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ABSTRACT 
 

Micros, Small, and Medium Enterprises (MSMEs) in the Philippines play a vital role in the economic growth of the country. Majority of MSMEs are located in 
the National Capital Region (NCR) and accounts for 99.6% of the business in the Philippines according to Philippine Statistics Authority (PSA). Most MSMEs 
are Family-owned (FO), run and managed by families and their members. Management competencies are vital for family owned MSMEs as managers need to 
be equipped with skills and capabilities and use these methods and innovations to be more efficient in the management of the business. These 
competencies support business survival as business strives to continually exist amidst challenges. The study aims to determine the vital role of management 
competencies on business continuity and survival as basis for business continuity planning model developed in this study. Furthermore, it aims to study the 
effect of management competencies: planning, task organization, leadership, creativity/innovation, and delegation on business continuity (internal 
candidates, retention, diversity, and team approach) in support to business survival and resilience among FO MSMEs. The study was conducted among 
owners/managers of FO MSMEs in the 16 cities in NCR. Stratified random sampling was used in selecting the respondents. The 384 FO MSMEs participated in 
the study while five (5) took part in the FGD. The results showed management competencies have a positive effect in business continuity among family 
owned MSMEs in NCR. The direct impact of management competencies affects the business continuity of the business and its survival. The MSMEs should 
conduct assessment on the competencies of current owners/ managers, as it is a vital factor in business continuity and survival and developing these 
competencies supports business capability to manage business challenges that also affects business continuity. 
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INTRODUCTION 
 
Micro and Small Enterprises (MSMEs) are crucial for society's 
development, accounting for 99.6% of all firms in the Philippines. The 
Magna Carta defines micro businesses as those engaged in industry, 
agriculture, or services, and can be registered as Barangay Micro 
Business Enterprises. The National Capital Region (NCR) has 24.4% of all 
firms and 40.1% of employees. MSMEs in the Philippines, which make up 
85% of all publicly listed companies (Espejo (2017, lack a uniform 
assessment tool for business leaders' competency. Managers need to be 
trained in management competencies to improve efficiency and support 
their staff. These skills are crucial for businesses to survive in challenging 
environments. A business continuity plan enhances future leadership 
capability, making it essential in today's changing workplace. This study's 
primary goal is to examine the managerial competencies of selected FO 
MSME managers/owners in NCR, which will help build a business 
continuity-planning model to support business resilience and survival. 
 
Theoretical Framework 
 
Resource-Based View Theory (RBV) 
Barney and Tehseen's research on Resource-Based View Theory (RBV) 
and Company Development Theory highlights the importance of building 
key organizational capabilities for a firm's long-term competitive edge 
(Barney, 1991). Key management abilities for MSMEs include planning, 
task organization, leadership, creativity/innovation, and delegation. The 
study assesses the traits needed for management training in developing 
and emerging nations (Tehseen, 2019). RBV considers resources and 
competencies as static, while human resources are critical assets for 
business continuity. Both studies emphasize the importance of these 
skills in overcoming obstacles and seizing opportunities. 
 
The RBV theory links internal candidates, retention, diversity, and team 
approach to a firm's human assets, including management 
competencies like planning, task organization, leadership, creativity, and 
delegating, enabling business continuity and focusing on intangible and 
internal capabilities for sustainable competitive advantage. (Barney, 
1991 and Rockwell 2019). This study examines the manager/owner's 
skills that set them apart from other businesses. It also allows for the 
acknowledgment of human resources created by FOBs as competencies 

(Pearson et al., 2008). This is because management competencies are 
recognized as critical to business continuity. The management 
competencies based on RBV theory are required to help MSMEs improve 
their business performance and ensure business continuity by focusing 
on key elements affecting business survival as well as improving support 
and participation in the family business, spouses or team in the 
organization (Chumphong, 2020). A resource-based approach of family 
organizations helps comprehend how families distinguish and build 
talents, hand them down to the next generation of leadership, and modify 
these competencies when disruptions arise (Coffman, 2014 and Lara & 
Salas, 2017). When family company assets and competencies are 
identified, they can be analyzed for competitive advantage 
(CabreraSuárez et al., 2001). 
 
Business Development Theory 
Jantti and Greenhalgh's (2012) Business Development Theory. Marketing, 
partnerships, representative development, progression planning, better 
objectives, and the inclination and capacity to apply the required abilities 
are critical to effective business advancement. Increasing ability 
capabilities and developing a data source for company planning 
assessment can help progress management (Jantti and Greenhalgh, 
2012). Family should prepare for change and advancement from one age 
to the next. Mortality will eventually impact authority in an organization, 
so prepare now (Trevinyo-Rodriguez and Tapies, 2006). 
 
In respect to RBV theory, Jantti and Greenhalgh (2012) Business 
Development Theory makes effective use of business planning to drive 
profitable management. The theory suggests that for a successful 
business turnover, factors like age and company knowledge must be 
considered. It helps identify an individual's aptitude for running a 
company and their suitability as the next leader. This helps in developing 
a business continuity strategy to ensure the organization continues to 
operate according to management standards. The theory also suggests 
that for a company to advance, it should manage duties, promote itself 
through advertising and partnerships, seek constant innovation, set and 
improve goals, and ensure essential skills are reached. This theory can 
help MSMEs improve management skills and boost growth by utilizing 
information and skills. 
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The RBV and Business Development theories collaborate to create a 
business continuity plan for organizations. The RBV theory emphasizes 
competencies as a business asset, while the Business Development 
theory focuses on addressing business challenges and developing 
capable managers for growth and survival. This theory is particularly 
relevant for micro, small, and medium-sized businesses that struggle to 
retain family leadership. It promotes leadership progression and 
qualities, boosting the likelihood of an organization's survival and growth. 
Management competencies emphasize the importance of information 
and skills in personal development and attitudes. This approach allows 
current owners/managers to select the next-generation leader for FO 
MSMEs. 
 
Review of Related Literature 
 
Family owned MSMEs  
MSMEs are vital and generally acknowledged despite the lack of a 
uniform definition. A firm's size is determined by employee turnover, 
ventures, and the number of units (Kiveu and Ofafa, 2018). Each 
country's definition of MSMEs varies. Small enterprises employ 5 to 199 
people in Australia (Kotey and Folker, 2017). Small businesses in 
Indonesia typically employ 5 to 99 people. (Kartiwi). According to 
Brockhaus (2019), a family-owned business is any business where the 
family members are influenced by the business decisions. Others argue 
that for a business to be classified as a family business, two family 
members must be actively involved in administration and management 
(Wilson, Wright, and Scholes, 2018). Williams et al. (2018) add that the 
desire of the present tenant or organizer to hand over the family business 
to the existing family members is the family business's core. According to 
Brockhaus (2019), other experts define a family-owned business as one 
where members of all ages are actively involved in its management and 
operation. The company must be controlled by one family at least 51 
percent of the time to be considered a family business (Brockhaus, 
2019). 
 
Farrington (2020) suggests that family complexity should be explored in 
addition to the typical business challenges faced by non-family-owned 
enterprises. Lee (2016) stated that family-owned businesses have more 
challenges than non-family-owned businesses due to the nature of 
family and business partnerships. Some of these issues are family 
conflict, intense subjects, sibling rivalry, dictatorial paternalistic 
cultures, nepotism, muddled association, unbending nature in 
advancement, succession, and resistance to change due to these 
challenges, Lee (2016) proposes that most family-owned enterprises 
have the greatest challenge of continuity, with the administration or CEO 
role being the most contentious (Eddleston et al., 2018). However, not all 
family members are equally qualified or capable of positively contributing 
to their organizations. Maybe the need for fitness is rewarded by their 
devotion to their organizations (Aldrich and Langton, 2018). 
 
