Competency Model for microentrepreneurs in depressed
environments

Abstract

Microentrepreneurs who have their businesses located in depressed regions are generally
unaware of their basic competencies, especially their application and the benefits that are
obtained when these are linked to the development of business management. Knowing
the skills and abilities of the people, directs the activities in an organized and planned
way. Under this premise, a competency model is proposed for microentrepreneurs who
carry out their activities in depressed environments. Based on a documentary research,
the competences in dimensions are identified and grouped; Likewise, the importance of
the model is determined with the support of a panel of experts linked to the
microenterprise sector. The competences proposed are oriented to an easy and correct
application, and distributed in the areas of action in which microentrepreneurs develop
their activities. It establishes twenty-seven (27) competencies that determine
microentrepreneurs competences in depressed environments, grouped in four (4)
dimensions: Self-management, Motivation, Empathy and Social Skills. The proposed
model seeks to strengthen administrative management, helps to increase business
performance, and personal and professional training of microentrepreneurs.
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Introduction

The study of people's competences is an issue that has recently been at the center of
research activity in the field of business economics and human resource management. In
a time of globalization and dynamic technological changes, the strategic management of
competences at all levels of personnel becomes a highly relevant task for the management
of human resources (Deciusa & Schaper a, 2017). It is therefore vital for organizations to
assess and continually improve the competence of the workforce to meet the challenge of
today's competitive environment, as these depend on the skills of their staff as their main
asset for success (Worlikar & Aggrawal, 2017). Today, organizations are talking in terms
of competence, so that competence models have become an inseparable part of human
resource management and have been widely used as a mean to increase personal and
organizational efficiency (Singh & Srivastava, 2014).
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Strengthening the competences of human capital that seeks to improve entrepreneurial
training is one of the elements that can most directly be included in public policies, being
this one of the aspects that has a major effect on the formalization of the
microentrepreneur (Aguilar-Barceló, Texis -Flores & Ramírez-Angulo, 2011); it is also
known that well-formed human capital is key to fostering dynamic entrepreneurship in
developing economies (Cancino, Coronado & Farias, 2012).
The impact of people's skills on microentrepreneurs (or individual entrepreneur, ie a
natural person who exercises in their own name or through a representative, an economic,
business or professional activity) is more relevant (Fernández & Guadaño, 2005).
Managerial competence is the ability of managers and leaders to direct workflows and
define results clearly; identifying the competence requirement to achieve an occupational
field is a critical process in management, where the task of identifying qualities defines
the efficiency of managers (Manxhari, Veliu & Jashari, 2017).
Microenterprise represents an important part of the economic structure in most countries
(Mungaray & Ramírez, 2007). Although, literature suggests that these companies face
institutional, market, productive, financial and human capital constraints (RamirezUrquidy & Mungaray 2016); many come from taking advantage of the gaps left by the
medium and large companies to take advantage of a small business opportunity because
of their size and flexibility (Neef, 1998).
Although there is no determinant factor in the survival probability of microenterprises,
the combination of certain conditions may favor it (Texis, Ramírez & Aguilar, 2016); in
the empirical field, the relationship between organizational learning and microenterprise
performance has been approached from different approaches (Mungaray, Feitó & Texis,
2016). Authors such as Beato & Poli (2008) point out that a typical characteristic of this
sector is the low specialization of its managers, because they are forced to perform
administrative, financial, commercial and technical functions.
In general, small and medium-sized enterprises (SMEs), where many authors include
microenterprises, have been given a lot of attention in recent entrepreneurial research
because of their vital contributions to the economy of each country; their presence is very
important, especially in developing countries, where they help economic growth (Tehseen
& Ramayah, 2015). SMEs have always been a major contributor to a country's economic
prosperity; in the era of globalization, companies have been forced to go beyond the
borders to sustain their competitive advantage to succeed, so internationalization has
become a way to continue to increase their performance and this movement has open
doors to the positioning of SMEs (Zalina, Firdaus & Azman, 2016).
On the other hand, we find the depressed environments or zones, which according to the
LID Dictionary of Business and Economy of Madrid (Elosúa, 1999) are defined as areas
or regions of a country that are distinguished from the others by their lower degree of
industrialization. These environments can be determined by the levels of poverty and
income inequality (World Bank, 1998), indicators that have been considered in this study,
as will be seen later. It is also worth considering other factors that are present in depressed
environments, such as excessive rural exodus, which is oriented towards factories in need
of low-skilled labor and often in conditions of misery, which allows, in exchange for very
little they are offered the hope of improving survival conditions (Urrego, 1998).
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In the case of Ecuador, a country made up of 24 provinces and a total of 221 cantons1,
118 cantons were declared by the Sectorial Council of Production as depressed areas, out
of a total of 221. It is observed that in the specific case of region 5, which is made up of
46 cantons, 15 of which belong to the group of 89 classified as depressed, implying that
31% of the cantons in this region are economically depressed areas. For the determination
of depressed areas, a methodology approved by the Sectorial Council of Production,
which combines criteria of social vulnerability with those of productive development
capacities of each canton (Coordinating Ministry of Production, Employment and
Competitiveness, 2017) is considered.
Official statistics from Ecuador (INEC, 2016) show that there is a high degree of external
dependence on the supply of goods, especially machinery and capital goods, as well as
consumer goods such as food products (Bezpalov, Lochan & Sorokina, 2016). Therefore,
it is essential in these sectors to motivate the creation of own and local businesses directed
to the consumption of national goods, which gradually reduce the level of dependence. In
this premise it is essential to recognize the importance of the knowledge of human capital
in business development and in strengthening entrepreneurship, which values a better
knowledge of the main competencies that microentrepreneurs should possess to develop
the exposed role.
In this context, the main purpose of this study is to adapt to Ecuador's case a model of
labor and personal skills for the microenterprise sector in depressed environments.
Methodologically, a documentary research was carried out, specifically a theoretical
development study based on a critical review of the state of knowledge, which allowed
the identification of a model that would be adapted to the Ecuadorian context of
microenterprises in depressed environments.
The competence model was adapted based on the models by Boyatzis, Goleman & Rhee
(2000) and the Hay Group McClelland Center for Research and Innovation (2005).
Likewise, the inventory of competencies was refined from the judgment of a panel of
experts. Additionally, for the study of the impact of the application of the model in the
proposed environment, a pool of questions formulated based on the documentary review
was presented to the panel of experts.
The rest of the paper is organized as follows: the various dimensions of the theoretical
framework are presented, which include aspects of depressed environments, the microenterprise sector and competence models; the methodology of the research is described,
the results are presented and discussed; and, finally, the conclusions are presented.

