time�of�the�study,�there�has�been�no�research�
RQ�PDQDJHPHQW�FRPSHWHQFLHV�IRU�VDOHV�PDQDJHUV�LQ�FRPPHUFLDO�EDQNV�LQ�WKH�9LHWQDPHVH�

context.�The� scales�of�management�competence�of� sales�managers�have�been�modi¿ed�
from�previous�studies�to�adjust�and�add�a�number�of�de¿nitions�that�explain�competencies�
to�¿t�with�the�context.�Management�competence�of�sales�managers�includes�four�items�that�
were�conducted�by�Leslie�(2002),�Murale�and�Preetha�(2011),�Busch�(2012),�Le�and�Do�
(2017)�including�����FRPSHWHQFLHV�IRU�SODQQLQJ�DQG�H[HFXWLRQ������WHDPZRUN�PDQDJHPHQW�

FRPSHWHQFLHV������SUREOHP�VROYLQJ�FRPSHWHQFLHV������EXVLQHVV�DFXPHQ�FRPSHWHQFLHV�

6FDOHV� RI� WHFKQLFDO�FRPSHWHQFH��To� clarify� scales� for� the� technical� competence,� the�
author� inherited� a� scale� based� on� studies� by� Favia� (2010),� Busch� (2012),� Herbison�
(2013),�Manasi�(2014).�Besides,�the�author�based�on�the�study�on�competencies�sales�
managers�in�B2B�enterprises�in�Vietnam�(Pham,�2015)�and�the�research�about�the�skills�
of�middle�managers�in�non-state�enterprises� in�Vietnam�(Le�and�Do,�2017)�adjust�and�
supplemented�the�scales�of�technical�competence�to�fit�with�the�Vietnamese�context.�The�
VFDOHV�RI�WHFKQLFDO�FRPSHWHQFH�LQFOXGH�DV������-RE�VSHFLILF�NQRZOHGJH�DQG�SURIHVVLRQDO�

VNLOOV������%XVLQHVV�HQYLURQPHQW�DQG�LQGXVWULHV�NQRZOHGJH������$FKLHYHPHQW�RULHQWDWLRQ��

����&XVWRPHU�RULHQWDWLRQ�

7DEOH����Demographic�pro¿le�of�the�respondents�(n=134)
9DULDEOHV Percentage�(%)

Respondents

Sales�managers ����

Supervisors ����

Peers ����

Subordinates 50

Gender
0DOH ��

)HPDOH ��

$JH

<�21�years�old 0
21-30�years�old 29.1
31-�40�years�old ����

41-�50�years�old 18.7

Working�experiences
<�5�years ����

6-�10�years 35.8
>10�years 18.7

(GXFDWLRQ
%DFKHORU 71.6
0DVWHU 28.4

6RXUFH��7KH�UHVXOW�RI�DXWKRU¶V�VXUYH\
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6FDOHV� RI� VHOI�PDQDJHPHQW� FRPSHWHQFH�� Scales� of� self-management� competence� are�
modified� from�authors�by�Leslie� (2002),�Kim�and�Hong� (2005),�Herbison�(2013),�Le�
and�Do� (2017).� The� self-management� competence� of� managers� in� the� above� studies�
KDYH�LQ�FRPPRQ�LQ�WHUPV�RI���LWHPV�VXFK�DV�����,QWHJULW\������,QQRYDWLRQ�DQG�FUHDWLRQ��

����6WUHVV�PDQDJHPHQW������7LPH�PDQDJHPHQW������&RQWLQXRXV�OHDUQLQJ�

6FDOHV�RI�PDQDJHULDO�HIIHFWLYHQHVV��Deeter-Schmelz�HW�DO��(2002)�argue�that�executives�
GHPRQVWUDWH� HIIHFWLYHQHVV� DV� WKH\� DUH� DEOH� WR� LQVSLUH� DQG�PRWLYDWH� HPSOR\HHV� WR� ORYH�

work.�Because�then�managers�can�promote� the�work�efforts�of�employees�and�positive�
working�psychology.�Managerial�effectiveness�is�also�reÀected�in�the�ability�to�cooperate�
with�peers�and�subordinates�through�effective�communication�skills�because�then�they�can�
convey�the�exact�expectations�required�for�their�subordinates.�In�addition,�the�managerial�
effectiveness� of� sales� managers� is� reÀected� in� the� ability� to� train� and� develop� teams�
to� improve�sales� skills�of�groups/�agents.�Good� team� training�will�help� team�members�
get� timely� feedback� to� improve� work� ef¿ciency,� thereby� maintaining� and� developing�
customer� relationships.�Leslie� (2002)� argues� that� proactive� and� independent�work� is� a�
necessary�requirement�to�increase�managerial�effectiveness�as�they�will�be�con¿dent�and�
stable�when�faced�with�dif¿cult�problems.�In�addition,�the�achievement�orientation�is�also�
essential�for�managers,�helping�them�achieve�the�expectations�and�goals�of�the�position�to�
XQGHUWDNH�DQG�DFKLHYH�WKH�RUJDQL]DWLRQ¶V�JRDOV�

Therefore,�the�scales�of�managerial�effectiveness�were�based�on�research�by�Leslie�(2002)�
and� Deeter-Schmelz� HW� DO�� (2002).� These� two� studies� focus� on� clarifying� the� managerial�
effectiveness� of� middle� managers� with� 5� items:� ���� (PSOR\HH� PRWLYDWLRQ�� ���� $ELOLW\�
FRRSHUDWLQJ� ZLWK� FROOHDJXHV� DQG� VXERUGLQDWHV�� ���� $ELOLW\� WR� WUDLQ� DQG� GHYHORS� WHDP�� ����

,QLWLDWLYH�DELOLW\�LQ�ZRUN�DQG�����$FKLHYHPHQW�RULHQWDWLRQ�

����'DWD�FROOHFWLRQ�

Data� were� collected� from� a� two-part� questionnaire.� Part� 1� assesses� the� importance� of�
competencies�and�effectiveness�of�sales�managers�in�commercial�banks.�Part�2�collects�the�
demographics�of�respondents.�The�questionnaire�is�designed�with�18�questions�including�
management�competence�(4�items),�technical�competence�(4�items),�and�self-management�
FRPSHWHQFH� ��� LWHPV�� DQG�PDQDJHULDO� HIIHFWLYHQHVV� ��� LWHPV��� 7R� DVVHVV� WKH� LPSRUWDQFH�

of� competencies� and� effectiveness� of� sales� managers� in�Vietnamese� commercial� banks,�
the�author�uses�Likert� scale�of�5� levels:�1� -�Absolutely�not� important,�2� -�Not�yet� really�
important,�3�-�Relatively�important,�4�-�Important,�5�-�Very�important.

����'DWD�DQDO\VLV

��0HWKRGV�RI�TXDOLWDWLYH�GDWD�DQDO\VLV

([SHUW� PHWKRG�� The� research� conducted� interviews� with� experts� in� the� human� resource�
management�including�specialized�personnel�managers�and�business�management�consultants,�
to�evaluate�the�competencies�whether�they�are�appropriate.�Expert’s�knowledge�and�experience�
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will�help�to�identify�the�component�of�sales�manager’s�competencies.�Besides,�the�study�also�
conducted�interviews�with�sales�managers�who�have�been�working�at�Vietnamese�commercial�
EDQNV�WR�VKRUWOLVW�WKH�FRPSHWHQFLHV�WKDW�DUH�QHFHVVDU\�IRU�VDOHV�PDQDJHUV�

��0HWKRGV�RI�TXDQWLWDWLYH�GDWD�DQDO\VLV

'HVFULSWLYH�VWDWLVWLFV�DUH�XVHG�WR�GHVFULEH�WKH�EDVLF�FKDUDFWHULVWLFV�RI�GDWD�FROOHFWHG�IURP�

HPSLULFDO�UHVHDUFK��7KH�IUHTXHQF\�VWDWLVWLFV�DUH�DSSOLHG�WR�GHVFULEH�WKH�SURSHUWLHV�RI�WKH�VXUYH\�

sample�group�by�region,�type�of�enterprise�and�the�personal�characteristics�of�sales�managers.

-� Cronbach’s� Alpha� coef¿cient� LV� XVHG� WR� DVVHVV� UHOLDELOLW\� �LQWHUQDO� FRQVLVWHQF\�� RI�
competencies�and�effectiveness�scales.�Cronbach�Alpha�coef¿cients�are�to�test�statistics�on�
the�reliability�and�correlation�between�observed�variables�in�the�scale.