Management Competencies 
Gibson (2016) also identified the associated management competencies 
that entrepreneurs are required to possess. A leader's competency is a 
mix of knowledge, skills, and personal traits. Competency also refers to a 
leader's ability to perform their duties effectively (Hamzah, 2016). 
Managerial competencies are viewed as tangible traits like knowledge, 
skills, or ethical standards that help managers succeed (Mitchelmore 
and Rowley, 2015). According to Al-Balwi & Hamas, Halter et al. (2021), 
competency is a set of qualities, abilities, experiences, and behaviors 
that enable an individual to complete tasks successfully. Competency is 
quantifiable and may be enhanced through training (Francis, 2020). 
Management is a group of people who establish strategies to ensure the 
organization survives. They see management as a collection of persons in 
control of issues. However, management is considered a cycle requiring 
specific abilities (Eshenake, 2017). These are the skills and knowledge 
that help managers achieve individual adequacy (Hellriegel et al., 2018). 
Henderson (2015) agrees, defining management competency as a set of 
knowledge and skills needed to execute a task. Gathering information, 
converting it into usable data, and accessing and deciding on appropriate 
and worthwhile actions required to perform the task successfully are 

critical to its success. Martin and Staines (2018) studied management 
talent in small business success. Unfavorable monetary conditions, 
incorrect business ideas, and asset depletion are all important reasons 
why new firms fail. Chiefs' training, readiness, and experience 
differentiate high- and low-development small firms. To be successful in 
business, Ademiluyi (2017) identified managerial characteristics such as 
planning and organizing.  
 
The competency-based planning model enables firms to prepare future 
managers before current managers leave and replace them after owners 
retire, ensuring the business benefits from their capacity and expertise 
(Niknamian, 2020). In relation to FO leaders' longevity in the business, it 
may appear that there is a natural relationship between age and job 
longevity, in which the older the person gets, the longer they can stay on a 
job (Trahan, 2017). Feliciano et al. (2019) discovered Filipino nurses who 
excelled in the areas of attitude, clinical care, leadership, professional 
development, and teaching and coaching. The study also correlates 
competency aspects to nurse demographics. Marital status, type of 
employment, remuneration, years of service, and higher education all 
affect nursing competency. Education affects stress management skills. 
Master's degree holders can better manage teams and difficult situations 
(Paranthaman, 2015). 
 
Planning 
Planning involves selecting tasks and activities to be completed 
efficiently, focusing on their importance and order. It involves a 
succession of operations, ensuring relevant, significant, and sincere 
efforts. Managers must plan projects to meet the firm's season, ensuring 
the efficient use of management assets and ensuring the relevance and 
sincerity of their efforts (Abass, 2017). Inspiring others, tracking 
performance, and interacting with others are all skills required of 
managers. They should be goal-oriented, focused, creative, self-starters, 
adaptable to new situations, and aware. Essential thinking, relational 
capacities, decision-making procedures, collaborative skills, expanding 
and nonstandard reasoning, self-improvement demands, mental 
capacity to influence others, etc. (Tovmasyan, 2017). Consideration of all 
factors that may influence the outcome is required in business planning 
(Becket, 2016). Thus, it is anticipated that the selection and nomination 
of leaders are based on competency components and philosophy 
(Hosseini et al., 2018). 
 
Task Organization 
Organizing is the process of linking and merging people, physical, and 
financial resources to meet business goals It aims to precisely combine 
people and predictable tasks so that organizational work is coordinated 
and all endeavors and actions align with organizational goals (Pal, 2015). 
Setting up organizational relationships among people and developing 
tactics for communication, coordination, and management. Entrusting 
others with responsibility and authority to perform tasks is a significant 
management skill that goes hand-in-hand with organization (Abass, 
2017). Gibson (2016) identified the associated managerial abilities 
required of entrepreneurs. The task-oriented leader is responsible for 
identifying market opportunities, setting objectives, designing for goal 
achievement, arranging resources, and executing plans. They coordinate 
processes, assign responsibilities, and ensure the availability of 
supplies, technical help, and equipment (Anzalone, 2017). According to 
Chebet (2015), employees would be more engaged if they could control 
and understand their work. Similarly, understanding employee and 
stakeholder perceptions is required to define operational structure. 
 
Leadership 
MSMEs based on their origins, size, characteristics, and the nature of 
their business function, the leader role is even more vital for these 
enterprises. MSME executives are in charge of practically every aspect of 
a company's operations. Rather than "specialized managers," they are 
frequently referred to as "generic managers" (GM) (Cong and Thu, 2020). 
Andriukaitien et al. (2017) state that Effective leadership is crucial in a 
volatile corporate environment, as it increases staff productivity and 
reduces resistance to change. A leader's inner energy, vitality, and 
determination are essential for successful commercial performance. 



11 

 

     

  

Catapang, Ronald C.., “Management Competencies of MSMEs in NCR: Basis for Development of Business Continuity Planning Model” Letran Business and Economic 
Review, Volume 1, Issue 1, page 1-8, 2024. 

 

Letran Business and Economic Review 
Volume 2 Issue 1 
EISSN: 2704-4637 

Leadership skills include planning, organizing, managing, transmitting, 
and group work. Effective communication is essential for executives, as it 
helps staff understand expectations, performance standards, and task 
duration. Without communication, people may act based on their own 
beliefs, which may not align with the organization's needs and 
assumptions. Communication is also essential for all parties to be aware 
of the same facts, ensuring a successful and productive work 
environment. (Abass, 2017). 
 
Creativity/Innovation 
Creativity and innovation are vital for business organizations' survival and 
success. Creativity is seen as fundamental to business practice and 
intensity (Florida, 2019). Broekaert et al. (2016) demonstrate that not only 
R&D but also managerial freedom underpins differential innovation 
outcomes in family firms. It shows how organizational flexibility in family 
firms can contribute to a competitive advantage in terms of innovation 
when compared to nonfamily-controlled organizations. Innovation can 
be encouraged when culture and thinking collide to generate new ideas 
(Tubagus, 2016). 
 
Delegation 
Delegation is basically giving others control so leaders can act and start 
freely and assume responsibilities for certain tasks. If something goes 
wrong, the leader is mindful. Assign so that things are finished but not a 
disaster. All of them rely on expressing the project's concept, their level 
of interest, and the sources of relevant data and information (Abass, 
2017). Goal-achieving leaders distribute key decision-making authority to 
designated subordinates, managers and employees. Regardless of 
decision-making authority, the principal is responsible for the outcome 
(Dhiwayo, 2019). Anthony and Vidal (2015) emphasized the importance of 
correspondence in delegation to ensure the message is received and 
understood. For the organization's purposes, correspondence promotes 
efficiency and success. A manager's primary duty is to coordinate and 
supervise the various tasks within the division (John and Judy, 2018). 
 