Theoretical framework
Depressed environments or areas (in general and Ecuador)
Characterization: orientations, factors and phenomena
According to Mel'nikova (2015) there are basically two orientations for the study of
depressed areas: the one professed by the school of the World Bank (2009) and the one
taught by the School of the Organization for Economic Co-operation and Development
(OECD, 2009). The World Bank points to a neutral space approach that excludes
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The canton, the second-level administrative division in Ecuador, subdivides territorially a municipality,
province, department or other type of district.
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interventionist measures, and presents a marked influence of Williamson's (1965) theory
on regional disparities. Advocates of this school believe that the problems of regional
economies are associated with inefficient spatial distribution and the insufficient mobility
of productive factors between regions. Therefore, it recommends eliminating all
regulatory restrictions that could distort market signals and limit mobility, ruling out
measures to support the economies of depressed regions.
On the other hand, the OECD school promotes a more active approach that often suggests
the use of various measures to stimulate growth in different regions. The OECD (2009)
pointed to a paradigm shift in regional policy, which meant a transition towards a policy
of compensation for business and the population to identify and stimulate the growth
potential of depressed regions. It is considered to support development through a
comprehensive regional policy involving all levels of government and functional
economic sectors, within the framework of integrated development projects to develop
the underutilized potential of all regions to improve their competitiveness. The objective
is to develop the tangible and intangible capital of the regions, including social capital,
labor markets, business climate and social networks (OECD, 2009).
The review of literature also allows us to observe some phenomena characteristic of
depressed environments (Sachs & Warner, 2001, Williamson, 1969, Capello, 2006,
Gohmann & Fernández, 2014). On the one hand is the relationship between
unemployment and microenterprise. It is observed that as unemployment increases, some
of the people with few alternatives to work can choose to start their own business, thus
increasing microenterprise ratios. In parallel, if an increase in unemployment is the result
of a depressed economy, it lowers the demand for products and services, causing the
closure of microenterprises. To the extent that microenterprises can survive, they could
increase employment, which may be beneficial in the long run in terms of reducing
unemployment and raising the level of income (Gohmann & Fernández, 2014).
Another phenomenon that occurs in depressed environments is the excessive rural
exodus, which is oriented towards factories in need of unskilled labor and often in misery
conditions (Urrego, 1998).
Depressed environments of the Ecuador: Indicators and zone determination
In the case of Ecuador geographical factors greatly influence in the development process
and there is a significant migration from rural to large cities, resulting in overcrowding in
cities of destination that hinders the generation of jobs and that leads to disorganized
creation of microenterprises.
It should be noted that in Ecuador, imported products are concentrated in raw materials,
consumer goods, fuels / lubricants and capital goods, as shown in Table 1. Since the
dependence of these products is high, it is advisable for the country to encourage the
motivation to undertake in businesses that produce this type of products and services.
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Table 1
Imports per use compared to exports

FOB IMPORTS BY USE OR ECONOMIC DESTINATION

YEARS

CONSUMER
GOODS

FUELS AND
LUBRICANTS

RAW
MATERIAL

CAPITAL
GOODS

MISCELLA
NEUS

TOTAL
IMPORTS

TOTAL
EXPORTS

BALANCE
OF
TRADE

2013

5,185

5,927

7,823

6,767

61

25,763

28,033

-2,270

2014

5,187

6,417

8,076

6,685

56

26,421

28,423

-2,002

2015

4,219

3,950

6,878

5,342

58

20,447

23,634

-3,187

2016

3,370

2,490

5,688

3,941

56

15,545

15,072

474

Source: Central Bank of Ecuador

The National Institute of Statistics and Censuses, as the official provider of statistics for
Ecuador, presents various indicators related to poverty (INEC, 2016). As shown in Figure
1, the poverty rate by income is reduced by 13.8 percentage points (from 36.7% to 22.9%)
in the 2007-2016 period, that is, about 1.4 million people leaving poverty condition of a
population of approximately 5.22 million. Likewise, the rate of extreme poverty was
reduced by almost half (7.8 percentage points) in the same period, going from 16.5 to 8.7
percentage points.
Incident percentage in the country
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Figure 1. Evolution of poverty and extreme poverty in Ecuador
Source: Ecuadorian Institute of Statistics and Censuses of Ecuador

