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INNOVATIONS IN HR MANAGEMENT: A CONTENT ANALYSIS APPROACH

Abstract. One of the objectives of human resource management (HRM) is to promote the satisfaction of both
managers and employees regarding HRM practices. Since promoting satisfaction begins by assessing its current
level, this study aims to analyse the challenges faced by industrial companies' managers within developing countries
— such as Morocco- in terms of implementing human resource (HR) function practices. This paper presents then a
practice-oriented study conducted using a qualitative method based on the content analysis approach. Thus, data
collection was based mainly on semi-structured interviews to which 30 managers had participated. Indeed, this study
aims to measure managers' satisfaction regarding the HR function while highlighting, at the same time, the practices
used in motivation, documentation process, efc., and in terms of locating weaknesses and obstacles to better HRM.
The validity of inquiry was tested and proven by two validation strategies: member checking and external audits
strategies. The results found, revealed genuinely remarkable weaknesses. Indeed, it turned out to be a lack consistent
in terms of the proper structuring of the HR function. In addition to the poor mastery and application of basic HRM
practices, namely the primitivity of documentation processes, and the job-person inadequacy, especially in the scarcity
of adoption of developed management methods such as the implementation of provisional management of jobs and
skills, the establishment of an occupational health system, and maturity in terms of carrying out the tasks of the control
system, or even as regards the weaknesses linked to the lack of active communication, to the clarity of the objectives
targeted for all the members, and to the sharing of private information, in addition to those arising from the irrelevance
of the training received by the staff. As for proposing solutions, the integration of IT tools could improve the
performance of HR management processes. Indeed, information systems promote active communication, different
storage data that develop the quality of the decision. They also facilitate managing administrative issues,
communicating and applying procedures, programming relevant training and motivating employees. The study has
important implications for HR professionals and strategic leaders that are especially interested in developing countries.

Keywords: human resources management, HR function, content analysis, industrial companies, Morocco, job
satisfaction, the performance of HR function, IT tools integration, information systems, knowledge-based systems,
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Introduction. Since old times; for spiritual, materialistic, philosophical or purely scientific reasons.
Satisfaction has been the goal sought by everyone. Today, in the middle of an economic environment
increasingly complex and competitive, satisfaction is a concept even more related to the discipline of
human resource management (HRM), particularly within industrial enterprises. Indeed, people (managers,
employees, or State officials) always talk about staff satisfaction effect on a company's performance and
thus on the country's prosperity. This belief stems from the growing demand for work quality in today
developed world, especially with researches and studies confirming the close link between the
psychological side and one's performance (Wang et al., 2014). When an employee looks for satisfaction
in terms of working conditions, salary, leadership. HR manager seeks both, minimizing problems that
negatively affect business activity such as absenteeism, training, turnover and creating a likely
environment to promote employees profitability because «an essential element of the organizations is
based on the willingness of people to contribute their efforts in a cooperative system ...» Chester
Barnard (1938). Convinced that any work, including HRM, cannot lead to best results without the
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integration of all its stakeholders, it is better to deal the current situation by starting with practitioner’s
opinion because this «may help HR departments to be even more effective in their business!» as stated
Louarn & Wils (2001). Consequently, this research is a practice-oriented study that aims to reveal
challenges faced by HR managers within developing countries through studying the Moroccan context. In
order to address managers' satisfaction in-depth, a qualitative research method (Content analysis method)
was used because it allows better «understanding the meaning of decisions and behaviours (Usunier,
1993). It is contextual, powerful and robust (Wacheux, 1996)».

Literature Review. Inspired by the concept of «internal customer» developed by Berry (1981),
managers and decision-makers have also been considered as internal customers that the company must
take care to satisfy so that they can deliver better service. (Heskett et al., 1994), primarily that the
performance of the target company through employee satisfaction can only be evaluated by revealing the
judgment of managers before it is reflected as a quantified economic return.