Business Continuity Plan 
Employee selection is a process designed to predict and maximize 
employee performance while minimizing hiring errors (Mazllami, 2019). 
Early diagnosis, resilience development, ability to handle large risks, 
conditions recovery, and process of restoring activities to normal, 
according to Maulina (2021). Business BCM is a post-incident recovery 
procedure. BCM protects employee health and safety, as well as IT, HR, 
operations, risk management, and HR development. Manpower and 
financial assets are scarce in SMEs, according to Josefy et al. (2015). 
Business planning requires competent people ready to replace present 
leaders; therefore, managers must create high-potential personnel for 
the talent pipeline. Incorporate business procedures and knowledge 
management based on how their professional and technical talents fit 
within the firm, according to studies. Furthermore, generational diversity 
and multigenerational workforce demographics are rising inside firms as 
birth patterns connect to workplace ideals, career motivators, and 
business planning strategies. Furthermore, Toliver (2017) claims that 
managing personnel across generations helps develop future leaders. 
Previous literature (Chumpong et al., 2020) acknowledges that manager 
skills are crucial for business survival. This is seen in the literature on 
family businesses and small businesses (Davis and Harveston, 2018). It 
emphasizes how important it is to look at leaders' abilities and qualities. 
 
Demographic shifts in the workforce and business continuity planning. 
Potential leaders should be coached while retaining employees, 
preparing them for workforce diversity, and creating leaders inside the 
firm. A team approach in an organization would be useful to business 
activities since it would bring specialized experience to different areas of 
management (Williams et al., 2015). Developing leadership skills for the 
younger generation to support future corporate operations can be 
perceived as a team-approach rather than autocratic behavior. Managers 
are far more available to employees and vice versa, and managing 
owners are much more personally involved in operating organizations. 
(Barnett et al., 2019; Thomas et al., 2018; Dyczkowska & Dyczkowski, 
2018; Toliver, 2017). It provides for the creation of informed, talented, 

and productive people who will assist the business expansion even if a 
key stakeholder fails or is missing, according to Francis (2020). 
Understanding organizational succession is crucial. is not just about 
knowing the history, but also about being involved in the Small and 
medium-sized businesses that have challenges in business planning due 
to the desire to keep family leadership. Logistics, innovation, and debt 
were identified as affecting business continuity by Aghei & Sokhavar 
(2020). Developing managerial abilities enables early detection, 
resilience, risk management, recovery, and process (Maulina, 2021). 
 
Conceptual framework 
 

Fig. 1. Conceptual Framework 
 
The study examines the relationship between the demographic profile of 
business owners and their management competencies, as well as their 
relationship to business continuity. It focuses on the issues faced by 
MSMEs and analyzes their management skills and problems, as well as 
their impact on business continuity considerations. The study uses four 
parameters to assess MSMEs managers' perceptions of business 
continuity plans: internal candidates, retention, diversity, and team 
approach. The study also examines the association between MSMEs' 
demographic profile and management competencies, and the impact of 
managerial competencies on business continuity strategy. The factors 
considered in the study are crucial for developing a recommended model 
for business continuity. Following the conceptual framework the 
following hypotheses were measured: 
 
Ho1 = There is no significant difference between the management 
competencies of MSMEs owners/managers when grouped according to 
their demographic profile 
 
Ho2 = There is no significant relationship between the demographic 
profile of MSMEs managers and their management competencies 
 
Ho3 = There is no significant relationship between the management 
competencies of MSMEs owners/managers and business continuity. 
 
 
METHODOLOGY 
 
Research Design 
The study used descriptive correlation to examine the relationship 
between MSMEs management competencies and business continuity in 
the NCR. This method clarifies, interprets, and correlates the research 
subject. It is about the current state of relationships, practices, and 
processes, as well as the repercussions and emerging trends (Stangor, 
2011). This method was chosen to examine the relationships between 
the research variables. A qualitative design collects information through 
interviews, allowing the researcher to get insight into the respondents' 
perspectives and issues. Mixed-method design is suited for this study 
because it allows the researcher to collect quantitative data while also 



12 

 

     

  

Catapang, Ronald C.., “Management Competencies of MSMEs in NCR: Basis for Development of Business Continuity Planning Model” Letran Business and Economic 
Review, Volume 1, Issue 1, page 1-8, 2024. 

 

Letran Business and Economic Review 
Volume 2 Issue 1 
EISSN: 2704-4637 

discussing the respondents' perspectives. This study used stratified 
random sampling. It is a probability sampling technique that delivers 
more accurate sample analysis (Etikan, 2017). This sampling approach is 
used in heterogeneous populations (Alvi, 2016). 
 
Subjects and Study Sites 
This study's participants were family-owned (FO) Micro, Small to Medium 
Enterprises (MSME) in the National Capital Region (NCR). A family firm 
was defined as one that met at least one of the following five 
characteristics: At least one other family member was a major decision-
maker in the business, at least one other family member owned the 
business, and future family ownership was anticipated (Danes, Stafford, 
and Loy 2007). According to the Department of Trade and Industry's 2020 
MSMEs figures, 201,123 firms (21.10%) were located in NCR. The DTI 
provided a list of businesses that have renewed their names for 2020. The 
study uses two sample size (n) calculators: Creative Research System 
and Raosoft. The researcher chose 384 MSMEs in the NCR at random 
from the list. The study was conducted in the National Capital Region 
(NCR). The researcher also provided a backup list in case the first list's 
respondents were unable to participate. The researcher randomly 
selected participants for the focus group discussion through letter. 
 
Data Measures 
This study used a researcher-made questionnaire to collect data from 
Millennials in Quezon City, divided into sections on demographics, 
determinant factors (like pricing and quality), and outcomes (such as 
buying behavior). It employed a four-point Likert scale for responses, 
from "strongly agree" to "strongly disagree." 
 
A pilot test with 30 respondents helped assess the survey's reliability, 
with a statistician verifying its consistency using Cronbach’s alpha, 
resulting in reliability coefficients of 0.82 for independent variables and 
0.72 for dependent variables. Some items under consumer attitudes 
were identified as problematic and marked for revision to enhance 
reliability. The pilot confirmed the survey's overall reliability, approving it 
for broader data collection. 
 
Data Collection 
The survey questionnaire was composed of self-made for business 
continuity factors and management competencies and adapted items for 
assessment of business continuity. The questionnaire has six sections. 
Part 1 includes demographic and business profile of managers/owners. 
Part II measures the business continuity planning among NCR MSMEs. 
They were divided into ten parts: business continuity plan on 
competencies, and present business situation and problems (5=strongly 
agree, 1=strongly disagree) were adapted from Rothwell (2010) 
leadership continuity study. Part III assesses business continuity 
planning variables among NCR MSMEs leaders. The variables are internal 
candidates, retention, diversity, and team approach (5=strongly agree, 
1=strongly disagree). Part IV assesses managers/owners of MSMEs in the 
NCR on planning, task organization, leadership, creativity/innovation, 
and delegation. Part V assesses MSMEs' reasons for having a business 
continuity plan (5=very important, 1=not important) was also adapted 
from Rothwell (2010). The last part of the instrument is guiding interview 
questions for MSME owners' challenges. 
 
The researcher goes through four processes to ensure the effectiveness 
of self-made research tools. The first phase involves evaluating the 
instrument with industry experts, academics, and researchers to ensure 
it contains all essential components. The second phase involves a pilot 
test, where the instrument is tested on a small group of people (50 
participants) to test its time and resource constraints. The third phase 
tests for consistency and stability of test scores, confirming the 
instrument's reliability. The third phase involves assessing the internal 
consistency and group connection of the factors, with a Cronbach's 
alpha value of.70 or higher being required for all instruments. This 
process ensures the instrument's reliability and effectiveness. 
 