In terms of employment rates and as shown in Figure 2, in the period from 2007 to 2016
the unemployment rate remained stable, falling from 43.2 to 41.2 percentage points, with
a significant decrease of 5.3 points in relation to the same month of 2015; the national
underemployment showed a similar behavior but the reverse; and the unemployment rate
rose slightly from 5 to 5.2 percentage points.
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Figure 2. Evolution of rates of adequate employment, underemployment and unemployment
Source: Ecuadorian Institute of Statistics and Censuses of Ecuador

In terms of income inequality, the Gini coefficient shown in Figure 3 shows, for the same
period 2007-2016, a decrease of 0.08 percentage points in line with a slight decrease in
inequalities.
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Figure 3. Evolution of the Gini Coefficient (National Inequality)
Source: Ecuadorian Institute of Statistics and Censuses of Ecuador

The National Government of Ecuador, through its territorial prioritization policy, aims to
boost all regions of the country, and especially emphasizes the productive transformation
of the most vulnerable areas (Coordinating Ministry of Production, Employment and
Competitiveness, 2017). For the determination of depressed areas, it is considered an
approved methodology that combines criteria of social vulnerability with those of
productive development capacities of each canton (Sectoral Council of Production, 2017),
considering two strategic axes: the social and the economic ones. The social axis includes
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variables related to poverty and unsatisfied basic needs. In the economic axis, the
economic structure of each canton is analyzed, using as indicators the percentage of the
Economically Active Population (EAP) and the credit granted in each canton. These two
axes allow us to know the most vulnerable cantons of the country, from a socio-economic
perspective.
For the application of the referred methodology, the 24 provinces (221 cantons)
constituting Ecuador were grouped into 10 administrative planning regions, which are
shown in Table 2. In the identification of these regions, geographical proximity, and
cultural and economic similarities (SENPLADES, RO290, 2012) were considered.
Table 2
Administrative Planning Regions of Ecuador
Region Number of provinces/cantons Name of provinces/cantons
1
4 Provinces
Carchi, Esmeraldas, Imbabura, Sucumbios
2
3 Provinces
Napo, Pichincha, Orellana
3
4 Provinces
Chimborazo, Cotopaxi, Pastaza, Tungurahua
4
2 Provinces
Manabi, Santo Domingo
5
4 Provinces
Bolívar, Guayas, Los Rios, Santa Elena
6
3 Provinces
Azuay, Cañar, Morona Santiago
7
3 Provinces
El Oro, Loja, Zamora Chinchipe
8
1 Canton
Metropolitan District of Guayaquil
9
1 Canton
Metropolitan District of Quito
10
1 Province
Galapagos Special Regimen
Source: National Secretariat for Planning and Development (SENPLADES, 2012)

At the national level, 118 cantons were declared as depressed areas out of a total of 221,
as shown in Table 3.
Table 3
Percentage ratio: depressed cantons and total cantons provinces of Ecuador
Number of cantons Number of cantons of the
declared depressed
Region
provinces that make up
the regions
1
22
27
2
6
17
3
10
30
4
23
23
5
15
48
6
12
34
7
30
39
8
Does not Apply
Metropolitan District
9
Does not Apply
Metropolitan District
10
0
3

Total

118

Percentage Ratio between
depressed cantons and
total cantons
81%
35%
33%
100%
31%
35%
77%
Urban Zones
Urban Zones
Special Regime

221

Source: Coordinating Ministry of Production, Employment and Competitiveness, 2017