Within the framework of this ultimate vision, several researchers were interested in the satisfaction of
decision-makers regarding management control. Laitinen (2004), for example, stated that the quality of
management control must be strictly linked to the satisfaction of managers. Thus, meeting the information
needs of managers influences positively the relevance of their decisions. The relational side between
managers and employees was, of course, also developed. In the context of this, Purcell et al. (2003)
reported that managers’ behaviour strongly influences employee attitudes: «it is also one of the most
important factors in developing organizational commitment». Interested in the same theme, Mellahi &
Wood (2003) insisted on respecting some ethics within the company that promote employee satisfaction,
his performance (Edmans, 2011), his efficiency within his teams (Derue et al., 2010), or his influence on
the team itself (Hackman, 2012). So in this philosophy, « HRM in the structure/systems perspective
promotes employee participation and informed choice by staff, with open channels of communication to
management aimed at building employee trust and commitment» as «[it will] help line managers carry out
their HR/people management and development activities effectively, and support line managers in getting
the most out of the people resources» (Farnham, 2010).

Whether for managers or employees, in the last decade, the concept of «job satisfaction» has started
to take a multidimensional approach. Indeed, Mignonac et al. (2004) are convinced that job satisfaction is
a construct based on an affective component (which takes into account the subject motivations), a conative
component (linked to the subject's behaviour, it reveals his passage to action) and a cognitive component
(relating to the mechanisms of thought, beliefs and knowledge of the subject). Based on the latter's work,
Meyssonnier and Roger (2006) believe that job satisfaction can be treated according to three approaches:
as a dynamic, as an assessment, and as an emotional state. Within the framework of this, the thoughts of
Meyssonnier and Roger come in perfect adequacy with Igalens (1999) when he defines job satisfaction
as being a positive emotional response resulting from the evaluation of work or work experience.
Satisfaction is a dynamic concept. It is an unstable perception which evolves according to experiences but
also according to the expectations of the employee, which can change throughout his life. (Igalens, 1999)
This definition remains close to that given by IGLESIAS et al., (2010) who also took over the work of
Mignonac (2004). Patterson et al. (2010) have a similar idea. Indeed, they consider job satisfaction as an
interaction between cognition and affect (or reflection and feelings), which can be studied concerning
several dimensions, namely pay, co-workers, hierarchy and depending on the job itself. Iglesias et al.,
(2010) also underlined the existence of links that the job satisfaction can have with other concepts of HRM,
in particular with organizational involvement, where the employee is subject to the effect of the
organizational commitment (his level of loyalty to the entire organization) instead of being affected only by
his positive feeling (satisfaction) towards his job (Price, 2001). Although it has been the subject of more
than 10,000 studies carried out since the 1930s (IGLESIAS et al., 2010), job satisfaction remains a source
of much research and discussion. Indeed, nowadays, one distinguishes more its relation with the
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performance of the employee Edmans (2011), the effectiveness of this one within the team (Derue et al.,
2010), or still its influence on the efficiency of the entire team (Hackman, 2012).

Methodology and Research Methods. According to Dul and Hak (2007), studies can be classified
into two categories: Theory-oriented studies that aim to contribute to theory development, and practice-
oriented studies that aim to develop knowledge about the improvement of practices. Descriptive practice-
oriented research is conducted when it is not necessary to find and test a hypothesis. However, if the
practitioner needs knowledge, hypothesis-building practice-oriented research should be performed while
hypothesis-testing practice-oriented research is carried out when a hypothesis is available, but it should
be tested. This study is a practice-oriented study that aims to present useful information that can be applied
to improvement projects. Since this research undertakes to describe and interpret managers' opinions
regarding HR function, it is a descriptive study. As recommended by Creswell (2007) to build validity in
qualitative researches, there were adopted two of his recommended validation strategies: member
checking and external audits strategies. In the member checking strategy, the researcher solicits
participants to give their opinions regarding the credibility of research findings and interpretations. This
technique is considered as being the essential method to ensure research validity. It was adopted by a
large number of researchers (Ely etal., 1991; Glesne et al., 1992; Lincoln et al., 1985; Sharan, 1998; Miles
et al., 1984; Jamshidian et al., 2016). In the external audit method, an external consultant or auditor is
asked to examine findings, interpretations and conclusions. This auditor should have no connection to the
study. This method was also widely used by several researchers (Lincoln et al., 1985; Sharan, 1998; Miles
et al., 1984; Jamshidian et al., 2016). In the present inquiry, a private HR consultant and two HR experts
admitted the credibility research outcomes. They even recommend for us to check matching findings in
other researches that some of them were advocated in the discussion session.