 
 

Table 1. Reliability Value 

Variable Number of 
Items 

Reliability 
Cronbach’s alpha 

Results 

Business Continuity Assessment 10 0.923 Reliable 
Internal Candidates 5 0.888 Reliable 
Retention 5 0.919 Reliable 
Diversity 5 0.937 Reliable 
Team Approach 5 0.925 Reliable 
Business Continuity Plan Factors 20 0.974 Reliable 
Planning 10 0.926 Reliable 
Task Organization 10 0.938 Reliable 
Leadership 10 0.960 Reliable 
Creativity/Innovation 10 0.946 Reliable 
Delegation 10 0.945 Reliable 
Reasons for Business Continuity Planning 10 0.918 Reliable 

 
Data Collection Procedure and Ethical Considerations  
The research instrument was tested for validity and reliability before the 
investigation. A letter of intent was sent to participants, ensuring 
voluntary participation without intimidation. The researcher uploaded a 
self-made questionnaire and distributed it through Google Forms. The 
Focus Group Discussion (FGD) was conducted with 5 out of 384 
participants using an online video conferencing. The responses were 
recorded and thematically examined. The researcher assured the 
respondents that their information would be used solely for the study and 
maintained their anonymity. The respondents were treated as unknown 
and volunteer representatives, provided with complete information about 
the research and free to decide whether or not to participate. The 
participants were treated as unknown and volunteer representatives, 
ensuring a comprehensive and ethical study. 
 
Data Analysis 
The researcher used frequency analysis using the percentage calculation 
to establish the respondents' demographic profile. The researcher will 
use the weighted mean method to examine MSMEs managers' 
perceptions and assessments of business continuity plans and 
management competencies. The chi-square test was used to see if there 
was a correlation between the respondents' demographics and their 
managerial competencies. To establish the significance of the 
differences between the demographic profile and the managerial 
competencies of MSMEs, the researcher will use a normality test. A 
parametric t-test test and ANOVA for level of significance. Employing 
structural equation modelling to assess the impact of managerial 
competencies on business continuity planning (SEM). SEM was 
employed to assess multivariate causal relationships. Using CFA and 
path analysis. In addition, CFA can reduce data dimensionality, adjust 
indicator scales, and account for dataset correlations. Path analysis for 
several variables. Business continuity factors were examined as a 
relationship between management competencies (Fan, 2016). To 
determine the obstacles faced by MSME owners, the researcher used 
thematic analysis. Thematic analysis (TA) is a way of detecting and 
evaluating meaning patterns in data (Braun & Clarke, 2006). It shows 
which subjects are crucial in discussing the situation. During the 
interview/discussion, initial codes were created, subjects were located 
and reviewed, and themes were defined and labeled. 
 
 
RESULTS AND FINDINGS 
 
The survey's businesses are mostly in Manila, Quezon City, and Makati. 
Manila had 106, or 27.6%, Quezon City had 97, or 25.3%, and Makati had 
32, or 8.3%. The bulk of businesses in the research (342 or 89.1%) is sole 
proprietorships. The majority of businesses in the study are micro-
enterprises (305 or 79.4%) and small businesses (78 or 20.3%). The 
majority of businesses handle 1-2 branches, with 368 or 95.8% managing 
1-2 branches. The majority of the study's participants were aged 25-34, 
with 157 (40.9%) being in this age range. The majority of respondents are 
female, 255 (66.4%), demonstrating significant female participation in FO 
MSMEs in NCR. Managers/owners of MSMEs are primarily married, with 
207 (53.9%). In relation to this, the majority of the owners/managers who 
participated in the FGD were married females. 
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The study assessed the MSMEs owner/readiness managers for business 
continuity planning before assessing their management competencies 
(see appendix). The second section of the tool assesses business 
owners' and managers' preparedness. The study's participants had 
obvious and applied business continuity planning methods. The ten (10) 
elements tested obtained an overall mean score of 4.32 (SD =. 57) (see 
appendix), which suggests that the business owners have the capacity 
and ability to apply business continuity plan inside their business. The 
study of the existing business activity scenario reveals that there has 
been a practice among entrepreneurs that contributes to and promotes 
business continuity planning. There has never been a standard and 
general business continuity tool among these businesses, especially 
when it comes to including competencies in training for business 
continuity and survival among future business leaders. There is also no 
clear plan or guidelines for MSMEs on what should be assessed and 
considered to ensure the business's survival and future growth. 
 
               Table 2. Business Continuity Assessment among MSMEs 

Business Continuity Mean Std. Deviation Interpretation 

Internal Candidates 4.35 .523 Very Important 

Retention 4.39 .618 Very Important 

Diversity 4.31 .594 Very Important 

Team Approach 4.42 .533 Very Important 

OVERALL SCORE 4.37 .518 Very Important 

 
An internal candidate received a mean of 4.35 (SD=. 523) and was rated 
"very important". Retention was rated "very important" with a mean of 
4.39 (.618). Diversity was rated "very important" with a mean score of 
4.31 (SD=. 594). The team approach variable obtained an overall mean 
score of 4.42 (SD= .533), a rating of "very important". Overall, business 
continuity factors obtained a "very important" mean score of 4.37 (SD=. 
518). As a result, business continuity planning is critical for family-owned 
MSMEs in the NCR. 
 
               Table 3. Assessment of MSMEs owners/managers on Management Competencies 

Management 
Competencies 

Mean Std. Deviation Interpretation 

Planning 4.59 .467 Proficient 

Task Organization 4.54 .467 Proficient 

Leadership 4.59 .452 Proficient 

Creativity/innovation 4.52 .473 Proficient 

Delegation 4.57 .494 Proficient 

 
The table shows the mean (total) score, standard deviation, and average 
(total). Planning had the highest overall mean score of 4.59 (SD=. 467). 
The respondents are proficient in business continuity, which is important 
for business owners/managers in NCR to train their managers and future 
owners. Leadership competency was rated "proficient" with a mean 
score of 4.59 (SD=.452). The delegation competency obtained a 
"proficient" mean score of 4.57 (SD =.494). The task organization 
obtained an overall mean score of 4.54 (SD= .467) a "proficient" rating. 
Lastly, creativity and innovation obtained a proficient rating of 4.52 
(SD=.473). Overall, the survey shows that current owners/managers of 
FO MSMEs in NCR are proficient in their competencies, which are factors 
to consider in business continuity. 
 
Table 4. Test of difference in the management competencies according to the profile of FO 
MSMEs owners/managers 

Management 
Competencies 

T-test One way ANOVA 

Sex Age Marital Status 
Educational 
Attainment 

F p-
value 

F p-
value 

F p-
value 

F p-
value 

Planning 5.068 .025* 1.650 .146 3.012 .050* .107 .980 
Task 
Organization 

1.040 .308 2.149 .059 4.363 .012* .762 .550 

Leadership 3.981 .047* 2.721 .020* 1.622 .199 1.083 .364 
Creativity / 
Innovation 3.279 .071 1.512 .185 3.728 .025* .305 .875 

Delegation 2.313 .129 2.494 .031* 2.975 .052 .705 .589 
*Significant at p < .05 
 

Table 4 T-test results revealed that males and females were not 
significantly different in task organization (F= 1.040, p > .05), 
creativity/innovation (F= 1.512, p > .05) and delegation F= 2.494, p > .05) 
therefore, the study failed to reject the null hypothesis. Both males and 
females have a high level of task organization, creativity/innovation, and 
delegation competencies. However, males have a high level of 
competency compared to females in planning (F= 5.068, p < .05) and 
leadership (F= 3.981, p < .05); therefore, the study rejects the null 
hypothesis.  
 