Region 5 is made up of 48 cantons, 15 of which are considered as depressed, implying
that it is the fourth region with the most depressed cantons in absolute terms and the
seventh according to the ratio with respect to the total cantons of the region (a 31 %).
These data show that this region is suitable for studies related to depressed areas, so it
was selected for the field study of this work, after considering also that it is a zone of
influence of the State University of Milagro, an institution that promotes research.
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The microenterprise (in general and Ecuador case)
Microenterprises are the protagonists of a country's economic development (Hernández,
2009). A microenterprise is a small socioeconomic unit of production, commerce or
service provision, whose creation does not require a lot of capital and due to its size, there
is a productive and efficient use of resources (Rivero, Ávila, & Quintana, 2016). The
microentrepreneur or individual entrepreneur is a natural person who exercises in his own
name, by himself or through a representative, an activity that constitutes a company, a
professional activity or an economic activity (Fernández & Guadaño, 2005).
It is identified, in the literature, that personal attention by the owner to several clients in
a market delimited by an area of influence is one of the common characteristics shared
by microenterprises with small and medium enterprises (Iduarte & Zara, 2005).
The perception about the emergence of microenterprises is complex and can be
approached from different dimensions, from changes in consumption patterns, variations
in market demand, business restructuring of small-scale processes (Mungaray, 1997), or
the emergence of microenterprises as an option for unemployment or labor independence
to ensure income (Mungaray, Ramírez & Texis, 2005).
Economic slowdowns tend to encourage the opening of microenterprises in regions less
favored by main productive activity (Aguilar, Mungaray & Ramírez, 2009). Other authors
associate the opening of new companies (generally informal) with the country's inability
to generate conditions that raise formal employment rates (Ruiz, Hernández &
Hernández-Fernaud, 2004). It has been observed that the rate of microenterprise creation
is lower in periods of growth, which can be explained by the expansion of employment
in the manufacturing industry (Mac-Clure, 2001).
To insist that most of the companies that operate in the developed countries are
microenterprises (Hernández, 2009), being also true of Ecuador, where according to the
Directory of Companies and Establishments (DIEE, 2014) - in collaboration with the
National Institute of Statistics and Censuses (INEC) and the National Secretariat for
Planning and Development (SENPLADES) - there were a total of 843,644 companies, of
which 760,730 were microenterprises (90.17% in percentage terms). In a complementary
way, it is possible to consult in table 4 the business structure according to the size of the
companies.
Table 4
Structure of Ecuadorian companies according to their size
Classification Variables
No. of
Company Size
Percentage
Companies
No. of people
Annual Turnover
Microenterprise
760,739
90.17%
From 1 to 9
Less than $ 100,000
Small Company
65,135
7.72%
From 10 to 49
From $100,000 to $1,000,000
Mid-size company
13,517
1.60%
From 50 to 199
From $1,000,001 to $5,000,000
Large company
4,253
0.50% From 200 onwards
De $5,000,000 onwards
843,644
100,00%
Total
Source: Directory of Companies and Establishments (INEC)

The unemployment level increased slightly in Ecuador in 2016 by 0.4 percentage points,
and according to what they say (Gohmann & Fernandez, 2014), unemployed people opt
to start their own business, which results in an increase in the individual company,
therefore, the percentage of participation of the microenterprise tends to increase, and
therefore the unemployment rate would be reduced in the medium or long term.
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31% of the cantons that make up Region 5 of Ecuador, are declared depressed by the
Coordinating Ministry of Production, Employment and Competitiveness (2017), and
90.17% of the country's business activity, are microentrepreneurs, according to the
Directory of Companies and Establishments INEC (2014). These figures show the high
index of depressed areas and the importance of the microentrepreneur in the national
economy, therefore support for their development becomes indispensable, and as
Winterton, Delamare-Le Deist & Stringfellow (2006) state, competences are considered
specific and relevant qualities common in multiple environments and situations.
Competences
Definition and generalities
The term "Competences" is sufficiently broad and ambiguous to review some of the
existing definitions in the academic literature. According to McClelland (1973), a
competence is "the integration of knowledge, skills, attitudes, commitments and
inclinations that have outstanding people who stand out for their excellent professional
and personal results." A decade later Boyatzis (1982) considers that "competences are
specific personal qualities that are causally related to effective or superior performance."
More current is the definition of Perrenoud (2004), who maintains that competence is the
set of knowledge, skills and attitudes that must be capable of mobilizing a person, in an
integrated way, to act effectively to the demands of a given context. And referring to the
context, Winterton, Delamare-Le Deist & Stringfellow (2006) consider that the
competences, understood as specific qualities, are relevant and common in multiple
environments and situations.
In the 1970s McClelland (1973) related competences as important predictors of employee
performance success, which is confirmed in later studies such as Lucia & Lepsinger
(1999), where competencies are equated with more variable classic as the academic
aptitude of the people. Since then, competence-based human resource management has
become a common practice. For González and Wagenaarn (2003) competences tend to
convey the meaning of what the person is "capable of" or "competent to perform," the
degree of preparation, sufficiency or responsibility for certain tasks. While Montoya
(2015) relates the personal competences referenced by McClelland (1973) to the
development of the entrepreneurial spirit.
In general, competences have been defined as combined and integrated components of
knowledge, skills and attitudes (McClelland, 1973, Boyatzis 1982, Perrenoud, 2004). As
such, competencies can be learned and improved through experience, training or coaching
(Man, Lau & Chan, 2002; Volery, Mueller & von Siemens, 2015; Wagener, Gorgievski
& Rijsdijk, 2010).
Identifying which competencies are considered important for entrepreneurs in a variety
of sectors seems to be an inherent and very important part of the life and success of an
entrepreneur (Stay, Durrieu & Akhter, 2013; Latham, Jones & Betta, 2009; Makhbul &
Hasun, 2011; Wagener et al., 2010). However, taking risks also opens the door to failures
and setbacks (Baron & Markman, 2003; Shane & Venkataraman, 2000) and it is important
that entrepreneurs have the skills to deal with these risks and possible consequences.
The skills that an entrepreneur needs to possess to run a successful business has been
conceptualized both in a global and specific way. According to Mulder et al. (2007), the
holistic notion of competence centers on "the ability to successfully satisfy complex
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demands in a particular context". However, there are also many authors who preferred to
determine that the specific competencies that entrepreneurs need to have to succeed are
more analytically and behaviorally oriented (Chwolka & Raith, 2012, Man et al., 2002;
Markman & Baron, 2003).
Competence Models
Competence Models are effective measurement tools that help create a common language
and understand what is meant by excellent performance; they translate organizational
strategies, goals and values into specific behaviors (Singh & Srivastava, 2014). They refer
to a series of knowledge, skills, abilities, and other characteristics necessary for effective
performance in the jobs in question (i.e., Green, 1999, Lucia & Lepsinger, 1999, Mirabile,
1997, Rodriguez, Patel, Bright, Gregory, Gowing, 2002; Schippmann et al., 2000). It is a
way of getting organizations to pay attention to job-related information and the skills
applied in the management of employees (Campion et.al., 2011).
A Competence model is a valid, observable and measurable list of knowledge, skills and
attributes demonstrated through behavior that results in outstanding performance in a
work context (Singh & Srivastava, 2014). The managerial competences are not fixed and
must correspond to the needs of the organization; Thus, despite the variety of managerial
competence models, they do not oppose to being criticized (Manxhari, Veliu & Jashari,
2017).
Sandberg (2000) proposes a taxonomy of competence-based models based on rationalist
and interpretive epistemological paradigms (see Table 5). In the rationalist approach,
competences are defined from three points of view (the worker’s, the job post’s, and
mixed), which are centered on the vision of competences as a set of attributes that workers
must possess to be effective in a job. Instead, the interpretive approach is based on the
meaning that the work represents for the person and their experiences.
Table 5
Approaches to the concept of competencies (Based on Sandberg, 2000)
Epistemology
Orientation
Focus
To the worker
Characteristics of the individual
To work
Inventory of activities
Rationalist
Characteristics of the individual and
Mixed
Inventory of activities
Interpretation of the person and
Interpretive
Meaning
Their experience
Source: (Aracuna, 2010). Doctoral Thesis Competence Model for Technological Innovation