��([SORUDWRU\�IDFWRU�DQDO\VLV��()$��is�to�analyze�whether�the�components�of�managerial�
FRPSHWHQFLHV�KDYH�KLJK�DGKHVLYHQHVV�DQG�WKH\�FDQ�EH�JURXSHG�DV�RULJLQDOO\�SODQQHG�JURXSV

��5HJUHVVLRQ�DQDO\VLV�is�a�powerful�statistical�method�that�allows�examining�the�relationship�
between� competencies� and� effectiveness� of� sales� managers.� By� performing� a� regression�
analysis� on� this� survey� data,� the� study� can�determine�whether�or� not� these�variables� have�
impacted� overall� effectiveness,� and� to� what� extent.� This� information� then� provides� about�
which� elements� of� the� competencies� signi¿cantly� impact� on�managerial� effectiveness� and�
where� the�managers� need� to� focus�attention� to�competencies� improve�effectiveness� in� the�
IXWXUH�

5.�Research�¿ndings

����9DOLGDWLRQ�RI�FRPSHWHQFLHV�DQG�PDQDJHULDO�HIIHFWLYHQHVV�VFDOHV�RI�VDOHV�PDQDJHUV

The�development�of�the�scales�is�carried�out�in�a�standard�two-step�process�to�check�the�validity�
and�reliability�of�factors�including�Cronbach’s�Alpha�coef¿cient�and�EFA�analysis.�The�results�of�
Cronbach’s�Alpha�value�for�competencies�and�effectiveness�scales�have�been�over�0.7�(see�Table�
2).�This�con¿rms�that� the�competencies�and�effectiveness’�scales�are�appropriate�and�reliable.�
Therefore,�all�observed�variables�can�be�used�in�the�next�step�of�EFA�analysis.�The�EFA�analysis�
UHVXOW�IRU�LQGHSHQGHQW�YDULDEOHV�UHDOL]HV�WKDW�WKH�QXPEHU�RI�IDFWRUV�H[WUDFWHG�LV�WKUHH�LQFOXGLQJ�

self-management�competence�(BT),�technical�competence�(CM),�and�management�competence�
(QL).�The�result�of�KMO�test�is�0.860�(>�0.5)�and�Bartlett�testing�has�statistical�signi¿cance�(Sig�
<0.05).�Thus,�conditions�for�conducting�EFA�analysis�are�ensured�(Table�2).�The�convergent�value�
of�the�measured�variables�is�acceptable�through�a�total�variance�extracted�of�77.803%�(>50%).�
It�means�that�three�factors�explain�77.803%�of�the�observed�variables�and�all�factor�loadings�are�
above�0.5.�Thus,�the�scales�of�sales�managers’�competencies�in�Vietnamese�commercial�banks�are�
built�by�three�sub-scales�with�13�items.

����0XOWLSOH�UHJUHVVLRQ�DQDO\VLV�RI�FRPSHWHQFLHV�RQ�PDQDJHULDO�HIIHFWLYHQHVV

To� test� the� relationship� between� competencies� (including� self-management,� technical� and�
management� competencies)� and� managerial� effectiveness,� the� study� applied� the� multiple�
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7DEOH����Pearson�correlations�between�competencies�and�managerial�effectiveness

Pearson�correlations�coef¿cient� Managerial�effectiveness�(HQ)
Management�competence�(QL) 0.472**
7HFKQLFDO�FRPSHWHQFH��&0� 0.264**
Self-management�competence�(BT) 0.392**

1RWH��**.�Correlation�is�signi¿cant�at�the�0.01�level�(2-tailed)

6RXUFH��&DOFXODWHG�E\�WKH�DXWKRU

7DEOH����9DOLGDWLRQ�RI�FRPSHWHQFLHV�DQG�PDQDJHULDO�HIIHFWLYHQHVV�VFDOHV

&RPSHWHQFLHV

)DFWRUV

&URQEDFK�$OSKD
Self-
PDQDJHPHQW�

FRPSHWHQFLHV�

�%7�

7HFKQLFDO�

FRPSHWHQFLHV�

�&0�

0DQDJHPHQW�

competencies�(QL)