As part of the investigation, the Chamber of Commerce and Industry was visited, which allowed us to
have a database containing details of several leaders. We also visited some centres of national unions
and managers' associations, in addition to personal contacts. Thus, setting appointments was generally
made by phone or by mail, according to the available coordinates. Respondents were selected using a
reasonable choice sampling (Thietart, 2003), mainly based on their job title (A Senior Management
Member). These respondents were asked to recommend us to other respondents according to the
principle of the snowball sampling method. The snowball sampling involves asking interviewees to propose
us, other people, that fit the profile required for the investigation, according to the chosen criteria of
selection, and that it would be possible to interview. Despite the difficulties encountered to reach
interviewees — with specific profiles (General Directors, HR Directors, ...) — that would accept to participate
in the survey, it was not tried to have as participants as possible only. However, it has also ensured that
the sample is determined following the principle of theoretical saturation (Thietart, 2003) where the sample
size is considered optimal when the study stops raising new elements.

Thus, a total of 30 persons with various backgrounds participated in this study. Table 1 describes the
characteristics of the participants in this survey. It constitutes a total of 499 years of vocational experience
of highly educated participants that 63% of them are working in very large and subsidiaries of multinational
companies. It is a sample of experts and practitioners of HR management.

Talking about interviewing and data analysis procedure, this study uses semi-structured interviews. It
is a type of interviews that ensures reliability and high precision, as it allows a better structuring of the
debate, especially in the presence of several articles to cover.

The interviews lasted 75 minutes on average. Interviews were passed in different ways. Some of them
took places in the company's offices, quietly, ensuring both the smooth running of discussions and subject
confidentiality.
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Table 1. Sample characteristics

° " . Experience| Company -
N° | Sex Position Education (years) size Activity
P1 | M Engineer Industrial Engineering 10 VLC Agribusiness
P2 | M Director Industrial Engineering 22 SMC Bulldmg'/
Construction
: ; VSC -
P3| M Director Master’s degree 35 (subsidiary) Mining
P4 | M Personnel department|  Bachelor's degree 12 MC Buﬂdmg'/
manager (Bact3) Construction
Administrative -
P5 | F Executive Bac+4 23 MC Agribusiness
P6 | F |HR Assistant Manager Master’s degree 15 VLC Energetics
P7 | M Logistics Manager Ph.D. 14 VLC Metalurgy
P8 | M |Production Supervisor Engineer 4 SMC Automotive
P9 | M HR Director Ph.D. 20 VLC Textile
P10 | F Quality manager Bac+4 12 VLC Agribusiness
P11| F Entrepreneur Bac+2 10 SC Textile
P12 | M Malntengnce Engineer 4 SMC Bqulng'/
Supervisor Construction
P13| M Sales manager Master’s degree 29 VLC Agribusiness
P14 | M Leader Bac+4 32 SMC Mining
P15 | M Engineer Engineering 2 SC (subsidiary) Building /
Construction
P16 | M Electrical engineer Engineering 2 VLC Energetics
P17 | M | Head of production Engineering 1 SMC Sanitary products
P18 | M Entrepreneur Skills training 37 MC Agribusiness
Assistant .
P19 | F HR Manager Bact4 30 LC Energetics
. o Building /
P20 | M technical Manager Engineering 10 SMC Construction
P21 | M |Maintenance Manager Engineering 1 MC Agribusiness
P22 | M Entrepreneur Skills training 25 VSC Agribusiness
P23 | M HR Manager IBM Master 34 SMC Mining
P24 | M HR Director Ph.D. 30 SMC Automotive
Head of Power Lo -
P25 | M department Engineering 30 VLC Mining
. . L Building /
P26 | M | Technical Engineer Engineering 6 VLC Construction
P27 | M QHSE Manager Master's degree 3 MC Agribusiness
P28 | M HR Manager Master’s degree 27 VLC Mining
P29 | F Sales manager Master’s degree 9 LC Automotive
. , Building /
P30 | F |Assistant HR Manager Master’s degree 10 SMC Construction

Note: * VSC: Very small company: 1-10 employees; * SC: Small company: 10-49 employees; * MC:
Medium company: 50 — 499 employees; * LC: Large company: 500-999 employees; * VLC: Very large
company: more than 1000 employee; * SMC: Subsidiary of a multinational company

Sources: developed by the author.

