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Abstract: The logistics industry in Saudi Arabia has sesiyaificant change, with national companies nowgdg on
hiring local talent to decrease their dependencexmatriates. Despite the increased demand fori&stiah, logistics
firms face difficulties in matching available lodalent with industry-specific job requirementsidgap highlights the
importance of connecting human resource develop(htRID) with talent identification and assessmenffipractices.
Study uses the DEMATEL technique to analyse theoimapt factors that impact the effectiveness of HaorResources
(HR) Departments in logistics firms in Saudi Arabdatotal of nineteen HR professionals from theidtigs sector in the
country took part in the study, offering evaluatiaon a Likert scale that ranged from O to 4 forheaterion. The
research shows that the level of education ha®agtmpact on the potential and future developnoéfib candidates
in Saudi Arabia's logistics companies. Academidification, along with skills and competencies, aftg influences the
evaluation of candidates. The criteria have infagevalues of 0.30559487, 0.007953708, and 0.628%348spectively.
In addition, the criterion of "Potential and Futirevelopment” stands out as a significant factat itifluences all others,
except for "Skills and Competencies," with valuesemding the threshold of 0.926061035. Results ligighthe
importance of HR professionals prioritising causétda when selecting candidates and managing HRegses. By
understanding and tackling these important factogistics companies can improve their methodsdehiifying and
evaluating talent, ultimately boosting their orgational effectiveness and competitiveness in Saunabia's ever-
changing logistics industry.

