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Abstract - Knowing and protecting a company’s identity depends more on its knowledge and know-how than on its product. 
Often, it is potentially able to do something else, basing its competitiveness more on what it knows how to do than on what it 
already does. Improving efficiency, managing skills, and ensuring the performance of a business by taking on the HR function 
is not simple and requires a distinction between strategic knowledge and skills. Today, businesses are guided entirely by the  
choice of skills versus strategic needs. Hence the need to design a decision-making model that will be key to good corporate 
governance. This work aims to develop a making decision system based on multi agent systems that provide a reference 
methodological framework consisting of a series of modules to help businesses and organizations to properly govern their 

skills and knowledge. 
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I. INTRODUCTION 

 

The personal function (HR) is becoming increasingly 

important in the organization of enterprises and its 

content is broadening: remuneration, career 

management, study and qualification of workplaces, 

assessment of people, social works, negotiations, 

information, training, organization, planning of needs, 
participation, etc. These practices are based on 

knowledge that is more or less validated by research, 

they are based on principles that are rarely discussed 

and can be critically considered. 

Companies are now supposed to have a systemic view 

of their structure and independently consider each 

sector to optimize the adequacy of resources to the 

needs of the company, today, in the short, medium and 

long terms, in quantity and quality. At this level, 

methods of forecasting employment and skills 

management intervene to ensure a strategic alignment 
between the needs expressed by the stakeholders of a 

company and the skills available in Human Capital. 

With this in mind, it would be advisable to ask 

ourselves about the possibility of properly governing 

the recruitment process in order to reconcile the skills 

that the company needs and the skills available in the 

Human’s Capital - individual and collective 

knowledge, and know how to avoid the risks of failing 

to strategically align an organization’s real needs with 

the skills to be recruited that can be translated into 

dramatic effects on performance, competitiveness and 
management effectiveness that can have an impact on 

an organization’s overall business. 

In order to achieve good governance of skills by report 

the strategic needs of an organization, it is essential to 

establish a generic platform that will represent good 

practices covering the recruitment process of the HR 

function and that will allow an HR official to recruit 

the most appropriate profile to a need expressed taking 

into account business requirements. The proposed 

model is based on multi-agent modeling that meets 

these requirements. 

 

II. STATE OF THE ART 

 

A. The HR Function 

The mission of the Human Resources function is to 
ensure that the organization has the necessary staff for 

his tasks and that they do their best to improve the 

performance of the organization while at the same 

time thriving. 

Strategically, the Human Resources function allows 

the company to differentiate itself from the 

competition through the excellence of its staff [3]. Its 

employees will allow the company to create additional 

value for customers. 

 

 
Fig. 1. The HR Function 

 

The Human Resources function addresses a number of 

tasks that could be grouped along several main lines, 

and lists three axes: 

Recruitment of employees: Recruiting an employee is 

a search for a match between the company’s needs and 

the skills of an individual. Having identified its 

personnel needs, the company will need to articulate 

its expectations and the skills needed to meet them. 
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The candidate will be selected based on both their 

current skills, but also on the ease with which they will 
be able to acquire others in the future, if the company 

needs them [4]. 

Staff remuneration: For a long time, human resources 

management was limited to the payroll department. 

Remuneration has a double dimension: it is a cost to 

the company (we are talking about staff costs); But at 

the same time it is a motivating factor for the 

employee. The wage is therefore the balance resulting 

from these two forces: up for the employee, down for 

the company [5]. Remuneration is not limited to fixed 

salary: part of the salary may depend on the 

employee’s performance (variable part) [6]. 
Alternatively, pay in kind can be added: executive car, 

mobile phone, life insurance, etc. 

Anticipatory management of employment and skills: 

Personnel management is not only done at a given 

moment. The Human Resources function must take 

into account the future needs of the company. 

Scenarios concerning the future of the company are 

therefore developed. They help to highlight the 

company’s personnel needs. 

The Human Resources function therefore defines the 

actions needed to meet these needs: recruitment of 
external staff, training of internal staff, the use of 

sub-contractors, etc. With HR actions, companies 

encounter problems when setting up these actions, in 

this research work, we focus on: The permanent 

change that the market is experiencing, the problem of 

recruitment and the difficulty of setting up a 

forecasting system of jobs and skills [7]. 

B. The Moroccan Labor Market 

The size of the Moroccan labor market will increase 

sharply in the coming years (Figure1). This 

development can be a real opportunity for the country, 

if the swelling of the working age population (430,000 
people per year on average by 2030) fits properly into 

the labor market [1]. On the other hand, this could also 

turn into a major social risk, if the integration of these 

young people is defective. The latter could pose a 

significant threat to the country’s social and political 

stability [2]. 

 

 
Fig. 2.Population composition by age and sex, between 2014 and 

2030 

To track all national indicators, governors have 

implemented active employment policies to prepare 
candidates and meet business needs. Active 

employment policies include the creation of the 

National Agency for the Promotion of Employment 

and Skills (ANAPEC) to help job seekers by training 

and seeking to better match their skills with labor 

market expectations. 

This agency has launched programs such as Idmaj, 

Taehil, Moukawalati [1] 

Idmaj: is a wage subsidy program for the employer 

(lowering of the wages of the beneficiaries) that allows 

unemployed graduates to gain experience through 

internships for up to 24 months. 
Taehil: seeks to improve the employability of 

unemployed young people through training to better 

adapt skills to the needs of recruiters. 

Moukawalati: promotes entrepreneurship and business 

creation through training and financial support 

On the other hand, ANAPEC is committed to skills 

preparation, hence the need to govern the recruitment 

process in order to select the most appropriate profile 

for a strategic need. 