Other interviews were conducted based on telephone conversations or correspondences by e-mail in
case the interviewee was not available to meet. In order to analyse qualitative data, a content analysis
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was adopted, whose purpose is «to provide knowledge and understanding regarding the phenomenon»
(Downe-Wamboldt, 1992). The content analysis used combines categorical and evaluative analysis
(Bardin, 1989). Indeed, when the categorical analysis fixes entities based on the frequency of themes'
appearance, the purpose of the evaluative analysis is to «measure speaker’s attitudes towards objects
about which he is speaking» (Bardin, 1989). It is to identify indicators concerning the speaker's attitudes
that are «behind the scattering of verbal manifestations» (Bardin, 1989). Hence, the logico-semantic
analysis that combined treatment processes used by both evaluative and categorical analysis methods
were adopted. As a first step, attitudes were identified. Since interviews are the semi-structured type, the
attitudes play the role of categories which allow us to classify elements that constitute the message
(Bardin, 1989). In the second step, defined units were counted based on the frequency of their presence.
Thus, the third step concerned the analysis and interpretation of the obtained results. Indeed, after-cutting
comments, spotting themes, classifying them into meaningful units, and counting their occurrence
frequencies, the comments were set into several dimensions. The term "theme" to identify the cohesive
set of answers that aggregates the observed trends in the data.

Results. Five main themes have emerged from data regarding weaknesses that are related to human
resources management inside of Moroccan industrial companies. Table 2 provides a simple description
of these themes that will be presented in detalil later.

Table 2. Principal themes

Description Comment example
Theme 1 HREF structuration «l cannot speak of an HR function.»
Theme 2 | Misapplication of fundamental «lt should be a specified department just for HR management»
Practices
Theme 3 | Maturity in terms of management «There is no Occupational Medicine System»
Theme 4 s I «Motivation of the company's executive should also be ensured»
taff motivation . ,
«We recognize employees’ efforts ...»
Theme 5 Irrelevance of training «Generally, recruits do not have enough solid basic training»

Sources: developed by the author.

Theme 1: HR function structuration. Through the interviews conducted, several respondents noted the
lack of structuring at the HR function. As one respondent has mentioned: «In fact, | cannot speak about
an HR function, because as an HR manager, | am just managing staff in its preliminary sense. In other
words, the job is to check employee's presence, manage payroll and applications having a relationship
with the staff, display ...». It felt that the awareness concerning the importance of the HR function
contributes to the overall performance of the company was generally rare and often insufficient. As a
participant pointed out, «We are rarely interested in assessing the contribution of the HR function in the
organization’s performance». However, the commitment of the high direction to provide a well-structured
HR function can be considered as a standard in the other companies that have a long history in integrating
their human resources in order to achieve their objectives.

Theme 2: misapplication of fundamental practices. The second theme that emerged is related to some
fundamental misapplication of HRM practices. In this sense, it was clear that it is hard for some companies
to apply their internal administrative procedures as a participant bearing witness: «Administrative
procedures often cause cumulated delays», or as another also specified: «even if the procedures are
generally clear and well structured, but they are often rigid while being applied....». Rigidity regarding
administrative procedures application is often found in companies with rigid hierarchical cultures. Among
the fundamental weaknesses of HRM, it was also revealed the problem of non-adequacy between the job
and the person that is in charge of it. One participant commented: «We must give more importance to the
adequacy Position / Person». Ensuring the adequacy Position / Person is one of the main tasks of any
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personnel management. Therefore, such weakness is a significant challenge that blocks companies'
performance.

Theme 3: maturity in terms of management. The third theme focuses on emerging weaknesses related
to maturity in terms of management practices. In connection with the occupational medicine which is
considered as a maturity indicator in terms of HRM, one respondent said: «Occupational medicine system
is manifested through a doctor who comes to visit the corporate site every Wednesday. So if an employee
has a health problem he can consult the doctor who makes decisions regarding health care, and who
decides to allow him to take some rest or to recommend that the employee changes his job inside the firm
if his health case so requires». Another person reported, «we do not have metrological measures of risks
that an employee may encounter within the company». Similar comments were frequently found
particularly among small and medium-sized enterprises. Regarding strategic workforce planning, HR
manager of a medium-sized company said: «The fact that our company has not yet exceeded the
personnel management stage, so we do not apply strategic workforce planning because it requires the
prior existence of certain conditions regarding the structuring of the HR function, management tools ... ».
The testimony of this participant emphasized the existence of conditions while applying management
methods. Another type of weakness that may negatively affect the maturity of HRM was related to the use
of technology. In this sense, one interviewee noted: «All documentation is done by writing on records or
reports, there is no data record using computer tools». Even in companies where there was a enough
available computers, there was no guarantee that they are used for audio or video content delivery that
can be used as traceability tool, or in order to develop management process that is used. In some cases,
particularly for companies whose HR function is very advanced, some weaknesses in the management
control system existed too. In this context, an engineer pointed out: «Even if | am a senior executive, | am
rarely informed concerning the major strategic and direction policies related to HR function within the
society». Such gaps are usually due to the rigidity in terms of management control, as they can be related
to the company's internal culture as expressed by one participant: «l feel a lack of flexibility of the decision-
makers within our business».