Rationalist worker-oriented models define competences as a set of individual attributes
that shape people's behavior and performance. They can be of mental / intellectual /
cognitive, social / emotional, attitudinal and physical / psychomotor type. Montoya
(2015) relates personal competences and the development of the entrepreneurial spirit
based on qualities such as communication, research, teamwork, leadership, systemic
thinking, achievement orientation, perceptual amplitude, creativity and innovation, and
social intelligence. According to these models, differences in performance among
individuals occupying the same position are explained by differences in the attributes they
possess. The main criticism of these approaches is that they generate descriptions of too
general and abstract competences (Sandberg, 2000).
In the case of the work-oriented perspective, competences are also considered as a
specific set of attributes, although in this case the starting point is the workplace and not
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the worker (Fine, 1988). The concept of competence is associated with the analysis of
professional activities and the inventory of what needs to be done to perfectly fulfill the
functions that a job entails; it is related to a series of behaviors that must be adopted to
carry out the tasks and missions in a suitable way. Here the internal and external
limitations, the environments and the relations that have to do with the work or occupation
would fit (Boyatzis, 1982; Fogg, 1999).
Trying to avoid the criticisms made against the worker-oriented approaches and the work
ones emerges a third alternative, a mixed approach, which is more comprehensive based
on a combination of both approaches (Sandberg, 2000). Competences are, on the one
hand, a link between the missions to be carried out and the behaviors put into practice to
do so and, on the other, the individual qualities necessary to behave in a satisfactory way
(Woodruffle, 1990). In this way, it is possible to generate more detailed and concrete
descriptions of what constitutes a competence, and with that, to overcome, the problem
of elaborating overly general descriptions of competences.
In the interpretative approach competences are seen as constituted by the meaning that
the work represents for the person and his experience (DallAlba & Sandberg, 1996). This
approach shifts the starting point from the worker and the work to the experiences lived
by workers at work (Sandberg, 2000).
Goleman (1998) classifies the 25 competences into five groups: self-consciousness, selfregulation, motivation, empathy and social skills, as shown in Table 6, following the
rationalist approach towards the worker according to Sandberg (2000).
Table 1
Formation of competences according to groups

Groups
Self-consciousness

Self-regulation

Motivation

Empathy

Social Ability

Competences
Emotional Awareness
Fair Self-evaluation
Self-confidence
Self-control
Reliability
Diligence
Adaptability
Innovation
Achievement Unit
Compromise
Initiative
Optimism
Understanding others
Development of others
Service Orientation
Diversity of use
Political Awareness
Influence
Communication
Conflict Management
Leadership
Change Catalyst
Strengthen ties
Collaboration and
cooperation
Team Capabilities