1 Introduction Kuehne+Nagel, showcases the transition towards r@ mo

The logistics sector is considered a crucial corepon Strategic and consultative approach in overseeing
in Saudi Arabia's efforts to diversify its econormway €mployee motivation and commitment [6]. Strategic
from oil-based revenues and towards a more serviceganisational challenges greatly influence human
oriented economy. Logistics plays a crucial roleliving ~ resources  planning in  SME logistics companies,
economic development and adding significant valye binderscoring the need to tackle these challenges fo
enhancing the efficiency and effectiveness of stpri €fficient management [7]. In the logistics industityis
handling, and transporting goods. As a resultpteéhods crucial to have efficient human resources managemen
of freight and transportation would be enhanceatiileg to ~ order to retain talent, improve organisational perfance,
cost reductions. It has been established that astnzsiive ~and stay competitive.
innovation stands as one of the primary logistical The primary objective of the Ministry of Transpartd
capabilities of Logistics Service Providers [1]. rhlan Logistics Services in Saudi Arabia is to improve th
resources is one of the key aspect of any orgaoizf]. Kingdom's transport infrastructure with the aim of
Effective management of human resources is vitattfe ~€stablishing it as a pivotal logistics centre tbafnects
success of logistics enterprises [3]. The KingddrBaudi three continents. This endeavour is in accordarittethe
Arabia (KSA) has faced numerous challenges infitsts ~ overall objectives of supporting sustainable ecdoom
to meet the increasing demands in developing iteamu development and enhancing competitiveness in kgepin
resources. Investing in human resource developmé#ith the Saudi Vision 2030 programme. Saudi Arabia’
(HRD) has been a priority to enhance the skillidvantageous geographical location, connectingethre
knowledge, and attitude of the workforce. This stweent Continents, makes it a crucial hub for global trade
is anticipated to improve the effectiveness anitieficy €nhanced by its plentiful natural resources. ThéoNal
of services in both the public and private sect8tmosing Industrial Development and Logistics Programme
competent managers is crucial for successful hum&NIDLP) takes the lead in promoting the growth of
resources management in logistics companies [4[Portant sectors like mining, energy, industry,dan
Knowledge-based HRM practices have a significat@distics [8]. The rapid development has led taramease
impact on the performance of logistics firms, ahist in benefit categorization and a high demand foHeski
impact is further enhanced by the role of logisticBrofessionals due to a shortage in the workforde [9
capability as a mediator [5]. The evolution of huma Effective ability management is crucial for a besis as it
resources departments in international companies, as Provides a significant competitive advantage. Efiec
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management of talent is crucial for a company'sesg& commitment, job performance, and employee proditigtiv
and can lead to significant profits. Identificatiand [15]. Additionally, developing e-recruitment suppor
evaluation of skills play a crucial role in devdlup a systems can streamline candidate selection pragesse
talented workforce [10]. However, there is a ladk oensuring the best-fit individuals are identified foles in
literature addressing the specific circumstanceshi the logistics industry [16].
Saudi Arabia regarding talent management of Lagisti Samarin et al. [17] explores the Saudi National Ham
industries. It is estimated that the market sizétfe Saudi Resources Development (NHRD) and provides viable
Arabia Freight and Logistics sector will be rougBf.33 solutions to improve NHRD within the context of a
billion US dollars in the year 2024, and it is aigated that knowledge-based economy. The paper thoroughly
this market size will expand to 32.88 billion USIdos by analyses the complex interconnections between the
the year 2029 [11]. political, economic, and socio-cultural aspects thé
This research established that among the crugakis NHRD context. The challenges faced by differentgaf
associated to “Talent Identification and Assessintrt the developing workforce, such as unemployed, women
revolutionizing human resource management in Lagist and students, are thoroughly examined.
Industry of Saudi Arabia, lies with the Streamlmiand Igbal [18] evaluates the influence of enhancing
improving talent identification processes, thah@sv can logistics on the factors of service quality (SQ) 8mall
Saudi Arabia's logistics industry can meet the goélthe and Medium Enterprises (SMEs) in Saudi Arabia. The
NIDLP by successfully identifying and recruiting study employed a quantitative methodology to inges¢
individuals with the right set of skills to fueldlexpansion multiple industries and cities in Saudi Arabia, liring
and efficacy of logistics services in the Kingdokmother Jeddah, Khobar, Dammam, and Riyadh. The study
important research question that arises from threenti revealed three critical challenges faced by SaMESin
study is whether there is a shortage of skilledkers in  the field of logistics: the availability of skilletbgistics
Saudi Arabia's logistics sector, specifically inykareas staff, effective inventory management, and the fugéts
such as warehousing and storage, freight forwardingssociated with adopting advanced technologiesserhe
freight transportation, and courier, express, aackage factors were found to have a substantial impacthen
services [12]. Finally, this research also delves ithe overall improvement of logistics in these dimension
challenges concern associated with assessing theAlruwaili et al. [19] examine the effects of
effectiveness of human resource management tea@migincorporating Human Resources (HR) best practitéisd
in logistics enterprises based in Saudi Arabias Téquires recruiting process of Saudi nationals, particuldhpse
comprehending how these organisations are suctigssfuwwho have graduated from prestigious US and British
attracting, keeping, and cultivating people throtlglhuse colleges, on the performance indicators of Ma'aden
of diverse human resource management strategies @wmpany. The performance dimensions being examined
practices. Essentially, the main focus is on imprgthese consist of technological skill, fluency in the Eisyl
methods in line with the goals of Saudi Vision 2088ich  language, and the ability to adapt to globalisatibhe
aims to promote sustainable growth in the logistiestor. study specifically examines a group of highly ededa
The main inquiry is: How can different approaches bindividuals who have obtained their degrees froiteges
improved to completely transform logistic indusiyman  in the United States or the United Kingdom and are
resource management, creating a work environmext tlcurrently employed at Ma'aden Company. The report
promotes the retention of talented individualsjlitates highlights the importance of Saudi graduates from
career advancement, and enhances overall employeaowned international universities in shaping hama

contentment? resource practices at Ma'aden Company. Moreover, it
sheds light on their contribution to improving the
2 Literature review company's performance in technological control, liEhg

