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Abstract:

This research focuses on the role of SME managers regarding the management
of their company’s affairs. Emphasis is placed above all on its role and contribution
during the process of acquisition and development of resources, as well as the
management of external affairs. As a result, it appeared that the role of the manager
varies according to the size of the company and its activity because smaller is the
company, the more the manager is very present and masters the management of the
company well, however more the company is large, the more he delegates his
responsibilities to the various managers who hold positions within the company. The
presence of relatives and social networks is very strong among many businessman,
which facilitates the daily management of their business and strengthens the social
bonds between them.
key words:

Businessman; small and medium-sized enterprises (SME); acquisition of human resources;
development of human resources; external management.
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1. Introduction:

The management style adopted by private companies determines not only
their ability to learn and innovate, but also the quality of the social climate within
the company, and therefore the degree of employee’s commitment to its eventual
development. Like any other company in the world, the Algerian companies have
become aware of the importance of human resource management in order to
improve and make better their performance and strengthen their competitiveness
In a competitive environment. In Algeria, companies have various types of
management; for this reason, the management of some companies is like anarchy,
where procedures are more oral than written. The lack of interest in developing
human resources means that these companies find themselves in fragile and
vulnerable situations where their survival depends solely and only on exploiting
the business climate.

For this reason, human resource management is a key function for a company in
these fast-changing times, as it enables the manager to pass on the required and
the necessary information to his staff in the shortest possible time, and to receive
timely information on what is being done in the company, as well as to share his
strategic vision and projects with them.

It cannot therefore be reduced to orders and instructions concerning, for example,
manufacturing data sheets and processes. On the other hand, in Algerian SMEs,
culture also appears to be a unifying element that gives employees and managers
a sense of belonging, by enabling them to adhere to a shared vision of what the
organization is, and of the norms that constitute models of behavior.

In addition, the head of the company cannot involve his employees in the
development project if they are not sufficiently informed about it, profiting from
speculation and tax invasion. Managers opt for a directive style based on authority
and obedience. The present study, carried out among the managers of SMEs
operating in several regions of the wilaya of Bejaia, therefore this study seeks to
highlight the contingency of these practices in a given context. It also examines
the role of the SME manager in the management of his company's affairs.

This study will also enable us to understand how the manager of an SME goes
about acquiring qualified human resources and then developing them in order to
open up to competitive activities and face up to the imperatives of the competitive
economy? This, in turn, calls for rational management of human resources, in
terms of organization and skills development, performance measurement,

1694



The main functions of business leaders in the recruitment and human
resources development process. Empirical study among SME creators in
the Bejaia region

deployment of the spirit of creativity and motivation through incentive,
involvement and loyalty systems.

In addition, we decided to carry out this study because the question of the role of
SME managers in the process of acquiring and developing human resources has
aroused the interest of researchers in the field of human resource management,
but in Algeria, research on this theme is rare. This work adds to the various studies
on the roles of SME managers and attempts to enrich this theme, which remains
little explored within the framework of organizational sociology research in
Algeria.

Thus, the main objective of this study is to understand and identify the different
roles played by SME managers to ensure the proper day-to-day management of
their company.

2. General framework of the research:
2.1. Problem statement:

The Algerian economy is going through a crucial period in its existence, marked
by profound changes in its environment. Indeed, since the late 1980s, the country's
leaders have realized that the public sector alone cannot meet the country's
growing economic and social needs; consequently, So in this way relying and the
recourse to the private sector is an absolute necessity. And it's in this context of
transition, from a command economy to a market economy, that the SME has
been established, through its diversity, flexibility and capacity to create jobs, as
an entity likely to compensate for the deficit of the large national enterprise (Si
Lekhal, Gaboussa & Korichi, 2013, p.1).