%7� 0.877 0.925
BT3 0.838
%7� 0.830
%7� 0.829
%7� 0.818
&0� � 0.872 0.910
&0� � 0.860
&0� � 0.851
&0� � 0.819
QL2 � � 0.857 0.890
QL3 � � 0.832
QL6 0.817
QL7 � � 0.733
Managerial�effectiveness�(HQ) 0.855
.02�0HDVXUH�RI�VDPSOLQJ�DGHTXDF\ 0.860
%DUWOHWW
V�WHVW�RI�VSKHULFLW\����

Approx.�Chi-Square:
GI

Sig

1244.272
78
0.000

([WUDFWLRQ� VXPV� RI� VTXDUHG�

ORDGLQJV
77.803%

6RXUFH��&DOFXODWHG�E\�WKH�DXWKRU
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7DEOH����0XOWLSOH�UHJUHVVLRQ�DQDO\VLV�IRU�FRPSHWHQFLHV�RQ�PDQDJHULDO�HIIHFWLYHQHVV

,QGHSHQGHQW�YDULDEOHV %HWD Sig.
R Adjusted�R�

VTXDUH

&ROOLQHDULW\�

Statistics
0.532 0.266 7ROHUDQFH 9,)

0DQDJHPHQW�

competence�(QL) 0.346 0.000 0.746 1.341

7HFKQLFDO��

FRPSHWHQFH��&0�
0.167 0.030 0.957 1.044

Self-management�
FRPSHWHQFH��%7�

0.193 0.026 0.750 1.333

1RWH��Dependent�variable:�Managerial�effectiveness�(HQ)

6RXUFH��&DOFXODWHG�E\�WKH�DXWKRU

regression�analysis.�Table�3�reveals�that�all�of�the�three�competencies�of�sales�managers�in�
the� study�have�signi¿cant� correlation�with�managerial� effectiveness.�Utilizing� the� Pearson�
Correlation�Coef¿cient,� the�results� show� the�correlation�values�of�0.472;�0.264�and�0.392,�
UHVSHFWLYHO\�

The�contribution�of�each�of� the�competencies�domains� to�managerial�effectiveness�was�
analyzed,�employing�a�multiple�regression�analysis�in�testing�the�variables.�Results�from�the�
DQDO\VLV�DUH�VWDWHG�LQ�7DEOH���

7KH�PXOWLSOH�UHJUHVVLRQ�DQDO\VLV�LV�WR�SUHGLFW�WKH�YDOXH�RI�PDQDJHULDO�HIIHFWLYHQHVV�EDVHG�

RQ�WKH�YDOXH�RI�WKUHH�LQGHSHQGHQW�YDULDEOHV��7DEOH����

7KH�FRQWULEXWLRQ�RI�FRPSHWHQFLHV�WR�PDQDJHULDO�HIIHFWLYHQHVV�LV�SUHVHQWHG�E\�EHWD�YDOXH��

It� reveals� that� all� competencies� positively� impact� on�managerial� effectiveness� (as� shown�
in�Table�4).�The�one�with�the�highest�contribution�is�management�competence�(ß�=�0.346),�
whereas�technical�competence�is�the�lowest�(ß�=�0.167)�and�self-management�competence�is�
moderate�(ß�=�0.193).

���'LVFXVVLRQ�RI�WKH�HPSULFDO�UHVXOWV�DQG�FRQWULEXWLRQ

����'LVFXVVLRQ�RI�WKH�HPSLULFDO�UHVXOWV

The� results�of�the�study�have�shown�that�management�competence�has�the�most� important�
LPSDFWV� RQ�PDQDJHULDO� HIIHFWLYHQHVV� RI� VDOHV�PDQDJHUV� LQ�9LHWQDPHVH� FRPPHUFLDO� EDQNV��

+\SRWKHVLV� +�� LV� VXSSRUWHG� EHFDXVH� PDQDJHPHQW� FRPSHWHQFH� LV� SUHVHQWHG� E\� HIIHFWLYH�

and�ef¿cient�time,�cost�and�resource�management.�It�helps�managers�allocate�and�use�time�
appropriately,� mobilize� the� support� from� different� units,� and� arrange� concentrated� forces�
to� perform� the� assigned� tasks� (Stephen� and� Marry,� 2012).� Thus,� it� enhances� managerial�
HIIHFWLYHQHVV�RI�VDOHV�PDQDJHUV�LQ�WKH�EDQNV�
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The� self-management� competence� is� the� second� important� factor� which� impacts� on�
managerial� effectiveness� of� sales�managers.�Hypothesis�H3� is� accepted� and� the� empirical�
results� show� that� the� competence� gives� managers� the� ability� to� set� their� own� goals,� and�
make�plans�to�achieve�them�(Mullins,�2013).�The�competence�has�the�potential�to�contribute�
greatly�to�the�success�of�managers�at�work�and,�thereby,�promotes�the�business�results�of�the�
organization�(Strydom�HW�DO�,�2015).