Revolutionizing Human Resource Management ifroficiency, and adaption to global dynamics.
Saudi Arabia's logistics industry involves talent It is worth noting that there is a significant laok
identification and assessment to enhance orgamimiti fesearch on talent management in Saudi Arabia laad t
performance. Talent management practices in Sautider Arab world, especially in GCC countries. Thet
Arabian oil and gas organizations have highlighteel Why the Jamjoom [20] utilises quantitative analysfs
need for formal approaches in identifying talenid ansurvey data collected from experts and professscazioss
providing development opportunities [13]. Impleniegt Vvarious sectors in Jeddah, KSA. The study's firgling
logistics hubs (LHs) strategically can significgrithpact indicate that talent management practices are éhdee
Saudi Arabia’s Logistics Performance Index (LPking, implemented by organisations in KSA. It is wortting
demonstrating the positive correlation betweensting in  that the study reveals no clear connection betiieesize
logistics infrastructure and LPI ranking improvernggt]. ~ Or type of organisation and employee engagemenatent
Human Resource Management (HRM) practices in tHganagement practices. In addition, it indicatesttere is
Saudi Arabian manufacturing sector influence en'm)y no notable difference in talent identification and
behavioral outcomes during organizational changgecruitment, whether it is during times of crisis rot.
emphasizing the importance of Organizationdrlowever, there is a noticeable difference in talent
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development and retention between these periodsganisational performance (OP) and human resource
According to Aleisa et al [21], recruiters use ddatk data management (HRM) practices. The study revealed a
to create metrics that help them choose the reyhdiiclates, substantial impact of HRM practices on knowledge
while job seekers develop their own metrics to ssggb management  capacities, organisational culture,
offers and find the best opportunities. This paperores organisational performance, and organisationahlagrin
how Al techniques can improve the Saudi labour markSaudi Arabia. Almatter [27] assesses the influeate
by connecting recruiters and job seekers. Basethen human resource management (HRM) techniques on the
study's findings, it is clear that the proposedrepph and performance of organisations in the Kingdom of $aud
technology have the ability to greatly assist treuds Arabia. The study aims to elucidate the primarycemts
government in making well-informed and timely demis. of HRM strategies and organisational performance by
By providing a thorough understanding of the labouintegrating perspectives from experts and profesdso
market dynamics, these tools offer valuable insightat through a comprehensive examination.
can be used strategically. This study focuses on addressing the research gap
Bahamdain et al. [22] examined private and publieelated to the effective implementation of humasotece
logistics customer satisfaction in Saudi Arabiaimiythe management (HRM) methods in the logistics busimess
COVID-19 epidemic. It was revealed that logistiesvice  Saudi Arabia. While numerous studies have explored
efficiency and quality recommendations. HR and [Tifferent aspects of HRM strategies and their impmac
managers collaborated to complete surveys, offerirayerall organisational success, there is a cleek &
insights on the current status of HR systems indSauresearch specifically focusing on the unique chgkss and
Arabia [23]. The results highlighted the preparesdraf the opportunities within the logistics industry.
Saudi market to embrace and execute novel strategie
Nevertheless, the levels of satisfaction with thistng 3  Conceptual framework

solutions were comparatively low, which called fapid This research was conducted with a focus on thamires-
remedial measures. Significantly, advancing, esfigdn  pased view (RBV) of the firm. The Resource-BaseeWVi
adopting the SaaS model, is crucial to enhancesfirmRByv) is a theoretical framework that aims to diaand
competitive edge and move them towards a MOfgrecast the reasons behind organisations' abiigttain
successful future. competitive advantage and thus achieve highertpi@s].
Alotaibi [24] examined the ways in which e-commercerhis idea conceptualises a firm as a collectioresburces
stores modified their business strategy to acconatedtie that generate capabilities, which can potentiahys as a
needs of e-fulfilment clients. Furthermore, therent strong source of competitive advantage. It alsdtpdisat
|OgiStiCS model and the environmental reSponSjbilitcompany success is primar“y determined by reseutcs
associated with it will be examined. In additiorguli possess the qualities of value, rarity, and highaition
Arabia has recognised the significance of the emitent  costs [29]. Understanding the RBV theory is crudia
in accordance with their vision for 2030. Transpo&s recognising the significance of internal resoursesh as
been increasingly crucial in recent years due éoréipid  human capital, knowledge resources, and leadefBhase
growth of e-commerce in the Saudi market. Thislédso  factors play a vital role in shaping competitiveatgies
the need for further exploration of green logisticstheir  and  ultimately ~achieving sustainable competitive
study, Darwish et al. [25] analysed data from 15&dvantages. Through the effective utilisation déiinal
multinational enterprises (MNEs) operating in Saudiesources, companies can strengthen their marketqrm
Arabia. They discovered a strong correlation bemwbe performance, and |Ong-term Sustainabi"ty in ever-