Test of significant differences in the management competencies of FO 
owners/managers according to age, marital status, and educational 
attainment was conducted using one-way ANOVA. In terms of age, no 
significant difference was found on planning (F= 1.650, p > .05), task 
organization (F= 2.149, p > .05), and creativity/innovation (F= 1.512, p > 
.05), the study failed to reject the null hypothesis.  Although ages 55-60 
years old are more competent on leadership (F= 2.721, p < .05) and 
delegation (F= 2.494, p < .05) therefore, the study rejects the null 
hypothesis. 
 
According to marital status, no significant difference was found in 
competencies terms of leadership (F= 1.622, p > .05) and delegation (F= 
2.975, p > .05) thus, the results failed to reject the null hypotheses. 
However, significant difference was found on planning (F= 1.650, p < .05), 
task organization (F= 4.363, p < .05), and creativity/innovation (F= 3.728, 
p < .05) competencies were married managers/owners are more 
competent thus the study rejected the null hypotheses. Lastly, in terms 
of educational attainment, no significant difference was found in 
planning (F= 1.107, p > .05), task organization (F= .762, p > .05), 
leadership (F= 1.083, p > .05), creativity/innovation (F= .305, p > .05), and 
delegation (F= .705, p > .05). 
 
The results proved that there is enough evidence to say that hypothesis 1 
(no significant difference between the management competencies of 
MSMEs owners/managers according to their demographic profile) should 
be rejected. Specifically, significant difference was found in 
owners/managers when they are grouped according to their sex, age, and 
marital status of FO MSMEs. 
 
             Table 5. Significant relationship between the management competencies among  
             MSMEs owners/managers and their demographic profile  

Age Sex 
Marital 
Status 

Educational 
Attainment 

Planning 0.065 -0.076 0.077 0.035 

Task Organization .105* -0.048 0.094 0.014 

Leadership 0.044 -0.044 0.034 0.028 

Creativity / Innovation 0.035 -0.032 0.088 0.037 

Delegation 0.047 -0.039 0.100 0.010 

              *Correlation is significant at the 0.05 level (2-tailed). 
 
Chi-square test was utilized in determining the significant relationship 
between the management competencies and the demographic profile of 
the FO MSMEs owners/managers. The table above demonstrates the 
relationship between management competencies and owner/manager 
demographics in NCR. With a 0.05 correlation significance level, only 
task organization and age (.105, p < .05) were shown to be significant. 
Therefore, the study rejects the null hypothesis. The study found no 
correlation between the managers/owners' demographics and their 
competencies. Other competencies and profiles in age, sex, marital 
status, and educational achievement are not indications of management 
competencies. 
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Table 6. Challenges encountered by MSMES 
Theme Categories Codes 

Challenges 
encountered by 
MSMEs 

Human Resource 
and Development 

• Manpower 
• Ethics/attitude 
• Retention 
• Skills 

 Sales and 
Profitability 

• Salesmanship  
• Customer relations  

 

Business Operation 

• Marketing 
• Logistics 
• Inventory 

Finance 
 

Business Structure 
• Task Organization 
• Organizational Structure 
• Accountability 

 
Table 6 shows the challenges experienced by MSMEs. Five Entrepreneurs 
from various business industries participated in the study's qualitative 
component. They include retail, manufacturing, and service enterprises. 
Travel and tourism, soy manufacturing, engineering services, water 
stations, and food hubs. The table above demonstrates how 
owners/managers of FO MSMEs responded to business problems. In 
terms of human resources, manpower, work attitude, employee 
retention, and skills compatibility were cited as challenges. In terms of 
sales and profitability, salesmanship and customer relations were 
challenges highlighted. For business operations, challenges in terms of 
marketing, logistics, inventory, and financial aspects of the business. 
Lastly, on business structure, leaders cited task organization, 
organizational structure, and accountability as challenges. 
 
Structural Equation Modeling  
A business continuity-planning model for family-owned MSMEs in NCR 
utilizes structural equation modeling. The impact of demographic profile 
on management capabilities and business continuity planning is 
examined. The model also examined the impact of managerial 
competencies on business continuity planning parameters. Also, 
confirmatory factor analysis (CFA) was utilized to assess the variables' 
fitness. CFA can be used to build scales, test measurements, and 
examine their use in models (Harrington, 2010). Table 7 gives the cutoff 
criterion for measuring the variables' fit indices. In "Cutoff Criteria for Fit 
Indexes in Covariance Structure Analysis," Hu and Bentler (1999) offer 
"Conventional Criteria Versus New Alternatives." My model fitness 
measurement contained the RMSEA 0.06 to bolster my point. The data 
was examined with AMOS 16.0 and CFA to validate a BCP model. A 
double-headed arrow represents latent variable covariance. In this case, 
we use the CFA's typical output to estimate (Hashim & Sani, 2008). The 
table below provides a full discussion and analysis of the SEM. 
 
                                     Table 7. Cut-off Criteria 

Measure Terrible Acceptable Excellent 

CMIN/DF > 5 > 3 > 1 

CFI <0.90 <0.95 >0.95 

SRMR >0.10 >0.08 <0.08 

RMSEA >0.08 >0.06 <0.06 

PClose <0.01 <0.05 >0.05 

                                      Source: Gaskin, J. & Lim, J. (2016), "Model Fit Measures" 
 
          Table 8. Model Fit Measures 

Measure Estimate Threshold Interpretation Decision 

CMIN 76.13 -- -- -- 

DF 56 -- -- -- 

CMIN/DF 1.359 Between 1 and 3 Excellent Accepted 

GFI 0.971 >0.93 Excellent Accepted 

NFI 0.977 >0.93 Excellent Accepted 

CFI 0.994 >0.95 Excellent Accepted 

SRMR 0.028 <0.08 Excellent Accepted 

RMSEA 0.031 <0.06 Excellent Accepted 

PClose 0.978 >0.05 Excellent Accepted 

 
In evaluating model fit, certain fit index tests are used, such as the 
relative chi-square (CMINDF: chi-square/degree of freedom), 
Comparative Fit Index (CFI), Incremental Fit Index (IFI), Normed Fit Index 

(NFI), and Root Mean Square of Error Approximation (RMSEA). CMIN/DF, 
the indicated acceptable value for relative chi-square, should be as high 
as 5, which is utilized to lessen sample size dependency. The cut-off 
points for CFI, NFI, and IFI, on the other hand, lies between zero and one. 
An RMSEA score of less than or equal to 0.05 indicates a good model 
(Schumacker & Lomax, 2004). RMSEA = 0.031, SRMR= 0.028, GFI = 0.971, 
NFI = 0.977, CFI = 0.994, and CMIN/DF = 1.359 were obtained as median 
values, showing excellent fit. In table, all fit statistical data are displayed. 
The initial finding indicates that the chosen fit index test, such as NFI, is 
still less than 0.9, as required. Furthermore, as indicated in Table above, 
the values of CMIN/DF, CFI, and RMSEA have met the approved cut-off 
threshold. All goodness of fit indices were found to be the best fit in the 
study. 

 
Figure 2. Structural Equation Model on the relationship of demographic profile on 
management competencies and business continuity. The relationship and effect of 
management competencies on business continuity using the maximum likelihood 
estimates. 
 