In other words, the economic crisis of the 1980s, essentially linked to the fall in
oil prices and the rise of social protest,paved the way and prompted the Algerian
authorities to embark on a long process of economic reform, aimed at liberalizing
the country's economy by turning more to the private sector, which had hitherto
been marginalized in favor of large state-owned enterprises. The economic
reforms launched in 1989 have given the private SME an important role in the
economic progress,development and modernization, particularly in terms of
wealth and job creation. In the SME sector, the entrepreneur is the key player,
playing a number of different roles: during the start-up phase, he mobilizes,
assembles and brings together the necessary resources (financial, human and
material). Once the business has been set up, the entrepreneur (in most cases)
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takes charge of its day-to-day management. For this reason and this line of
direction, we decided to carry out this research to show the importance and the
essential role played by the entrepreneurs in the process of acquiring and
developing human resources within their companies located in the wilaya of
Bejaia, which still occupies the first place in terms of the number of companies
“start-ups”. Indeed, by the end of the 4th quarter of 2021, a total of 36738 SMEs
had been registered. (Ministry of Industry, 2023, P 41), the majority of which are
concentrated in services, construction and industrial sectors. The majority of them
are small, with no more than 9 employees. Industrial activities are concentrated
in three activity zones (Akbou, El Kseur and Bejaia).

This being the case, the company's primary and main asset is the men and women
who work there. The management of this capital is very delicate, so the company
must take charge of all strategic aspects of the human resources function,
enriching it with new roles and increasing its efficiency, in terms of performance
and creativity (Si Lekhal, Gaboussa & Korichi, 2013, p.2). Companies must therefore
develop increasingly efficient management processes to cope with today's
globalized world. However, this requirement presents problems of coherence in
human resources management and leads companies to recruit individuals with the
required level of skills and abilities.

This coherence enables them to capture and develop talent that is in tune with the
company's profitability imperatives, in the face of new management and
development conditions in the competitive environment.

The increasing openness and integration of open economies to international
competition is forcing Algerian companies to adapt their operating logic to a now
global context, and to react to the imposed conditions. To this end, new
management attitudes are clearly being adopted, with a view to adapting new
systems of effective organization at all levels of activity, based on the
mobilization of human resource skills (Mezaache, 2014, p.01). So the role of the
Human Resources manager is part of an incentive and loyalty dynamic to attract
the best profiles and optimum returns. With this in mind, the entrepreneur must
encourage the development of skills within structures by acting on different HRM
components, i.e. training, creativity, know-how and so on.
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2.2. Questions of the research and hypotheses:
The questions we will try to answer are as follows:

1- How are human resources acquired and developed in SMEs operating in the
region of Bejaia, and what is the role assigned to their managers?

2- What is the role of the SME manager in handling external affairs such as
banking, insurance, taxes, government departments, etc.?

To answer these questions, we put forward the following hypotheses:

1- SME managers tend to favor objective, work-related criteria in the process of
acquiring and developing human resources.

2- Depending on the situation, entrepreneurs call on their relational networks to
take charge of their company's external affairs (banking, insurance,
administration, taxes, etc.).

3. Research methodology:
3.1. Method:

In our study, we adopted the qualitative method, this choice is motivated by
various objective reasons specific to the research. Indeed, in order to analyze the
different elements of our research theme, notably the role played by SME
managers within their company, as well as their ways of managing their staff
which can lead to the development and sustainability of their companies, this
method will enable us to achieve rich results in line with the reality of
entrepreneurial life, as well as knowing their attitudes and opinions on aspects
linked to the management of their company.

3.2. Technique:

To carry out our study, we opted for the semi-directive interview technique
with the aim of gathering qualitative data, i.e. collecting facts from the
various company managers in our sample. The choice of the semi-
structured interview was supported by our desire to achieve the main
objective, which was to gather as much important information as possible
about the respondents, in order to find out more about their business
management methods and qualities, and the way in which they go about
ensuring and providing the necessary resources for the business, whether
financial, human or even material, in order to improve the quality of their
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services and subsequently contribute to the development and survival of the
business.

We therefore drew up an interview guide containing a range and a series of
questions along the following lines:

- The first axis: is devoted to the personal and professional data of entrepreneurs;

- The second is devoted to the process of acquiring and developing human
resources;

- The third and last axis: is devoted to managing the external affairs of the SMEs.