localization of the human resource management (HRMhanging business landscapes [30]. Some of the key
function and the indigenization of the workforceelstudy  variables establish from the theory include: “Human
identified key factors that contribute to workforcecapital”, “Knowledge Resources”, “Leaderships”,

Iocaliz_ation, such as recruitment and training p«:as that “Competitive Strategies”, Competitive Advantagestd
are tailored to the needs of local employees. éir 8tudy, Figure 1).

Alshammari [26] examines the role of knowledge
management in mediating the relationship between

Human Capital

Knowledge Resources Competitive Strategies o] Competitive Advantages

Leaderships

Figure 1 The RBV theoritical framework
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The “Knowledge resources” include the valuablelevelopment, innovation, and strategic adaptaiostay
knowledge and assets that an organisation possessis competitive in evolving markets.
as intellectual property, patents, proprietary textbgies, RBV theory acknowledges the importance of human
and organisational know-how. The “Leadership” is a&apital as a vital internal resource that enhamcéem's
crucial internal resource that has a significanpaot on competitive advantage. Human capital encompasses th
shaping organisational culture, strategy formutatiand various skills, knowledge, experience, and capaslihat
execution. The human capital is the variable theés$ t individuals bring to an organisation. RBV highlighthe
research explores and contributes towards its egdjpn, significance of investing in human capital through
which dwell on the people who work and their cdilez recruitment, training, and talent development atities.
talents, expertise, knowledge, and experience. Thinderstanding how to effectively utilise human talgian
“competitive strategies” is sometimes called “Stgi¢  significantly boost a company's competitive edge by
Alignment”, and it highlights the importance of@ling promoting innovation, creativity, and productivitythin
internal resources and capabilities with markehe workforce. From the RBV, this study concepuedi
opportunities and competitive dynamics to gain aHuman Capital” to dwell on “High-performance human
competitive advantage. Hence, according to RBVrheo resources” which are an extremely valuable logistic
competitive advantages arise from having resouaces industry asset and are extracted from the “taledl’p
capabilities that are valuable, rare, inimitabled axon- consists of a select group of “highly skilled araluable
substitutable [28]. Companies that effectivelyisdiltheir employees” (see Figure 2). The main argument oty
internal resources to meet customer demands, éoter is that by effectively identifying and placing tated
rivals, and achieve strong financial results cain §ang-  individuals in positions that align with their dkjl an
lasting competitive advantages. RBV underscoresthe organisation can establish itself as a formidatule in the
changing nature of competitive advantages, strgdbi@ market.
importance of ongoing investment in resource

Highly Skilled and »| Talent Pool High-Performance Human
Valuable Employees v et roo Resources

A 4

Figure 2 The RBYV theoritical approach towards hurnapital framework

However, it is important to consider the effectiges assessment practices in the logistics industry afdb
of talent identification practices being used in@arabia Arabia.
in locating the right people. Are they effectivelyaluating The talent pool from the RBV theoretical approach
their talent using appropriate methods? What aee thowards human capital framework presented in Figure
noticeable differences in job performance betweemas been conceptual in this study to be derived fro
employees who undergo assessments and those who'lidghly skilled and valuable employees”, this isther
not? These questions have not received much atteisid conceptualized to be associate to the followingddédemic
they were the primary focus of this research. Assalt, Qualification”, “Skills and Competencies”, “Expeniee
this study aimed to analyse the talent identifamatand and Track Records”, “Cultural Fit” and “Potentiahda

Future Development” (See Figure 3).