Source: Goleman (1998)
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From this theoretical grouping Goleman (1998), Boyatzis, Goleman & Rhee (2000),
propose an empirical revision of twenty-one competences, to reduce it to a version of
nineteen competences in four groups.
Another list of generic competences is found in the studies of Loren’s, Llinàs & Sabaté
(2009), Llorens (2012) and Llorens, Llinàs, Ras & Chiaramonte (2013). Following the
rationalist approach oriented to the worker, these authors start from the approach of
twenty competences, to finally establish ten essential generic competences that engineers
should acquire to develop their activity in the ICT sector, namely: Ability to work as a
team, Customer Orientation, Commitment to learn, Resolutive, Initiative - Proactive,
Innovative, Commitment to the company, Ability to search for information, Flexible and
Ability to communicate.
In this research, competencies are formalized by adapting them to the microentrepreneur
through the elaboration of a list of competencies by groups that serves as a starting point
for the consultation of experts and to be able to analyze some proposals regarding how
competencies allow the improvement of performance and the study of microentrepreneurs
in depressed environments, taking into account the literature review, and specially the
studies of Golleman (1998), Sandberg (2000), Boyatzis, Goleman & Rhee (2000),
Llorens, Llinàs & Sabaté (2009), Llorens, Llinàs, Ras & Chiaramonte (2013), among
others.
Methodology
While this documentary research tries to contribute knowledge about those competences
and the effect that a competence model can have on the performance of
microentrepreneurs in depressed environments. The types of documentary research in
which the work is methodologically supported are: study of theoretical development, and
critical review of the state of knowledge. Documentary research is a process based on the
search, retrieval, analysis, critique and interpretation of secondary data, that is, those data
obtained and registered by other researchers in documentary sources (Arias, 2012). Its
purpose is to contribute by expanding and deepening the knowledge of a specific topic.
The originality of the study is reflected in the approach, criteria, conceptualizations,
reflections, conclusions, recommendations, and in general, in the author's thinking
(UPEL, 2016). On the other hand, the studies of theoretical development, are focused on
the presentation of new theories, conceptualizations or original interpretive models, from
the critical analysis of empirical information and existing theories; while critical reviews
of the state of knowledge integrate, organize, and evaluate existing theoretical and
empirical information on a problem, focusing either on the progress of current research
and possible ways of solving it, on analysis and internal consistency and externalization
of theories and conceptualizations to point out their failures or demonstrate the superiority
of some over others, or both.
On the other hand, the validation of the model was carried out with the support of a panel
of experts; (Robles & Rojas, 2015), and its use is accepted in studies aimed at finding
consensus on some problem or phenomenon based on the opinion of the experts (Del
Rincón & Arnal, 1995). As evidenced in the extensive literature with applications of this
technique, who point out that it is an effective tool to obtain industry opinion on the
competence of graduates (Abdul, Mohd & Azimin, 2016); as an evaluation strategy
presents a series of advantages (Cabero & Llorente, 2013); among other positive aspects.
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In addition to serving as support for the theoretical framework of this research, the review
of the state of knowledge allowed the construction of the inventory of questions that
would form the scale. Using search engines such as Google Scholar, Science Direct,
Scopus and WoS; and descriptors such as "Competences", "Microenterprises" and
"Depressed Environments", and their equivalents in English, the main primary sources
were selected, where key competences presented in Table 7 were identified and validated
with the support of a panel of experts.
In Planning the Expert Criterion, it was based on the initial conception of the problem
and the selection of the experts as fundamental steps for the application of the criterion.
The experts were selected first, considering the years of experience linked to the
microenterprise sector, and according to their wide knowledge of the micro-enterprise,
according to the prestige generated by activities related to microenterprise; recognition in
institutions and associations linked to micro entrepreneurs; secondly, to be immersed in
business as an official or as a teacher with expertise in the subject; and third, to be
predisposed to participate in validation, its capability for analysis and logical thinking, its
collectivist spirit and self-criticism.
The process consists in the survey of experts, selecting 10 experts in the province of
Guayas, 4 in the Province of Los Ríos, 3 in the province of Bolivar and 3 in the province
of Santa Elena, according to the number of inhabitants each province that make up the
region 5 has.
From an inventory of competences resulting from the literature review, they were
classified considering the participation percentages greater than 50% determined by the
criteria of the experts interviewed. That is, competences that did not reach half (50%),
minimum participation, are not considered for the proposed competency model.
Results
As a result of the review of the state of knowledge, the inventory of key competences for
microentrepreneurs in depressed environments was constructed, shown in Table 7, based
on the grouping of competences in emotional intelligence, ECI - Emotional Competence
Inventory from the work of Boyatzis (1982), Goleman (1998), and the versions of
(Boyatzis, Goleman & Rhee, 2000), a model of managerial competencies that have been
regularly used and recommended by several authors (Manxhari, Veliu & Jashari, 2017;
Veliu & Manxhari, 2017).
Although there are many initiatives to identify competencies (e.g. Abdul, et al., 2016,
Sarwoko, Surachman, Armanu & Hadiwidjojo, 2013, Cobo, 2012; Medina, Delgado &
Lavado, 2012), one of the most prominent in the literature is the proposal of Goleman
(1998), which were later reviewed by the same authors (Boyatzis, Goleman & Rhee,
2000; Boyatzis, 2009) and applied by Halim, Salem & Hassan (2015), Suifan, Abdallah
& Sweis (2015), among others.
The inventory of competences detailed in Table 7 is the starting point for the construction
of the model of competences for microentrepreneurs in depressed environments and
whose structure comprises the grouping of competencies according to the 5 large groups
in which they are distributed according to the application area.
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Table 2
Competency Inventory for Microentrepreneurs in depressed environments

Group

Competence

Self-awareness
(11)
(4)