It should be pointed out that, having collected the necessary information on the
management style of SME managers within their companies; we proceeded to a
horizontal thematic analysis to identify the themes and a vertical analysis to raise
the relevant and less relevant themes:

- The recruitment process within the company

- Training within the SME

- Promotion and appointment of managers within the company

- Human resources management representation

- The company's relationship with its main partners

- Handling problems and difficulties encountered by the company.
3.3. The research group:

We were able to reach 19 (entrepreneurial) companies located throughout the
wilaya of Bejaia, then we took into consideration the size factor in order to reach
02 types of SME (07 small companies and 12 medium-sized companies). These
companies operate in different sectors (industry, services).

Social characteristics of the surveyed managers:

The survey revealed that the age categories of our study sample vary between [21
and 64] years, which will be divided into the following 06 categories: The first
category contains managers whose ages vary between [21-27] years and
represents the youngest managers in our sample, with a frequency of 02. The
second category contains managers whose ages vary between [28-34] years with
a frequency of 04, the third category contains managers whose ages vary between
[35-41] years with a frequency of 03, followed by the fourth category which
contains managers whose ages vary between [42-48] years with a frequency of
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04, the fifth category contains managers whose ages vary between [49-55] years
with a frequency of 05, and finally one manager whose age is 56 years.

The majority of the surveyed managers have a university education (06 Master's
degree and 05 Bachelor's degree). We also note that four (04) of our respondents
are engineers with higher education and 02 respondents have a terminal-Bac
education (high school). Then there is one respondent with a magister degree and
one with a doctorate.

The majority of our managers surveyed are married, with a frequency of (13); we
can say that these managers are socially stable, but it is likely that this situation
may influence their availability to the company, as they also have family
responsibilities. Then there's the single category, with a frequency of Five (05);
these managers are young, and their family situations may influence them to
devote much more time to work, as they don't yet have family responsibilities.
Finally, only one person is divorced.

We also have three (03) of our respondents who have four (04) children. Then
there are six (06) respondents with three (03) children. Then there are those with
two (02) children, with a frequency of three (03). And only one respondent has
one (01) child. We also admit that there are six (06) respondents in our study
population who do not yet have children.

3.4.The research process:

Our investigation was conducted over a period lastiong from February 16 to
March 07, 2023, with interviews lasting between one hour and one hour and 30
minutes. We also took into account certain parity between male and female
respondents.

We were able to carry out 19 individual interviews with entrepreneur-managers,
which took place in favorable conditions and at the workplaces (entrepreneurs'’
offices), some during breaks and others after working hours.

It should also be noted that we solicited entrepreneurs and interviewed those who
agreed to take part in our research. The choice of certain entrepreneurs was also
made with the help of the networks of acquaintances of certain entrepreneurs, who
directed us towards other managers, otherwise known as the snowball.
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4. Results and discussion :
4.1. Results :

- Representation of Human Resources Management within the surveyed
companies:

Many of the entrepreneurs we interviewed said that Human Resources
Management means personnel management for them, and this was much more the
case among managers of medium-sized industrial or manufacturing companies.
As one of our interviewees confirmed: "HRM is very important in my company,
because it enables me to know how to manage my staff. So, being a manager,
there are two types of management. management of a person's behavior, and
management of a person's skills and the criteria we look for in a person. In the 1st
position, concerning behavior management (each person has a different mentality,
so we must first manage the mentality of the person; for example: someone may
have a nervous defect, so we must help the person to manage this defect and then
proceed to give him the place he deserves within the company. And in second
place, we have competence and the criteria we look for in a person, which focus
on the fact that the person has to be welcoming and presentable to customers
through his or her appearance, and that by doing this, the customer can be content
to buy a product despite its high price". Manager of a small company specialized
in the wholesale and retail sale of ceramic finishing materials.

Human resources management is therefore a very important element within a
company, referring to the practices deployed to manage, mobilize and develop the
human capital involved in the company's activities.