        Table 9. Path Analysis 

Dependent 
Variable 

Independent 
Variable 

Unstandard 
Estimate 

Standard 
Estimate p-value 

Business 
Continuity 
Factors 

Age 0.011 0.028 0.646 

Sex 0.064 0.07 0.175 

Marital Status -0.104 -0.122 0.047 

Education -0.01 -0.02 0.7 

Mgt. 
Competencies 

0.291 0.26 <0.05 

 
Figure 2 depicts the proposed business continuity model, which includes 
latent constructs: management competencies and business continuity 
factors. A circle represents one measurement error for each observed 
variable. The structural equation model revealed no significant 
correlation between demographic profile on management competencies 
(Age β= 0.06, p > .05; Sex Age β= -0.08, p > .05; Marital Status β= 0.10, p > 
.05; Education β= 0.01, p > .05)  and business continuity (Age β= 0.03, p > 
.05; Sex Age β= 0.07, p > .05) Education β= -0.02, p > .05), the study failed 
to reject the null hypothesis.  However, there is a significant effect on 
marital status on business continuity (Marital Status β= -0.12, p < .05). 
Therefore, the study rejects the null hypothesis. 
 
 The results proved that there is no evidence to say that hypothesis 2 (no 
significant relationship between the management competencies of 
MSMEs owners/managers and their demographic profile) should be 
rejected. Specifically, a significant difference was found between the 
business continuity factors in owners/managers when they were grouped 
according to their marital status of FO MSMEs. Finally, the results 
highlight that except for marital status, other demographic criteria of 
owners/managers of MSMEs does not correlate in the level of 
competencies among respondents. 
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Figure 3. Completed Structural Equation Model. Management competencies relationship on 
business continuity. 
 
Following the statistical fit index tests and modification indexes, the 
business continuity planning model is shown in Figure 3. Items having a 
factor loading greater than 0.50 are prioritized for inclusion in the model. 
Awang (2016) suggests a cut-off value 0.5 for each factor loading. To 
make a measurement model unidimensional, use this value. Remove 
items with low loading factors before calculating the new measurement 
model. As a result, the obtained data supports CFA-based business 
continuity planning. Figure 3 also shows the impact of managerial 
competencies on business continuity considerations. According to the 
study's findings, strong agreement in managerial abilities promotes 
business continuity (0.26). The model shows that increasing the 
owner/expertise managers enhances the likelihood of applying and 
practicing business continuity.  
 
The results proved that there is evidence to say there is a significant 
relationship between the management competencies of MSMEs 
owners/managers and business continuity. The results imply that the 
level of management competencies among managers/owners of MSMEs 
is vital in the business continuity of their organization; hence, developing 
an acceptable competency level among these MSMEs is a contributing 
factor in the ability of the business to address business challenges by 
incorporating these competencies in the management decision to ensure 
business continuity across its business operations evident in the study of 
Chumpong et al. (2020) and Davis and Harveston (2018) which highlights 
family firms leaders role in business continuity. 
 
Business Continuity Planning Model 
The developed model (figure 4) considers management competencies 
and business challenges as key elements affecting business continuity, 
therefore supporting family-owned MSMEs' survival and resilience. The 
model suggests assessing the owner/management leader's skills before 
implementing business continuity planning. 
 

 
Figure 4. Business Continuity Planning Model. Management competencies and business 
challenges effect on business continuity 
 
Similarly, assess business difficulties in human resource, profitability, 
structure, and operation. Business difficulties are seen as crucial for 
business continuity and identifying them will equip owners/managers 
with the appropriate plan of action to address them. As a result, a 
business continuity plan that focuses on the owners/managers and the 

firm in general can accomplish preparation among members of the 
organization, both family and non-family members. 
 
 
DISCUSSION 
 
Business Continuity 
For business continuity, it is critical to have available and skilled internal 
candidates that exemplify the organization's culture and are familiar with 
business systems and processes (Mazllami, 2019). Furthermore, the 
ability of MSMEs owners/managers to retain qualified and competent 
staff for leadership positions is important to the survival of family 
companies among MSMEs in NCR. The findings show that "potential" 
leaders should be groomed and equipped. Also, it should be carefully 
examined who among the internal candidates is suitable and embodied 
the business culture. According to Josefy et al. (2015), establishing a 
retention plan will keep personnel shortages at bay and benefit the firm 
by maintaining highly competent workers in management positions. 
Retention is crucial for firms to retain competent personnel, reduce 
turnover, and expand their skill pool. Business continuity programs help 
employees avoid burnout, impacting staff retention.  
 
Due to size and expansion potential, micro and small FO firms in NCR 
struggle to retain highly trained staff. Retention is essential for corporate 
survival, business continuity, and organizational success through 
competitive staff. The study's findings support Toliver's (2017) 
conclusions that changing generations affect workplace ideals. 
Assessing workplace values is crucial for company continuity planning 
and HRM. These values should align with the organization's mission, 
vision, and business goals, ensuring employees from diverse 
backgrounds can appreciate the business culture. Leaders should 
promote these values, ensuring employees are conscious of their 
actions. Hiring and training diverse talent is a sensitive process, but it 
helps establish a diverse talent pool within the firm. Demographic shifts 
in the workforce and business continuity planning; potential leaders 
should be coached while retaining employees, preparing them for 
workforce diversity, and creating leaders inside the firm. Williams et al. 
(2015) found that a team approach to business continuity planning is 
useful since it adds specialized experience to diverse management 
areas. The ability of leaders to contribute expertise from other disciplines 
helps organizational growth and the owner-ability managers to work on 
several teams. Developing leadership skills for the younger generation to 
support future corporate operations can be perceived as a team 
approach rather than autocratic behavior (Barnett & Davis, 2019; Thomas 
et al., 2018; Dyczkowska & Dyczkowski, 2018; Toliver, 2017). According 
to Chumpong et al. (2020), business continuity planning is a component 
of talent management, which includes individuals with leadership and 
management skills. 
 
Management Competencies 
Managers/owners must be able to define goals in support to Gibson 
(2016) research. According to the study's findings, owners/managers 
should begin defining goals and objectives through planning, which 
should relate to business activities (Abass, 2017; Tovmasyan, 2017; 
Becket 2016). The study also supports the literature (Hosseini et al., 
2018; Stone, 2016; Trepanier et al., 2016) that shows the importance of 
planning for managers/owners to provide support and a wide range of 
knowledge for the next generation (Hosseini et al., 2018). 
 