Emotional Awareness – Self-evaluation – Self-Confidence Organizational Mentality – Heterogeneity – Homogeneity Cultural Awareness – Ability to Absorb – Self-efficacy –
Entrepreneurship – Availability to change

Self-regulation
(14)
(4)

Emotional Self-control – Reliability – Diligence –
Adaptability – Innovation – Internationalization Organizational Implementation - Global Vision – Process
Design – Benchmarking – Planning – Pragmatism –
Independence – Risk Taking

Motivation
(9)
(7)

Achievement – Commitment – Initiative – Optimism Organizational Learning - Overcoming Obstacles – Altruism
– Self Learning - Cognitive Ability

Empathy
(13)
(6)

Development of Others - Understanding Others - Service
Orientation – Diversity of Use – Political Awareness –
Intermediation – Proactive – Openness to Dialogue –
Visionary – Decision Making – Negotiation – Tolerance Observer

Social Ability
(15)
(6)

Influence – Communication – Conflict Management –
Leadership – Change Catalyst - Strengthening ties Collaboration and cooperation - Teamwork - Transformation
- Associativity - Problem Perception - Opportunism Information gathering - Artistic skills - Transfer of knowledge

Fuente: Self made

The elaboration of the proposal of the competence model is also based on the list selected
by the experts with participation greater than or equal to 50%, Table 8.
Table 8
List of competencies that are most applied by microentrepreneurs
Competences
Percentage Competences
Commitment
80%
Organizational Mentality
Initiative
75%
Availability to Change
Collaboration and cooperation
75%
Reliability
Innovation
70%
Independence
Self-Learning
70%
Cognitive Ability
Optimism
65%
Service Orientation
Proactive
65%
Achievement
Negotiation
65%
Overcoming Obstacles
Entrepreneurship
60%
Intermediation
Adaptability
60%
Observer
Openness to dialogue
60%
Communication
Teamwork
60%
Leadership
Problem Perception
60%
Opportunism
Self-confidence
55%
Source: Self made
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Percentage
55%
55%
55%
55%
55%
55%
50%
50%
50%
50%
50%
50%
50%

Areas of action of the microentrepreneur are established, considering the areas of
literature review. (See Table 9)
Table 3
Areas and Extents in the literature review on competences
Research Area
Business economics
Public Administration
Operations Research Management Science
Innovate
Engineering Education Educational
Academic Research International
Journal of Pedagogy
Journal of ICT in Education
Social Sciences Other Topics
Source: Self made

Microentrepreneur Extent
BUSINESS (Organizational)

EDUCATIVE (Staff)
SOCIAL (Environment)

With the application of the described elements, the competences are organized and
distributed according to the performance areas of the microentrepreneur, according to
their needs and the practical application they can perform. The microentrepreneur must
carry out a previous analysis of his / her skills so that he / she can identify with the
competences that are distributed in the three performance areas, namely: Entrepreneurial
(organizational), Educational (Staff) and Social (Environment). As shown in Table 10.
Table 4
Proposed competency model for microentrepreneurs in depressed environments

Group of
Competences

Self-management
(8)

Performance Areas
Educative

Business
-Organizational
Mentality
-Entrepreneurship
-Innovation

-Self confidence
-Adaptability
-Independence

-Availability to
change
-Reliability

-Initiative

-Commitment
- Self-learning
-Optimism
- Cognitive ability

-Achievement
-Overcoming
Obstacles

-Intermediation
-Negotiation

- Proactive
- Observer

-Service
Orientation
- Openness to
dialogue

-Teamwork
-Problem
Perception

-Leadership
-Opportunism

-Communication
-Collaboration
and cooperation

Motivation
(7)

Empathy
(6)

Social Ability
(6)