Moreover, HRM is a key element in medium-sized companies, especially in
medium-sized manufacturing companies, as it enables them to ensure the
necessary human and material resources for the efficient management of the
business, as one of our respondents said and confided: "HRM is very important
within the company, because without it, there are no employees, no staff, because
it enables us to manage staff (humanly or even materially) through staff
availability and to carry out each person's tasks within the company".

Manager of a medium-sized company specializing in the manufacture of plastic
sheeting and packaging for the food industry. In this vein, some of our
interviewees assert that HRM ensures that the company has competent, strategic
personnel to improve productivity.
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For some respondents, HRM actually represents the management of the company,
with a frequency of four (4). One respondent confirmed that: "HRM is a gateway,
a shortcut, and a facility for understanding the management of the company itself,
whether in the field or among staff"'; manager of a private hospital establishment.
So HRM gives the company a good understanding of management in the field, as
well as of the facility's staff. This confirms the idea that some entrepreneurs "also
bet on the management of the company”. This clearly shows how HRM can be
imperatively important to the management of the company, and that it participates
in and enhances the management qualities of departments to ensure good
productivity and better performance within the company.

This representation (company management) is much more common among
managers of SMEs in the service sector, such as clinics, hotels and even
restaurants...

Two respondents affirm that human resources management also enables the
company's development. One of them told us that: "HRM plays an important role
in the company, which is summed up in the creation of an employee system that
ensures the company's development, guaranteeing the company better
productivity by choosing good employees whose role is also to limit the
company's costs through the optimization of personnel management”. Manager of
a small company selling women's and children's products. In other words, HRM
is a key tool for developing a company by guaranteeing it the best employees who
will limit the company's costs, as well as ensuring good personnel management,
especially in small sales companies.

This type of representation is much more common among managers of small
companies involved in sales and services, as they try to improve their working
conditions by selling more items to help their business grow.

In addition, HRM helps the company to be reliable in the competitive job market,
and to surpass and go beyond all its expectations in terms of a good management
strategy, providing it with everything it needs to survive. HRM is therefore a
valuable aspect of the company's development, motivation and evolution.

Human resources management also represents the management of the corporate
climate, as confirmed by one of our interviewees: “Now, on a strategic level, the
human resources management strategy makes it possible to monitor and control
progress in the pursuit of set objectives. It also creates a climate of cooperation
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and support between employees and the various departments of the company".
Manager of a medium enterprise specialized in the manufacture of refrigeration
materials and equipment. So the company seeks to meet its set objectives by
creating a favorable climate that consolidates cooperation and full support
between employees and the various departments of the company. This vision is
predominantly shared by managers of medium-sized manufacturing companies,
who therefore seek to create support and solidarity between employees within the
company. We can deduce that for the majority of our respondents, human
resources management means personnel management, and to a lesser degree
company management.

Recruitment criteria within the surveyed companies:

According to the results of our survey, recruitment is mainly and primarily based
on personal qualities, with a frequency of 11. As one respondent confirms it: "We
try to recruit and target young people who have some experience in the hotel or
restaurant business, and who also have a certain eloquence and mastery of the
French language™. Manager a Small Entreprise of catering services.

In other words, the company recruits much more on the basis of a person's
qualities, which means that it looks for a person's personal skills, professional
experience, management and execution techniques, flexibility and task efficiency,
and all the other qualities it seeks in an employee. In other words, recruitment
criteria involve investing in recruitment in order to improve the company's
organizational performance. (Terpstra & Rozell, 1993, p.46). Some entrepreneurs also
talk about a few qualities that an employee should have on a professional level
and that can practically carry out their tasks well and succeed with greater
concentration and involvement in the work.

In other words, the employee already has these qualities, and just needs to develop
them and put them into practice. In fact, it has been observed that to be recruited
in some small companies, especially in the service sector, you first need to have
a certain level of education, i.e. a good intellectual background. You also need to
be serious, dynamic, a perfectionist, patient, energetic in carrying out your tasks,
while remaining organized and smiling to welcome customers to the company.