The assessment shows that MSMEs in NCR are competent leaders, 
regardless of their demographic profile. Management competencies 
positively correlate with business continuity and survival and are 
considered critical for businesses. The COVID-19 pandemic caused 
issues in various industries, including business survival. Businesses 
opted to let go of some skills to reduce costs and limit spending. A 
business continuity plan requires companies to focus on areas where 
they have control, leverage their talents, and where industries need their 
services. The leader's capacity to plan, organize, lead, innovate, and 
delegate responsibilities is vital for the business's existence. Barney's 
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RVB theory emphasizes human resources as assets for business survival. 
A business continuity plan with managerial competencies allows leaders 
to make key decisions based on business needs rather than personal 
gain, such as letting great staff go. Leaders of FO MSMEs in NCR work in a 
flatter organization with increasing duties and tasks (Pal, 2015 and 
Abbas, 2017). To maintain relevance and manage competition, a leader 
must ensure that the vision is aligned with business activities. Leaders 
should make decisions that help the business, not themselves. A 
leader's capacity to persuade and motivate subordinates to follow, 
participate, and share similar goals will help execute plans through 
corporate activities in a coordinated manner. The result also validates 
Cong and Thu's (2020) study on the role and value of leadership in 
MSMEs, since this type of firm has unique origins, size, characteristics, 
and business function. Also, MSME leaders oversee practically every 
aspect of the business. In terms of business continuity planning, MSMEs' 
managers are referred to as "general managers" because they control the 
entire business activity, from product development to distribution. The 
study supports Andriukaitien et al. (2017) recommendation that leaders 
need to have a clear vision, goals, and work tasks, but also inner energy 
and dynamism to ensure task execution, as well as determination in the 
face of challenges. MSMEs in NCR are communicators. They can teach 
and stimulate communication by generating ideas among their 
members. In contrast to Abass (2017) who defined managers as 
"helpless communicators." The data shows that leaders can 
communicate with employees to understand their roles and 
responsibilities. The message is clear and both sides understand their 
roles, as evidenced by the respondents' leadership assessments. 
 
The study emphasizes the need for delegation among MSMEs' owners 
and managers. Dhiwayo (2019) found that delegation focuses on task 
alignment to enhance and improve employee productivity, as shown in 
Abass (2017) and Anthony & Vidal (2019). (2015). When management and 
the manager facilitate delegation, it contributes to organizational 
success and employee performance (John and Judy, 2018). The study 
concludes that delegating is a management competency for business 
continuity since it enhances resource utilization. The decision-making 
authority's effective tools of delegation are flexibility and mutual respect 
within the business (Dhiwayo, 2019). The study confirms that effective 
task organization helps leaders overcome obstacles. According to Pal 
(2015) and Gibson (2016), entrepreneurs should be able to manage 
assets (human and technological) to achieve goals, especially in family-
owned enterprises, because human assets include family members who 
play an essential role in the business operation. The results show that 
future managers/owners of MSMEs are proficient in task organization, 
which is required for business continuity.  
 
The study verifies MSME owners' proficiency in task organization and 
should be part of business practice regarding business continuity 
planning (Pal, 2015; Abass, 2017). The result also shows that a 
manager/owner prepares and organizes work, specifies goals, assigns 
roles to people, and organizes task steps. The task-oriented leader 
(Anzalone, 2017) understands the necessity of clearly defined tasks 
assigned to employees (Chebet, 2015). For creativity/innovation, the 
differentiation between product and procedure innovation allows MSMEs 
to adapt their work environment to their inventive process, evident in 
Broekaert et al. (2016). The study's findings confirmed prior research 
(Abbas, 2017; Florida, 2019) on the relevance of competency in business 
performance, as evidenced by current business owner's and managers' 
responses. The study also emphasizes that customers, competition, 
technologies, and processes can help firms stay "externally flexible" and 
foster a culture of creativity and innovation among employees (Tubagus, 
2016).  
 
Overall, the study supports Mitchelmore and Rowley (2015), Hellriegel et 
al. (2018), and Ademiluyi (2017) results that management competencies 
are required for viable entrepreneurship. These include information, 
skills, practices, and perspectives that enhance individual suitability in 
managerial tasks. Management competencies are crucial for small 
business success (Eshenake, 2017; Martin and Staines, 2018). 
 

The study found that while there is no significant difference in task 
organization, creativity, and delegation among FO MSMEs owners or 
managers based on sex, there are differences in planning and leadership 
abilities. Men and women approach business planning differently, 
creating goals, time frames, and evaluating strategy plan integration. 
They also set and exercise delegation, work alignment, motivating 
employees, accountability, and work environment differently. For 
example, women's duties as mothers may force them to take more time 
from work than males when their children are sick or have other needs. 
The number rises even more when single parents are included (Trahan's, 
2017). 
 
Management competencies vary based on age, with 55-60 years old 
being more competent in leadership and delegation. Leaders' capacity to 
lead and assign responsibilities varies with experience, and senior 
individuals have been tested over time. Most MSMEs owners/managers 
have been with the business for ten years, as evidenced by the business's 
founding date. However, younger individuals are still learning and 
immersing themselves in the organization. The study found that while 
MSMEs owners/managers' leadership and delegation competencies are 
not significantly different based on marital status, married individuals 
have significantly higher levels in planning, task organization, and 
creativity/innovation compared to single and widowed leaders, as they 
have a partner and child to consider in business planning. The results 
support Feliciano et al. (2019) study on Filipino workers' competency 
showed that marital status affects their degree of competency. The study 
also contradicted Parathaman's (2015) result that marital status had no 
effect on ability. Regarding the study, Arsezen-Otamis (2015) reveals that 
maintaining innovation "top of stage" in the analytical of local leaders and 
managers is difficult in bad business conditions. Innovation requires 
supportive and receptive leadership, which can be achieved in 
"innovation zones." The FGD among MSME owners and managers 
revealed that married leaders often involve their spouse, children, and 
extended family members in future business planning, task organization, 
and innovation. Most leaders believe their firm is run jointly with friends 
and relatives, considering family members in future business strategies. 
 
Educational attainment does not differ significantly on the assessment of 
FO owners/managers on their management competencies. The findings 
contradicted Feliciano et al. (2019) and Parathaman (2015), who found 
that educational backgrounds influenced competency levels. When 
categorized by educational level, owners/managers of FO MSMEs did not 
differ in their abilities to plan, organize tasks, lead, innovate, and 
delegate work. The study found that bachelor's degree graduates 
possess relevant competencies for their respective sectors, regardless of 
their educational achievement. MSME owners and managers approach 
difficulties differently based on the type and status of their businesses, 
according to an interview. 
 
The study found that there is no significant relationship between the 
management competencies and demographic profile of the FO MSME 
owners/managers. However, only task organization and age were 
significantly correlated. Trahan's study supports (2017). It may appear 
that there is a natural relationship between age and job longevity, where 
the older you get, the longer you can stay on a job. However, the results 
contrasted Feliciano et al. (2019) findings among Filipino workers that 
higher education equaled higher proficiency. Also, better education does 
not correlate with higher competency among MSMEs. When it comes to 
prioritizing duties, dividing responsibilities, aligning tasks, and 
coordinating activities, the result indicates that the owners/managers' 
years of immersion and participation have an indicator of their level of 
ability. The leaders' age reflects their years of business management 
expertise and ability to understand circumstances and handle business 
activities depending on urgency and resource availability. The result 
rejects the null hypothesis. Aged 30 to 50, the MSMEs owners who took 
part in the FGD discussed their issues in a variety of industries. Their 
involvement in the business promotes business continuity as duties are 
managed in line with the business's aims. 
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MSMEs Challenges 
Concerns around personnel, ethics and attitudes, retention and skills 
were identified. Entrepreneurs discuss subjects like not having enough 
people to work with, how to create trust with employees, and how 
individuals think about work and act at work. Employee turnover was also 
considered a problem, as was unexpected resignations and employee 
transfers to competitors. Management of talent is a challenge when it 
comes to retaining highly competent staff and providing them with 
development and training opportunities. 
 