Theme 4: staff motivation. Staff motivation was prominent in the discussions. Thus it was revealed,
through interviews, the existence of a variety of staff motivation practice such as motivation based on
remuneration as one respondent mentioned, «Among staff motivation methods used in our business, there
is motivation by premiums: shift premium, the premium for job quality, and bonuses depending on work
and objectives achieved by each employee». Some companies motivate their personal through
professional promotion as affirmed by a participant, «There is also career evolution», or as explained by
another «Internal recruitment also exists, so a member can have the opportunity to occupy a higher job
position». In line with this, leadership is included: «We recognize the efforts of people, meetings are
organized to resolve problems which promote team spirit», staff motivation through the organization social
activities: «as part of creating a good working environment, we organize trips, outings, sports events
between the staff of different services». The latter practice aims to create homogeneity among the
company's members. Control and monitoring are also among the practices not to abandon «And there is
control and supervision».

While seeking to discover the difficulties related to this theme, it turned out, in some cases that besides
the need to ensure the employees' motivation, but there is the need to ensure the managers' as well, as
one participant expressed «Staff motivation is strongly requested... Another thing is to focus more on the
company's Executives motivation...». This idea seemed to be very important. Indeed, how can we expect
from an unmotivated manager to succeed in motivating his collaborators? On the other hand, the lack in
terms of commitment and sense of belonging among employees is another challenge for the
company: «few employees are aware of the company's objectives, some of them seem interested to know
them». Despite the variety of the process used to motivate and encourage, the scientists continue to
investigate it. As part of this, a manager said: «Continuing his academic or professional training returns to
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the collaborator himself. In this context, it is not an encouragement or facilitation from his company to push
him to pursue his studies». The lack of this kind of motivation is a loss because, in this case, the film
misses the opportunity to benefit from a more skilled workforce. Other firms do not provide enough
monitoring that is necessary to establish good employees' proposals: «Our company does not have a
system that ensures monitoring or improving solutions proposed by some agents'». Such a situation blocks
the development of the company, and therefore it reduces its profits as it may demotivate and discourage
its staff.

Theme 5: the irrelevance of training. The fifth theme that emerged through this study is linked to
problems related to the irrelevance of training received by recruits. As part of this, one participant
expressed: «Generally, recruits do not have enough solid basic training to perform their duties within the
company. Hence other training are usually needed before they can perform their jobs independently». In
addition to the non-adequacy of basic knowledge acquired by the new employee, the problem of non-
relevance of training extends to those provided by the company itself.

Most training that companies provide in order to upgrade their employees does not match, in many
cases, with the ambitions of decision-makers. The responsibility for this situation is shared. For example,
if a company relies on another company to give a training to its staff, the company in charge does not
provide reliable information in order to increase the employment chances to work repeatedly with the same
company on the pretext of providing additional training. On the other hand, in many cases, companies'
managers ensure the organization of training for the benefit of their employees, but they do not control the
quality of the information provided by the company that is in charge of these training. Employees, in their
turn, do not claim the irrelevance of training they receive. Based on the results found through this study, a
set of proposals has been developed to enrich research within the few revealed HRM's characters used
in the Moroccan context. These proposals have defended or argued many findings across the literature.
Indeed, similar results were obtained by Kehri et al. (2010) when they asserted that «the size factor has a
very significant influence on the organizational structure of the company [...]. In medium-sized companies,
human resources function can only be a simple unit to perform daily administrative tasks. In large firms,
the function takes a more sophisticated and more structured form». Trepe et al. (2010) defend the same
idea. Despite dealing with few aspects related to companies maturity in general, the obtained results are
adequate and accurate to perform the definition given by management; for example; communication
constitutes a useful tool for accompanying changes within organizations (Fabi et al., 1999), or because
excellent communication is recognized as an essential process to set in order to ensure the proper
functioning of a work team (Chiocchio, 2012). Also, it was recognized that safety in workplaces affects
staff behaviours (Troxel, 1954). Known scholars throughout the HRM literature have not just defended it,
but it also pushes us to adopt the idea of «satisfaction mirror» through which Heintzman and Marson
(2005) state links between employee satisfaction and quality of offered services, as declared McMahan et
al. (1999) by relating developing employees skills to the increase in terms of organizational performance.