The survey also showed that the personal quality criterion is much more prevalent
among entrepreneurs working in services such as hotels, restaurants, clinics, etc.,
where the person or employee needs to have qualities such as assiduity, discipline,
communication skills, etc., as these are services that concern the direct
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relationship between customers and company staff. So personal qualities are much
more likely to be found in service-oriented companies.

Another category of entrepreneur recruits staff on the basis of the candidate's
degree, with a frequency of seven (07), as one respondent reported: "We recruit
young university graduates in the required speciality with more years of
experience”. Manager of a Medium Entreprise service provider specialized in
patient care giving. This means that the candidate must have a certain level of
education and be able to be validated intellectually and professionally by the
company. Having said this, a diploma is a tool that characterizes the value and
intellectual knowledge of an individual, and not only gives him or her opportunity
to obtain a stable, well-paid job, but also gives him or her chance to occupy
higher-level positions within the company. It also gives the individual the social
recognition he or she deserves in the society, and also a greater professional
autonomy.

This is means that, the diploma and his educational degree is an essential and very
Important element in the individual's professional life within the company as well
as in his or her social life within the society. This criterion (diploma) is used more
In training schools and also in certain service-oriented companies such as clinics,
hotels, restaurants, etc.

Then there are those who recruit according to job requirements, with a frequency
of five (5). As one respondent confirms it by saying: "the candidate has to fit the
profile of the position required, and that depends on the position, since there are
positions that require qualifications (key positions) and average positions that
contain execution tasks and also appropriate tasks that also require qualifications".
Manager of a company specialized in the manufacture of wooden pallets. This
criterion (job requirements) is used much more in industrial or manufacturing
companies, whether small or medium-sized, and is judged by their activities.

Recruitment is also based on professional experience, with a frequency of four
(4), as confirmed by one of the interviewees: "I prefer people who have already
worked in the same sector of activity, which is agri-food, especially fats (much
more integrated into production), so we won't spend any more time training them,
so it all depends on the person's professional experience”. Manager of a Medium
Entreprise specialized in fat production. In other words, some managers focus
more on the candidate's professional experience before recruiting him or her into
their company. In other words, professional experience is what an employee
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knows about a specific subject, and experience is what an employee has acquired
through practice, i.e. by carrying out tasks in a professional field, over a more or
less long period of time.

It should also be noted that the “professional experience™ criterion is also used a
lot in medium-sized industrial or manufacturing companies, as they are more
likely to look for these qualities in applicants, since those with experience can
easily find their way into their tasks and quickly help the company improve its
production conditions. In addition, some entrepreneurs recruit their employees
according to the needs of the company, with a frequency of 4. One respondent
told us: "In the past, we recruited much more because there was a need for
employees, we didn't choose the speciality or the special academic level for the
position, but we selected people according to need". Manager of a Medium
Entreprise specialized in the manufacture of cycles and motorcycles. In other
words, if a company has a pressing need and is short in term of some kind of
service, it can only turn to an employee who can fill the gap. So the entrepreneur,
too, is obliged to do his best to satisfy this situation by looking for someone who
can meet this type of need, in order to improve working conditions within his
company.

We also note that a manager recruits through the proximity of the person's place
of residence to the company, to avoid any delays or other inconveniences with
regard to the person's service toward the company, so the closer the person is to
and lives not far from his or her place of work, the more he or she would be able
to avoid delays and would also be less in conditions that cause any inconvenience
with regard to his or her service or that prevent him or her from performing his or
her job well within the company.