The�¿nding�of� studies� shows� that� technical� competence�also�plays�an�important� role� in�
improving�managerial�effectiveness.�Hypothesis�H2�is�examined�and�consistent�with�previous�
studies� (Boyatzis,� 1982;�Ping�and�Kebao,�2010).�Boyatzis� (1982)�considers� that� technical�
knowledge�is�a�fundamental�competence�for�any�manager.�Good�managers�often�have�more�
expertise� than� poor� managers.� Drucker� (1999)� also� states� that� organizations� only� could�
compete,�survive�and�develop�when�they�had�experts�with�good�knowledge�and�expertise�in�
business.�Banking�is�a�customer�service�industry;�therefore�sales�managers�must�understand�
WKHLU�FXVWRPHUV¶�QHHGV�LQ�RUGHU�WR�GHVLJQ�DQG�GHYHORS�SURGXFWV�DQG�VHUYLFHV�WKDW�PHHW�WKRVH�

needs�(Ping�and�Kebao,�2010).

����&RQWULEXWLRQ�RI�WKH�UHVHDUFK

First,�the�study�makes�contribution�on�identifying�the�construct�of�sales�manager�competencies.�
Sales�manager�competencies�construct�includes�management,�technical�and�self-management�
FRPSHWHQFLHV�

Second,�the�¿nding�shows�that�the�sales�manager�competencies�construct�has�signi¿cant�
LPSDFW� RQ�PDQDJHULDO� HIIHFWLYHQHVV�� 7KH� UHVXOW� VXJJHVWV� WKDW�PDQDJHPHQW� FRPSHWHQFH� LV�

LPSRUWDQW�DQG�LQVLJKWIXO�LQ�H[DPLQLQJ�HIIHFWLYHQHVV�RI�VDOHV�PDQDJHUV�DV�LW�LV�VXSSRUWHG�E\�

the�previous�studies�(Analoui,�1999;�Nwokah�and�Ahiauzu,�2008;�Analoui�HW�DO�,�2010).�Thus,�
companies� invest�heavily�in� searching�for� the�right�people�to�¿ll�managerial�positions�and�
in� subsequent�development�of�managers� since� they� inÀuence�business� results.� Prospective�
employers�try�to�hire�new�effective�managers�and�develop�their�current�managers�to�be�more�
effective.�The�¿ndings�also�give�the�guideline�to�managers�to�pay�more�attention�to�improving�
WKH�PDQDJHPHQW�FRPSHWHQFLHV�WR�HQKDQFH�HIIHFWLYHQHVV�

The� results� show� that� technical� competence� affects� managerial� effectiveness� which�
consistent�with�previous�studies�of�Tonidandel�HW�DO��(2012)�and�Hysong�(2000).�Technical�skill�
lies�in�the�understanding�or�pro¿ciency�in�speci¿c�activities�that�require�the�use�of�specialized�
tools,�methods,�processes,�procedures,�techniques,�or�knowledge�(Shehu�and�Akintoye,�2011).�
It�means�that�high�level�of�expertise�will�help�managers�to�grasp�and�solve�problems�faster.�It�
also�provides�a�comprehensive�and�accurate�solution�to�support�employees�at�the�lower�level.�
Moreover,�banking�is�a�service�industry,�involving�¿nancial�transaction�services,�circulation�
and�monetary�operations,�so�the�banking�sector’s�human�resources,�especially�sales�managers�
have�a�deep�understanding�of�banking�and�¿nance�industry,�banking�products�and�services.�
Because� when� equipped� with� good� professional� knowledge,� sales� managers� can� advise�
customers�and�help�customers�make�appropriate�product/�service�choices.
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The� ¿nding� clari¿es� that� self-management� competence� has� a� positive� inÀuence� on� the�
managerial� effectiveness�of� sales�managers.�The�competence� is� essential� for�any�manager,�
because�they�enable�them�to�establish�their�own�goals�and�plan�to�achieve�that�goal�(Mullins,�
2013).�It�is�useful�in�enhancing�the�desirable�behavior�of�managers�at�workplace,�and�controlling�
the�undesirable�behavior�which�may�arise�from�impulses,�innate�habits�and�behavior�learned�
GXH�WR�XSEULQJLQJ��7KH�FRPSHWHQFH�LV�DEOH�WR�FRQWULEXWH�JUHDWO\�WR�WKH�VXFFHVV�RI�PDQDJHUV�

in�the�work�environment�and,�thereby,�promote�the�business�performance�of�the�organization�
(Strydom�HW�DO�,�2015).

���&RQFOXVLRQV

The� results� of� research� indicate� that� variables� of� management,� self-management,� and�
technical� competencies� simultaneously�positively� inÀuence�on�managerial� effectiveness�of�
sales�managers�in�commercial�banking�sector�in�Vietnam.�The�most�signi¿cant�competency�
LV�PDQDJHPHQW� WKDW� LV�PRVW�FULWLFDO�LQ� LPSURYLQJ�PDQDJHULDO� HIIHFWLYHQHVV��7KH� VWXG\�DOVR�

GHPRQVWUDWHV�WKDW�VDOHV�PDQDJHUV�LQ�EDQNLQJ�VHFWRU�DOVR�QHHG�VHOI�PDQDJHPHQW�DQG�WHFKQLFDO�

FRPSHWHQFLHV�WR�HQKDQFH�HIIHFWLYHQHVV��$OO�FRPSHWHQFLHV�VKRXOG�EH�WUDLQHG�DQG�GHYHORSHG�VR�

WKDW�WKH\�HQKDQFH�VDOHV�PDQDJHU¶V�HIIHFWLYHQHVV�DW�EDQNV�

/LPLWDWLRQV��The�survey�in�this�study�was�conducted�at�a�single�point�in�time.�In�view�of�
the�signi¿cant�dif¿culties�experienced�in�Vietnam�during�the�conduct�of�this�study,�there�is�
the�risk�of�potential�distortion�of�the�responses�because�respondents�may�have�view�their�
world�and�reality�only�in�the�light�of�whatever�seemed�important�to�them�at�that�speci¿c�
WLPH��7KLV�OLPLWDWLRQ�FRXOG�EH�RYHUFRPH�E\�FRQGXFWLQJ�ORQJLWXGLQDO�VWXGLHV�LQ�WKH�IXWXUH�

(Barnes,�2002).�Besides,�this�model�includes�three�factors�and�13�items�with�134�samples.�
For�better�results,�an�increase�in�the�sample�size�is�desired.�Hair�HW�DO��(2010)�af¿rm�that�
sample�size�must�be�10x�of�entire�items�in�the�questionnaire,�which�would�enhance�the�
generalization�of�the�¿ndings�to�sales�manager’s�competencies�in�commercial�banks.

)XWXUH� UHVHDUFK�� Further� studies� should� investigate� the� ¿tness� of� the� model� by� using�
the� structural� equation�model� (SEM)� to� employ� qualitative�methods� to�allow� for� in-depth�
LQYHVWLJDWLRQ�RI�WKH�LPSDFW�RI�FRPSHWHQFLHV�RQ�PDQDJHULDO�HIIHFWLYHQHVV�WKURXJK�PRGHUDWRU�

HIIHFW�RI�RUJDQL]DWLRQDO�HQYLURQPHQW�LQ�EDQNLQJ�VHFWRU�



5(6($5&+�21�(&2120,&�$1'�,17(*5$7,21

-2851$/�2)�,17(51$7,21$/�(&2120,&6�$1'�0$1$*(0(17 1R����������������

$FNQRZOHGJHPHQW

7KLV� SURGXFW� LV� WKH� UHVXOW� RI� WKH� UHVHDUFK� JURXS� ³$SSOLFDWLRQ� UHVHDUFK� DQG� WUDQVIHU� RI�

DGYDQFHG�PDQDJHPHQW�WRROV�LQWR�9LHWQDPHVH�SUDFWLFHV´�RI�)RUHLJQ�7UDGH�8QLYHUVLW\�
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