Academic
Qualification

Skills and
Competencies

Experience and

Track Records Talent Pool

Cultural Fit

Potential and Future
Development

Figure 3 The proposed conceptual framework
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3.1 Academic qualification

Academic qualification is operationally definedthys
study to refers to the educational credentialsinbtaby an
individual in the logistics industry, such as dege
diplomas, certifications, and professional quadifiens
from accredited institutions. This criterion evaks the
extent of academic achievement and expertise asawach

as logistics management, supply chain managemeagordination,

transportation, and related fields. The justificatof using
this variable lies with the fact that, having aosty
academic background is crucial for excelling infibkl of
logistics.
competencies that are essential for achieving ssénehis
profession. These skills encompass critical thigkitne

ability to solve problems, strong interpersonalllski
creativity, the ability to work well in teams, efteve

management abilities, and a global mind-set. Withrtse
of technology and global collaboration, the logisti
industry has experienced a significant change. Tais

3.3 Experience and track records

Experience and track records is operationally @efin
in this study as the reflection of professionalkggound,
work history, and demonstrated achievements of an
individual within the logistics sector. This crii@n
evaluates the extent and variety of hands-on expesiin
positions related to logistics operations, inclgdiogistics
warehouse supervision, transportation
management, customs clearance expertise, and
procurement responsibilities. It involves evalugtithe
length of employment, range of duties, noteworthy

It requires a diverse range of skillsdanachievements, and performance reviews.

The reason for using this variable lies with thet fhat, the
success and efficiency of a logistic company arécately
linked to its level of expertise, past performanead
effective management strategies. Having a strong
background in partnership management, collaboragiod
building relationships is crucial for achieving sass in
logistic partnerships [33]. In addition, the deystfeent of

resulted in a greater need for knowledge and egpert logistic operators and their integration into tle®@momic
affecting both manual and office-based roles. Modersystem is essential for optimising logistics preessfor
teaching methods and information and communicatiocompanies, resulting in higher profitability anelstity in

technologies are now essential in educational progres
in logistics to adequately equip students for tiastry.

3.2 Skills and competencies

the global market. In addition, the evaluation agistic
management in various countries, based on indeatarh
as customs, infrastructure, and timeliness, empbashe
significance of expertise and effective management

Skills and competencies in this study pertain te thpractices in the logistics industry. Implementingcking

specific abilities, proficiencies, and technicalolwiedge
required to thrive in the logistics industry. Tluisterion
evaluates a candidate's practical skills in varameas such
as inventory management,
warehousing operations, freight forwarding,
communication, problem-solving, teamwork, adapihil
and attention to detail.

It is important to consider this variable becauggstic

systems in logistics and transportation operatioas
greatly improve fleet optimisation, cost reductiamd
asset utilisation while also enhancing driver safet

transportation planningecause the importance of track records in logistic
rout@perations cannot be overstated.
optimisation, as well as their soft skills inclugin

3.4 Cultural fit refers
Cultural fit is operationally defined as the conilpitity
with the company culture, can be measure by thenext

companies need employees who possess a wide réngevbere the compatibility between an individual'sues,
skills and competencies to effectively handle thevork style, and behavioural traits with the orgatianal

complexities brought about by globalisation. Inesrdo
excel in the ever-changing field of logistics,gtcrucial to

culture in the logistics industry in Saudi Arabighis
criterion assesses how well a candidate aligns ti¢h

possess a range of skills including interdisciplna company culture, including factors like work ethic,

knowledge, problem-solving abilities, and effectbaping
skills. Human resources are essential for the sscoé
service firms, as they have a significant impacservice
quality and costs. This is particularly true in itiare

collaboration, respect for hierarchy, adaptabttitgultural
nuances, and dedication to organisational goalvigiah.