Regarding the increased need to pay more attention to effectiveness and efficiency within
management systems adopted, Gilbert et al. (2007) rightly recall that a human resources policy is
evaluated based on its achievements and not on the logic that would be effective, «A Human Resources
policy is evaluated also based on the image that gives much importance to perceptions and value
judgments (fairness, trust, modernity, etc.) than the efficiency logic». The efficiency concept was also
defended through literature by several authors such as Ulrich (1997) and Boudreau et al. (2006).

The results found through this study confirm that the idea according to which older people develop a
better adaptation to working conditions as demonstrated by Strivasta (1982), Lewis (1981) or Alderfer
(1969) still able to argue. Indeed, investigation findings do not allow us to affirm the relationship between
age and appreciating work's regulations. It cannot either state that this assessment is depending on the
interviewee’s sex as declared Spector (1997). Therefore, the results agree with those of Foucher (1980)
when he considered that there is almost no relationship between age and job satisfaction while believing
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that, other intrinsic personal characteristics, or also those related to one's profession cannot be nuanced.
It seems to be also true due to the rarity regarding systems interested in assessing their HR contribution
in the organization's performance. Integration of IT tools as a solution. The solution for improving the
situation of the studied enterprises is a proposition to give more importance to the integration of IT tools
in the management processes. Indeed, the development of computer science has changed the practices
of HRM over the world. It even plays a strategic and essential role in the HRM performance in firms located
in developed countries. Information systems (IS) allow the storage of data on staff, facilitating the
dissemination of information to authorized and concerned persons by HRM issues. It frees HR managers
from administrative activities (often decentralized). Mainly, computerization contributes to: increasing
productivity; improving service; developing the quality of HR decisions; sharing function between HR
managers and hierarchy; anticipating relevant actions.

Moreno pointed out that according to Peretti (2008), human resources information systems (HRIS) are
used in: payroll management; administrative management of staff; HRM through recruitment, training,
payment for training, training report, remuneration, career, staff and position management, attendance
and absenteeism management, individual social assessment, the company's social balance sheet,
forward career management, etc.

Computerization plays a significant role in the evolution of HRM because it contributes to the sharing
of the function, the personalization and the individualization of the HRM practices. The intranet facilitates
communication and the transmission of information. As an example, the state of work attendance,
absenteeism, management of leave and training sessions. The software packages which are proactive
software allowing to record information, to capture it and to mobilize it in order to provide a result built in
terms of HRM such as payroll or personnel management... Expert systems: based on data collected and
then supplied to this software, the system develops responses by simulating the reasoning of an expert.
Based on the above, the integration of information systems can effectively contribute to structuring the HR
function through facilitating communication. They can also help to apply the fundamental practices
thoroughly and improve the management methods of different HR aspects, as they can be used to relevant
and various training while including the e-learning programs. It will motivate employees who search for
developing their skills and competences.

Conclusions. This content analysis has identified some profound weaknesses. Indeed, a lack in terms
of structuring HR function was revealed in addition to the non-adequacy between job requirements and
the competences of the person in charge of this position, especially with the lack in terms of using
developed managerial methods such as strategic workforce planning method, or within the absence of
adopting occupational medicine system, or even in terms of maturity regarding the achievement of control
system tasks, besides the weaknesses related to the absence of active communication, of clarity of
objectives for all members, and sharing private information, without forgetting, of course, those resulting
in the irrelevance of training received by staff. The use the information systems can effectively contribute
to solving the found problems. Indeed, information systems promote active communication, different
storage data that develop the quality of the decision. They also facilitate managing administrative issues,
communicating and applying procedures, programming relevant training and motivating employees.