 

C. IT Governance 
IT GRC allows an organization to pursue a systematic, 

organized approach to managing and implementing 

the strategy. While allowing administrators to use a 

simple framework to control and enforce rules and 

procedures [8]. 

IT GRC is often perceived to have two meanings: 

 Using it to manage Diverse Governance, Risk 

Management and Compliance Management 

processes within an organization. 

 Ensuring appropriate governance, risk 

management and compliance management of all 
information systems and processes that support 

business operations. 

 The integration of IT Governance, Risk and 

Compliance (IT GRC) has recently witnessed 

increased attention. Many organizations have 

deployed and integrated the IT GRC. There is a 

hope that the IT GRC is meeting the strategic 

requirements of an organization effectively using 

resources. 

 

The implementation of a new platform by the IT GRC 

typically involves complex facilities that include 
coordinating data across multiple departments, 

including activity, security, and compliance. Once in 

place, however, dashboards and data analytics tools 

allow administrators to identify an organization’s risk 

exposure, measurement progress towards well-defined 

goals. Good governance, defined as effective 

management, ethics of an organization at the executive 

level, is treated as an objectively measurable raw 

material. Data retention and risk management are 

converted to metrics in the same measurable way [13]. 

The IT governance allows examining the main trunk 
roads that an organization to set up the following 
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aspects [8]: 

 Strategic Alignment aims at assuring the link 
between the stakeholders of an organization and 

information systems and it concentrates on the 

validation of the proposal of IT value, computing 

operations compared with the operations of 

organizations [9]. 

 The value creation it is the execution of the 

valuable proposal throughout the cycle of delivery, 

by assuring the contribution of the advantages 

promised against the strategy, by concentrating on 

the optimization of the costs and by proving some 

intrinsic value [11]. 

 Risk management requires the consciousness of 
risk by the managers of organizations [12].  

 Resource management is the optimal 

management of critical resources (applications, 

information, infrastructure, and people) [13]. 

 Performance measurement is the implementation 

of the Instructor Strategy, resource utilization, 

process performance and service delivery using, 

for example, balanced dashboards that translate 

the strategy into action to achieve measurable 

objectives beyond traditional accounting [13]. 

 

III. METHODOLOGY 

 

The proposed approach is to put in place a 

decision-making model, for the selection of the most 

competent candidate in relation to the strategic needs 

identified by a company’s stakeholders by assuming 

the HR function to improve efficiency, manage skills 

and ensure a company’s performance. 

 

 
Fig. 3.  The proposed approach 

 

The proposed architecture is to capture the strategic 

need expressed by the organization, and the data of the 

people to be recruited to generate a decision that 

concerns the best profile presented based on a suite of 

algorithms, performance indicators and multi agent 

systems. 

 

D. Multi agent systems MAS 

Intelligent agents are software entities that perform 

operations in place of a user or other program, with 

some sort of independence or autonomy, and to do this 
they use some kind of knowledge or representation of 

the user’s goals or desires." (IBM Agent). 

Each agent interacts in its environment; it takes the 
sensory input of the environment, and produces in exit 

actions that affect it. The figure below provides an 

external and general overview of an agent in his or her 

environment [14]. 

 

 
Fig. 4.External and general overview of an agent 

 

Very agent is characterized by[15][16]:  

Autonomy 

 An agent has certain degree of autonomy, 

 An agent has a certain control over his actions and 

his state’s not accessible to the other agents and 

the components of the system), 

 An agent acts without the intervention of the other 
participants to make decisions. 

Interaction 

 An agent interacts and communicates with the 

other agents by languages of communication of 

agent, 

 An agent is capable of cooperating to handle a 

problem or make a task 

Learning 

 An agent is capable of learning and of evolving 

according to his environment and past 

experiences, 

 An agent can change behavior.  

 Situation 

 An agent is situated in his environment (physical 

or virtual), 

 An agent has a representation 

Reactivity 

 An agent perceives his environment (which can 

be a physical world, a user via a graphical 

interface, a set of other agents or all these 

elements combined), 

 An officer can act on his or her environment 
through effectors. 

Proactivity 

 An officer can take initiatives to achieve their 

goal. 

Activity 

 An agent always runs in a thread or independent 

process. 

 

E. The layers of The proposed architecture 

Layer 1: Formulation of business need 

 Phase 1: The first phase is to guide an HR lead in 
formulating the strategic need. 

 Phase 2: The second phase is to guide a Technical 

Authority to articulate the technical requirements 

required to meet the strategic need. 
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Layer 2: Competency Assessment 

 Phase 1: This phase evaluates candidates who 
may have this position by linking the expressed 

strategic needs to the list of candidates to produce 

a strategic matrix. 

This phase generates a degree of competence per 

candidate, which is a performance indicator that takes 

into account acquired skills such as 

experience;training... 

The resulting matrix will be addressed by the 

“Assessment of Competencies. 2” sub-layer of the 

Decision Making Model. 

 Phase 2: Listing the first most qualified 

candidates who can hold this position, which is 
well suited to the strategic need. 

Layer 3: Generation of the decision 

This layer ensures the satisfaction or dissatisfaction of 

the choice based on a set of performance indicators 

such as the rate of assessment, if the rate of assessment 

is above a threshold then the choice is good and if not, 

we need to see the reformulation of the strategic needs 

again, or send back the second candidate. 

 

 
Fig. 5.The layers of the proposed architecture 

 

IV. CONCLUSION 

 

“What differs the most successful business from the 

one that does not is first and foremost men, their 

enthusiasm, their creativity, everything else can be 

bought, learned or copied.” This quote belongs to an 

executive of a California company. Poor screening and 

superficial interviewing may alter your judgment 

when selecting your new collaborator, hence the need 

to govern the recruitment process and make it smart. 
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