Social

Source: Self made
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Discussion
As Boyatzis, Goleman & Rhee (2000) point out, groups (or clusters) within a competence
model must be related in some way and not just a list: They can be parts of a whole and
complement each other in functional behavior; they may be alternative manifestations,
may be compensatory or may be antagonistic. Thus, the criterion for the proposed model
was based on the grouping of Goleman (1998), Boyatzis et. al. (2000) and its theoretical
basis and empirical validation.
Competences are considered as a specific set of attributes, starting with the workplace
(Fine, 1988), where the internal and external constraints, the environments and the
relationships that must do with the work or occupation fit in (Boyatzis, 1982 and Fogg,
1999). Given these assertions, the mixed rationalist approach of Sandberg (2000) is the
one that best adapts to the competence model for microentrepreneurs in depressed
environments, as the selected competences are applicable to both the company and the
microentrepreneur, and in both cases the ultimate objective is to improve its performance
and its business structure.
The selected list of competences was elaborated based on the experience and knowledge
of the microentrepreneur experts, both in their personal and professional environment,
considering also the interaction that they have maintained for years, thanks to the working
relationships. This list, further structured by the competences of Boyatzis, Goleman &
Reed (2000), becomes the main input for the elaboration of the competence model that is
directed to the microentrepreneur as a guiding instrument that leads in an organized way
the development of their administration.
For Boyatzis (1982), three elements enable people to develop specific actions or effective
behaviors: competences, job demands and the context of an organization. These elements
form the basis of the proposed competence model: the competences that arise from the
literature review and the expert opinion; the microentrepreneurs employment needs for
their subsistence and the context corresponding to the depressed environments in which
they carry out their productive activities.
The more traditional approaches are context-based, but a competence-based model is
more broadly linked to the organizational context (Hayton & Kelley, 2006). If it is also
considered that the size of the microenterprise reaches 90.17% in relation to the total of
the business structure of Ecuador, it is necessary to adapt a competence model to the
microentrepreneur’s environment, especially those who develop their activities in
depressed areas, as a strategic tool that supports the delineation of actions aimed at
improving its business organization.
According to Sandberg (2000), worker-oriented approaches define competences as a set
of individual attributes that shape people's behavior and performance, thus, conceptual
and practical knowledge of a competence model helps the microentrepreneur to have a
positive and proactive vision of its application, and consider that the model is influential
in their work performance and in the organization of their company.
The most valued competences according to the experts were Commitment (80%),
Initiative (75%), Collaboration and cooperation (75%), Innovation (70%) and Selflearning (70%).
The commitment, which Goleman (1998) includes in the self-motivation group and was
excluded in later work (Boyatzis et al., 2000), is presented by Llorens et al (2009, 2012,
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2013) in two modalities. One at a personal level: commitment to learning; and another
at organizational level: commitment to the organization, which is a key competence for
the microentrepreneur of the repressed environment of Ecuador’s Region 5, since it
allows the connection of other competences, and guarantees the success of any
development initiative of the region's human capital.
Along with commitment, in Motivation, defined as the group of competences
characterized by the "passion to work for reasons that go beyond money or state ...
propensity to pursue goals with energy and persistence" (Goleman, 1998), self-learning
is presented, which forms the motor of the group, that gives this educational field to this
area of the microentrepreneur. In this group optimism, cognitive ability, achievement and
overcoming obstacles are added, the latter two, aligned with the social interaction of the
microentrepreneur.
Cooperation and collaboration, is another of the experts’ greater appreciation
competences, together with the microentrepreneur’s social field communication, is
included within the group of Social Skills, defined as those competences characterized
by " the ability of managing relationships and networking. The ability to find common
ground and make a connection "(Goleman, 1998). Included in this group are teamwork
and the perception of business problems and leadership and opportunism in the personal
sphere. This group highlights leadership, an interesting area in the field of organizational
behavior, in which new studies are constantly emerging (Guiana, Amu & Kalu, 2015).
The Empathy group, characterized by those competences that support "the ability to
understand the emotional makeup of other people and the ability to treat people according
to their emotional reactions" (Goleman, 1998), includes intermediation and negotiation
in the business environment, proactivity and observation in the personal sphere, and
service orientation and openness to dialogue in the social environment.
One of the differences of this competence model for microentrepreneurs in proposed
depressed environments is presented in the self-management group, which brings
together the competences that Goleman (1998) and Boyatzis et al (2000) present in two
groups, one of self-awareness and another one of self-regulation. This group is reduced
to eight key competences: organizational mentality, entrepreneurial entrepreneurship,
entrepreneurial innovation, self-confidence, personal adaptability, independence in the
personal sphere, availability to change, and reliability in the social environment.
It is noteworthy that within the twenty-seven-competence group, the ones with the least
value (50%) are achievement, overcoming obstacles, observation, communication,
leadership and opportunism, which are most of competences belonging to the business
and social field, without which, Ecuador’s region 5 microentrepreneur, as a depressed
environment, would not perform well.
More critical is the fact that the global vision, internationalization, benchmarking, and
other key competences in this globalization phenomenon, on the one hand, are not valued
for this environment; and on the other, planning, process development, pragmatism,
information gathering, among others, that could characterize an operative microentrepreneur.
As for the model of Llorent et al (2009; 2013), more coincidences are presented, including
the ability to work as a team, Service orientation to the client, Commitment to learn and
with the company, Initiative - Proactive, Innovative, Communication Capability.
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It is necessary to deepen into empirical validation and reliability in future research,
including techniques such as the Delphi method and statistical methods.

CONCLUSIONS
In this study, a documentary research has been carried out based on a critical review of
the state of knowledge in Competence Models, specifically oriented to the microenterprise sector and depressed environments, based on empirical Ecuador’s region 5.
The study results in a model of competences for microentrepreneurs in depressed
environments that identifies 62 competences, which was taken as the basis for an expert
consultation. The experts prioritized 27 competences in four (4) dimensions: Selfmanagement, Motivation, Empathy and Social Abilities; and in three areas: business
(organizational), educational (personal) and social (environment).
The experts’ assessments prioritize the Motivation dimension, highlighting the
commitment, initiative and self-learning competences, which could well guarantee the
success of any microentrepreneurs’ development initiative in this depressed environment.
However, the fact of not including competences such as global vision,
internationalization, benchmarking, among others, key in this globalized context, is a
weakness in the face of foreign investment opportunities. In addition, competencies such
as planning, process development, pragmatism and information gathering, of an
operational component, distance it from an operational profile required by the depressed
environments microentrepreneur.
As implications for future research, it is proposed to use the Delphi method to make better
use of information by the panel of experts, and to support qualitative aspects with a
quantitative approach.
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