The justification of adopting this variable liestwihe
fact that the compatibility of corporate culturethin

logistics, where human factors continue to be @alucilogistic companies is a key factor in determinitgit

despite the capital-intensive nature of operati{3%).
Effective logistics skills is crucial for maintamg a
competitive edge. It requires a team of highly lekil
employees who can navigate complex processes
possess strong social and decision-making skiltesé
factors have a direct impact on employee retensiod
overall performance. In general, there is a noliteetrend
in the logistics sector towards valuing specialisdtical
skills rather than traditional hierarchical rol@is shift
highlights the importance of being adaptable anfigient
in uncertain environments.

success and performance [34]. Research suggestheha
culture within an organisation has a significanpaot on
various aspects such as knowledge sharing,
atmmmunication, decision-making, and interpersonal
relationships among employees. In addition, theuceilof

a company, specifically the adhocracy and market
orientation culture, has a positive effect on tieovation

of firms in the logistics sector. Implementing effee
innovation management practices is crucial in cating

an innovative organisational culture within logisti
companies. This fosters a stronger commitment to
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innovation and the development of core organisationorganisations in making well-informed and resilient
values. Thus, it is crucial for logistic companigs decisions that are in line with their aims and otiyes by
prioritise compatibility with the company cultune order considering a wide range of criteria and prefersnce

to improve knowledge sharing, decision-making, The justification of using this method for this dyu

innovativeness, and overall performance. lies with the fact that “Experts” who have a deep
understanding of the Saudi Arabian logistics inqustn
3.5 Potential and future development offer valuable insights into the specific skills,

The potential and future development of an indisidu competencies, and attributes required for sucé¢€ M
within the logistics industry in Saudi Arabia ingfstudy requires expert evalaution, with a deep understandf
can be determined by their inherent capabilitipsiiades, the industry's changing dynamics. Similarly, prefesals
and growth prospects, which are influenced by thaho possess a strong understanding of differerties
changing landscape of the industry. This criterioand are well-versed in the business practices oidiSa
evaluates not just the present skills and compitenbut  Arabia can skillfully evaluate compatibility of latculture
also the ability to learn, adapt to change, denmatest and HRM operations. This is also associted to fgpan
leadership potential, and be prepared for futuresrand strong grasp of the intricacies of the logistiaduistry. The
responsibilities within the organisation. It ergail final justification lies wth the fact that Karahahal. [4]
recognising individuals with great potential foogth and ~ established that “Multi-criteria decision-making timeds”
investing in their professional development througlre commonly used for the manager selection pratdech
training, mentoring, and opportunities for careethat it why the study identified ten criteria farlecting a
advancement. human resources manager in logistics companies and

The justification of selecting this variable lieimthe applied the intuitionistic fuzzy weighted averaging
fact that the growth and advancement of a logistid$FWA) method for weighting criteria in order totdemine
organisation encompass multiple factors, includinghe most important key criteria among them. Thelifig
sustainable development, the provision of valueeddd of the analysis revealed that the “experiencerooité was
services, and the incorporation of innovative waythe determined as the most important for selectinggsstizs
market. Sustainable development involves achievirigiman resources manager. Furthermore, Decisionridaki
internal stability through the use of managemenitrial and Evaluation Laboratory (DEMATEL) technique
techniques and ensuring external stability at tlbad, which belong to the MCDM is used to understand the
regional, and national levels [35]. The productibnalue- influential characteristics of the challenges tomntdm
added services in logistics is essential for effidy Resource (HR) Practices in start-up companie.
meeting client demands and growing the range efces
provided, so contributing to the overall succesheffirm. 4.1 DEMATEL process
The development of logistics potential is influeciday The DEMATEL approach is a sophisticated analytical
various factors, such as the implementation of netwol that is utilised in the process of decisionking to
technologies, the extensive utilisation of inforimat gain an understanding of the intricate correlatibias exist
systems, and the incorporation of environmentdetween the many components. The ability to visadhe
considerations to ensure sustainable businessiqasct cause-and-effect linkages between various critetia
Moreover, the use of cutting-edge logistical sg@e, elements is beneficial to decision-makers becadse i
such as fourth-party logistics, can prompt charigebe enables them to discover significant drivers and
geographical distribution of global production netitss dependencies within a system. DEMATEL is especially
and improve service offerings by forming partngushi helpful in circumstances in which numerous critesia

with multinational corporations. variables interact with one another, making itidifft to
establish the relative relevance or influence ohes these
4  Methodology factors.