As a result, certain HRM practices are subject to entrepreneurial logic
(recruitment and promotion) and therefore influenced by social structure.
Thus, the absence of a human resources department reduces medium- and
long-term forward-looking human resources management (Haderbache, 2015,

p.1).
- The role of the entrepreneur in the process of recruiting managers for their
company
Many contractors tend to play a decisive role in the process of recruiting managers
for their companies. That said, we note that, during the recruitment process,

entrepreneurs make much use of the person's desired skills first and foremost, with
a frequency of 06. One of our respondents confirmed that: "for direct managers, |
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choose them according to very precise criteria. They have to have a good grasp of
the sector of activity they're going to be in charge of, and they also have to be able
to manage their team". Manager of a Medium Entreprise specialized in the
manufacture of cycles and motorcycle cycles. Another respondent said: "My role
Is to find a person who is supposed to correspond to the needs and skills
considered as required for a given job in our company". Manager of a M E
specialized in the manufacture of refrigeration materials, fittings and equipment
for hotels, restaurants, cafeterias and supermarkets. This means that the emphasis
Is on recommending the right skills and responsibility for the employee to assume
his or her position as manager. In this case, the manager is asked to make the most
of his or her own acquired skills to better occupy the position within the company.

The survey also showed that the skills sought criterion is much more widely used
in medium-sized manufacturing companies, since their entrepreneurs want their
managers to be competent and professional, while assuming their job
responsibilities with reliability, devotion and dedication. Managers are also
recruited by the entrepreneur or CEO himself, with a frequency of 05. As one
respondent said: "My role is very clear, because | suggest the recruitment of
managers and | supervise to see that they are able to do things well in the context
of vision, policy and strategy"”. Manager of a small company specialized in the
manufacture of wooden pallets. This means that some entrepreneurs prefer to take
matters into their own hands when it comes to recruiting managers for their
company, so we can deduce that the smaller the company, the more the
entrepreneur himself chooses his managers, and the larger the company, the more
the entrepreneur is content to take part in the recruitment interviews for his
company's managers.

Some company directors choose their managers by interviewing them 3 times a
year, as one respondent declared it: "My role is to try and interview them before
recruiting them, and then there's a trial period to find out what their skills are".
Manager of a Small Enterprise specialized in the sale of school supplies. Another
confirmed: "My role is to analyze the interviews conducted and | judge their
probationary periods, as part of the regular monitoring of the HRM department's
operations, as a company manager's duty"; manager of a S E specialized in the
provision of services, also specialized in hotel and catering services. Interviews
also play a key role in the recruitment process of some companies, as it is on the
basis of interviews that managers are admitted to the company, enabling the
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entrepreneur to become more focused by finding out more about the personal and
professional data of the future manager before taking the decision to recruit him
or her.

The criterion of selecting managers through interviews is widely used in
small service companies such as hotels, restaurants, the sale of goods, etc.,
so it's only through interviews that managers can be chosen. Entrepreneurs
with medium-sized companies are less involved in staff recruitment, as they
feel they have departments set up specifically to recruit and manage staff.

Other entrepreneurs who tend to take care of recruitment themselves, in
order to guarantee productivity and run the business efficiently, are the
owners of small businesses who don't have a human resources department.

- Criteria for designating managers

Entrepreneurs recommend a number of criteria for recruiting managers for
their companies, and it has emerged that skills and qualities are the criteria
favored by entrepreneurs in small and medium-sized manufacturing
companies. Level of education is the most sought-after criterion for
entrepreneurs in small and medium-sized service companies, followed by
acquired experience, recommended by entrepreneurs in medium-sized
manufacturing companies.

- The challenge of recruiting relatives from among company employees

- The

Socially and even culturally, some managers tend to give preference to their
nearest and dearest when recruiting for their company, which gives them
confidence in their absence and strengthens their social ties.

representation of training among the surveyed entrepreneurs

For our respondents, training represents a strategic issue, as some see it as
important for company management, while others see it as a means of
improving staff capabilities. However, in this case, training is a very
important factor and a tool for advancement and to go forward, contributing
to the development and improvement of companies and playing a crucial
role in people's lives.

- Types of training pursued by employees of surveyed SMEs

Training is carried out internally, externally and together in medium-sized
manufacturing and service companies, while in-house training is only
carried out in medium-sized manufacturing companies. It can therefore be

1706



The main functions of business leaders in the recruitment and human
resources development process. Empirical study among SME creators in
the Bejaia region

deduced that the training process is essentially based on criteria and types
of training that are sought-after and highly recommended within the
company, leading the entrepreneur to embark on this pursuit of types of
training to meet this training need and try to achieve the objectives set by
his company.