FOB MSMEs face challenges in sales and profitability, including 
salesmanship, customer relations, and business profitability. 
Miscommunication and conflict, sales collection issues, and building 
productive relationships with consumers and clients also impact sales 
and profit. Clients with varying demands and timeframes impact the 
business's capacity to execute, affecting revenue. Issues such as 
delivery schedules, raw material increases, and alternate suppliers are 
discussed. Pricing issues include market acceptance and rising raw 
material costs. Financially, operating expenditures, taxes, and license 
fees must be paid. The COVID-19 virus makes it difficult for enterprises to 
follow health and safety regulations. 
 
Lastly, owners/managers of FO MSMEs cited business structure as a 
challenge. There is no clear-cut task for each employee, as most 
employees undertake comparable duties. Also, the business's 
organizational chart was not established, so employees couldn't hold 
each other accountable. Concerning business continuity, the MSMEs' 
owners' concerns were crucial for survival, as the issues raised were 
common to all business activities. Logistics, innovation, and debt were 
identified as affecting business continuity by Aghei & Sokhavar (2020). 
Developing managerial abilities enables for early detection, resilience, 
risk management, recovery, and process (Maulina, 2021). 
 
Management competencies on business continuity 
The study failed to reject the null hypothesis since there is no significant 
relationship between demographic profile and management 
competencies. As a result, the owners/managers' demographic profile 
does not affect or indicate their degree of competency. The study 
contradicted Feliciano et al. (2019) findings on competency and 
educational achievement. The study's findings also contradicted 
Parathaman's (2015) conclusions that age affects managers' 
competence. Their findings show that higher education correlates with 
increased competency. As a result, better educational achievement does 
not imply higher management competency. 
 
Similarly, managerial skills improve business continuity (<0.05). Other 
factors have no effect on business continuity.  The results show that as 
an owner or manager's marital status goes from single to married, their 
level of agreement or competency rating varies. In business, single 
owners/managers have less family and business responsibilities than 
married owners/managers. In addition to their extended family members 
involved in the business, married owners/managers of family-owned 
enterprises consider their children and spouse in the management of the 
firm as well as their well-being. Married leaders also contemplate their 
family members' future and survival. In one conversation, the owner 
founded the firm for her child, expecting it to expand and be controlled by 
her child in the future. 
 
The owner or management of FO MSMEs must have certain 
competencies to create an efficient business continuity strategy. 
According to the study by Maulina (2021), business continuity planning 
contains abilities that successfully tackle key risks, company recovery, 
and the process of returning operations to normal. This practice is 
evident in the MSMEs' owners/managers' replies during the FGD, 
highlighting the importance of the business continuing to earn profit 
while simultaneously employing employees. 
 
Managers/owners of organizations should focus on what needs to be 
done, plan quickly, be goal-oriented, conduct business planning, and 
gather vital data. Numerous studies show that they should aid with 

organizational development, productivity monitoring, risk management, 
benefit creation, and waste minimization (Abass, 2017 and Tovmasyan, 
2017). Managers/owners of organizations must have planning skills to 
accomplish desired results and meet corporate goals. The study 
indicated that managers who plan and train their successors are more 
likely to maintain business continuity. 
 
The model developed describes the vital role of determining 
competencies and challenges on training for next business leaders. 
Business continuity planning evaluates internal candidates for 
leadership positions, retains them, and trains them. As mentioned 
previously, diversity allows for the incorporation of next-generation 
leaders into the family business as well as a broad pool of skills that 
offers experience. Lastly, the practice of collaboration and decision-
making by all members. Managerial competencies heavily influence 
these business continuity planning criteria Having high levels of expertise 
and good business continuity planning leads in a high degree of 
competency and preparedness for the entire organization. Managerial 
abilities are critical for corporate survival (Chumpong et al., 2020). This is 
apparent in research on family and small companies (Davis and 
Harveston, 2018). It underlines the importance of assessing leaders' 
talents. 
 
The assessment helps current owners train and transfer knowledge to 
new candidates, ensuring careful planning and delegation. Management 
competencies significantly influence MSMEs' business continuity 
planning, affecting candidate availability, talent development, talent 
pool, and stakeholder engagement. The study emphasizes the 
importance of managerial capabilities and business continuity planning, 
with proficiency increasing the application and practice of such planning. 
Incompetent owners or managers may not implement or apply business 
continuity planning. These abilities produce competitive advantage and 
distinction among MSMEs as compared to non-family firms, as identified 
by the RVB theory. This perspective can assist in determining how 
families establish and develop competencies, pass them on to the next 
generation of governance, and adjust them when issues arise (Coffman, 
2014). Because human resources have unique talents and qualities that 
set them apart. With the RVB theory and model, FOB resources could be 
recognized, including human resources as competencies (Pearson et al., 
2008). Based on the proposed business continuity model, these 
competencies enable the manager/owner to be prepared and equipped 
for business continuity planning. These services can help family-owned 
firms overcome obstacles in the planning process. These skills enable a 
company to successfully match its resources with its business 
processes. 
 
 
CONCLUSION 
 
The study reveals that internal candidates, retention, diversity, and team 
approach are crucial for business continuity planning. High-level 
management abilities, such as planning, task organization, leadership, 
creativity, and delegating, are beneficial for FO MSMEs 
owners/managers, enhancing their business continuity. The study found 
significant differences in task organization and delegation competencies 
among FO MSMEs categorized by age and sex. However, planning and 
leadership skills were not significantly different. The study also revealed 
no significant differences in leadership and delegation competencies by 
marital status, but significant differences in planning, task organization, 
and creativity/innovation competencies by marital status. The study also 
revealed that FO MSMEs face issues in human resources, business 
operations, marketing, and customer service. Diversity is crucial in 
business continuity planning, while creativity and innovation are 
important management competencies. The study found that 
organizational competencies, such as marital status, significantly impact 
business survival, while other demographic characteristics have no 
effect. Management competencies significantly affect business 
continuity, with business continuity planning more prevalent among FO 
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MSMEs in NCR. To ensure business continuity, owners/managers should 
analyze their abilities to mentor and teach future leaders. 
 
The study reveals that the management competencies of FO MSMEs 
managers/owners significantly correlate and affect business continuity 
parameters. Clear plans, prioritizing goals through task organization, and 
delegating jobs based on employee competencies significantly impact 
how businesses practice and implement business continuity plans. The 
increase in competency-based assessment of owners and managers 
results in business preparation. The RBV and Business Development 
Theory emphasize the importance of corporate leaders' readiness, with 
competencies being a firm's critical asset that drives performance and 
competitive advantage. Effective use of a business continuity plan is 
crucial for successful business management. Both approaches help 
ensure business continuation. The RBV theory encourages development 
by utilizing information and abilities to construct and operate a 
successful organization, while the business development theory sees 
appropriate use of these competencies for business continuity to ensure 
profitability and continued existence. The researcher recommends more 
research on various elements of management competencies and issues 
facing MSMEs in business continuity planning and management 
competency development. More research is needed to discover the best 
effective management practices for FO MSMEs in the country. Other 
researchers can expand this research to non-family firms and, more 
significantly, compare business continuity planning approaches in both 
types of businesses. 
 
Limitation and Future Research 
The business continuity-planning model developed contributes to 
assessing and developing business practices among family-owned 
MSMEs in the Philippines. The study helps family-owned MSMEs 
understand management competencies among various business 
sectors. This research will help MSMEs to understand the importance of 
competencies in every micro, small, and medium company enterprise. 
The study's findings will guide management firms in all situations 
involving their management practices. The outcomes also offer MSMEs 
the skills and competencies required for business continuation. MSME 
owners/managers can also utilize the tool to examine their present 
competencies. 
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