Author Contribution: Conceptualization, A.E. and C.M.; methodology, A.E. and C.M,;
software, A. E.; validation, A. E. and C. M.; formal analysis, A. E.; investigation, A. E.; resources, A. E.;
data curation, A.E.; writing-original draft preparation, A.E.; writing-review and editing, A.E.;
visualization, A. E.; supervision, A. M.; project administration, S. E.
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IHHOBALil B ynpaBniHHi NepCcOHanoM: KOHTEHT-aHani3

Y cmammi 3a3Ha4eHo, wo 00HUM i3 3a80aHb ynpaeniHHs modcekumu pecypcamu (Y/IP) e nidsuwieHHs pigHsi 3a0ogoneHocmi
yMosamu npaui siKk MeHedxepie, mak i npaujigHukig. [0/108HO Memoto OOCTIOXEHHS € aHasi3 CydacHUX BUKITUKIS, SIKi nocmaiome
neped MeHedxepamu npoMuciogux nidnpuemems npu enposadxeHHi npakmuk YIIP y kpaikax, wo po3gusaomscs, Ha npuknadi
Mapokko. [ns docnidxeHHs y cmammi 8ukopucmaHo Memodonozito KoHmeHm-aHanisy. [emepmiHogaHy 8ubipky daHux
cehopmosaHo Ha ocHosi 8idnogideli 30 MeHedxepis, siki 83a11U yyacmb y HechopmarnbHOMy iHmeps'lo. Y cmammi npoaHanizosaHo
pigeHb 3adogoneHocmi meHedxepis yHkuiamu YJIP, onucaHo npakmuKu, siKi ukopucmosylomscs 01 momueauii npauigHukis,
suserieHo cnabki micys ma 6ap’epu, Wwo 3HWXyoms ecpekmusHicmpb YJIP Ha npomucriogux nidnpuemcmgax Mapokko. Ompumari
emnipuyHi pesynbmamu OOCiOXeHHs c8id4yamb, wo Halbinbwul HeeamugHull 8nnue Ha egpekmugHicmb YJIP 3dilicHiooms maki
¢hakmopu sK: gidcymHicmb HanexHoi cmpykmyposaHocmi 8i00iny kadpie; He pPO3BUHeHiCMb cucmemu OoKyMmeHmoobizy;
HeKoMnemeHmHicmb npauigHukie; sidcymHicmb egpekmugHux memodig ynpaeninHs. [Ipu yboMy asmopamu 3a3HaqeHo, wio Ons
nidsuwieHHs epekmusHocmi YJIP douinbHUM € enpogadxeHHs cucmemu nidsuLLeHHs keanicbikauii kadpie, po3pobrieHHs cucmemu
OXOPOHU Npayi ma cucmemu KOHMPOITIo 8idNosidHOCMI nocmassieHuX 3a80aHb, (hOPMy8aHHS CUCMEMU COUjanbHOI NOMPUMKU
npauigHuKie neHciliHo2o 8iky. Y x00i 00CridKeHHs1 6CMaHOBMIEHO, WO 8IOCYMHICMb aKmUBHO20 CNinKy8aHHs, YimKkuX yinel, a makox
06MiH Heyinb08ol 8HYMPIWHLOK iHhopMauieto  A8nsoMbCs hakmopamu-Oecmumynsimopamu egpekmugHocmi YJIP. [ns
8UPIWEHHsT 8U3HaYeHUX npobrieM asmopamu 3anponoHoeaHo enpogadumu iHgpopmaujiHe 3abesneyernsi YJIP ma 8idnogioHi IT
iHcmpymeHmu. Y cmammi dogedeHo, W0 iHghopmayiliHi cucmemu CmMUMyTIOIOMb akmugHy KOMYHiKauilo MiX npauisHukamu,
cmpykmyposare 36epicaHHs iHhopmauii ma chopmysaHHs 6a3 OaHux, WO Cnpusie NIOBULUEHHIO AKOCMI NPUUHAMUX PilUeHb.
Asmopamu 3a3HaqeHo, Wo pesybmamu 0ocnioxeHHs MoXyms 6ymu KopucHumu 05151 cneyiasnicmie 6iddiny kadpie ma KepigHuKie
nidnpuemcme.

Kntoyosi cnosa: ynpaeniHHA MoACbkUMM pecypcamu, PYHKUT Bifainy kaapis, KOHTEHT-aHanmi3, MPOMUCIIOBI MiANPUEMCTBa,
Mapokko, 3aA0BOMNEHHS yMOBaMM npaL, epeKTUBHICTb hyHKLIOHYBaHHS BifANy kaapis, iHTerpauis IT-iHCTpymMeHTiB, iHdopmaLiitHi
cucTemu, cuctemu 6asn 3HaHb, B3aEMOZIS NioANHA-KOMI'HOTEP.
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