- Training objectives within the company

Training has a positive impact on employees, enabling them to progress in
their professional careers and reap the benefits of training.

- Distribution of tasks within the companies surveyed

Tasks are allocated according to job requirements and also through
consultation with employees, much more so in medium-sized
manufacturing companies, and according to company department in
medium-sized service companies, so it all depends on the content or tasks
to be carried out in the job.

- Replacing the contractor in case of absence

Entrepreneurs tend to appoint their most trusted replacements to run the
business in the event of absence, in a variety of ways: managing directors,
general managers and deputy managing directors, senior people in some
cases, and even a multi-skilled grid.

- The main business partners of the surveyed entrepreneurs

We can see that all our surveyed companies have almost the same main
partners, but each one follows its own objectives set with its partners, but
also according to the company's activities.

- The entrepreneur's role in taking in charge the company's external
affairs Having carried out our survey precisely on the way in which
entrepreneurs take charge of the external affairs of their companies, it
became clear and apparent that they have responsibilities to assume by
playing their roles appropriately, each adopting their own strategy for
taking charge of the external affairs of their company, mainly concerning
the purchase of company materials in the event of breakdown,
organizational problems, problems with taxes, insurance, the bank,
administrations etc...
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- The role of family and friends in dealing with difficult situations within the
company

Some entrepreneurs tend to turn to friends and family for help when they
find themselves in difficult situations, so that they can do their best to help
them overcome their difficulties. Other entrepreneurs, on the other hand,
prefer not to turn to friends and family at all, and want to solve their own
problems through their own strategy.

- The main functions of an SME manager according to the
entrepreneurs surveyed

To be a good SME manager, you need to have several main functions at the same
time, while maintaining a certain personal quality in your professional life and
ensuring the company's development and long-term survival.

- The ideal profile of an SME manager, according to the surveyed
entrepreneurs

A manager must have an ideal profile, which is crucial for managing a company.
To achieve this, he or she must first acquire a certain intellectual background, then
develop his or her own professional skills by becoming innovative and versatile
in the company's tasks, so as to be able to manage the company well and be the
right person in the right place.

- Obstacles encountered by entrepreneurs in managing their businesses and
their proposals

Entrepreneurs tend to be confronted with obstacles in the management of their
businesses, and they deal with these situations by using their own means to
counter them, finding effective and appropriate solutions in order to face and
move forward with their management. Their desired proposals and objectives thus
complement the obstacles they encounter, in the hope that these (the objectives)
can be realized as they wished.

4.2. Discussion:

These results lead us to confirm our first hypothesis, which states that: SME
managers tend to favour objective, work-related criteria in the process of
acquiring and developing human resources. This shows that they are not
influenced by their culture and traditions, but that they take a rational approach,
basing themselves more on objective, work-related criteria in the various
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personnel evaluations, and adopting the right business management strategies to
compete with competitors and ensure the smooth running, performance and
sustainability of the company.

These results also lead us to confirm our second hypothesis, which states that:
Depending on the situation, entrepreneurs call on their relational networks to take
care of their company's external affairs (banking, insurance, government
departments, taxes, etc.).

5. Conclusion:

This research work was carried out within SMEs operating in the wilaya of
Bejaia, with the main aim of uncovering the role played by SME managers in the
process of acquiring and developing their human resources. Indeed, entrepreneurs
play a key role in the management of their company's human resources, playing
an active part in the recruitment of staff, the choice of managers and the handling
of their company's external affairs. Depending on the size of the company, the
smaller it is, the greater the entrepreneur's involvement, given the absence of a
real HRM department.

This research has enabled us to build up a clearer overall picture of the rational
management techniques used by entrepreneurs to constantly improve the
productive life conditions of their businesses, giving priority to criteria that are
essentially work-related, and which are nothing other than objective business
criteria. This research has also shown that some entrepreneurs call on their
relational networks, such as asking relatives for help, when taking charge of the
external affairs of their companies.
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