This study employs the Multi-criteria decision meki The purpose of the activity was to have expertiuate
(MCDM) technique, which is a methodical strategyhe criteria by considering the different composeriteach
utilised to assess and rank alternatives or coarfsastion ~ Criterion. These components were designed to empowe
in situations where many, frequently competingtecia  the expatriate and give them more control overrthei
must be simultaneously taken into account. MCDNpPersonal experience. Experts assign a valuex;jto
approaches are designed to assist decision-makersindicate the significance of each criterion's impdthe
choosing the most appropriate option from a grofip walues are determined based on the cause and effect
possibilities, considering multiple criteria or ebfives that criteria, denoted biandj. Therefore, an expert's response
may vary in priority or preference. MCDM provides ais obtained for each value of= 1,2, 3..., nThis results in
methodical and organised approach to handlingcatzi a non-negativenxn direct relation matrix, formed by
decision-making situations, allowing decision-makes equation (1):
take into account many viewpoints, goals, and &tions X = [xf.]nxn (1)
in a clear and logical way. MCDM approaches feaiiit /
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The variable y denotes the number of representatiodlassified as part of the cause group. Conversklje
for each expert, with a range df< y < g. The equation difference between - ¢ is negative, it indicates that the
generates a matrig for x, X2,... X whereq is the total criteria in question are being influenced by théeot
number of experts. Equation 2 presents the averageteria collectively and should be classifiedlss teffect.”
aggregated decision matrix for all the ex@rt[z;;] (2).  Hence, the sum ofr and c is referred to as the

"Prominence," whilst the difference betweerandc is

) referred to as the "Re!ation."
Step 5: Establishing a threshold valug for the
purpose of generating an interaction diagram. Eopat

Step 2: Generating the normalised direct relatioR derived to determine the threshold value forithpact
matrix: The matri>XD, which represents the direct relationsconnection (6).

is created using equation (3).

— 1ya ¥
Zy = ;Zi=1xij

n

n
D= max(m.ale’-‘=1 zj, max >, zi,-,) (3) a= Z Z ti;/N 6)

1<isn i=1 j=1

Consequently, every individual cell within matrix Z  The variableN represents the total number of matrix
will possess a value that lies within the numerin&rval  glements that will be obtained by calculating therage
of 0to 1. _ . o of the members of the matrix This calculation is done to
Step 3: Generating the total relation matrix ineslv identify and remove any impacts that are judgedédo
exponentiating the normalised initial direct-redatimatrix minor. This implies that the impact connections! wibt
D to the power of m, where m indicates the indineact encompass any impacts that are less severe than the
D™ The resulting matrix, denoted & shows the threshold value, as there will be none.
cumulative influence generated by the participant's  step 6: Generating the relational diagram illusteat
response. The total relation matrix T may be ok@iby the causal relationship between factors and ttécts:
summing up the direct-relation matrices B+D.+D". As  The results obtained from the calculations camietdn the
D™ converges to zero, we can conclude that T is ic&int previous steps will be used as the foundation Far t
to the initial direct-relation matrix D. Thereforihe total relationship diagram. Therefore, the correlatiotwieen
relation matrix T can be expressedTas D + D + ... +  the cause and effect has been assigned to eadhe of t
D”, which can be further simplified & D+D?+...4D*  coordinate sets that make up the full array of ramd

is T=lim(D + D? + D* ..+ D™) = D(I- D)™ columns. The rows and columns in this illustratitepict
Therefore (4): the interactions between the criteria and providieiable
information for determining the relative importanoé

T =D - D)™! (4) each criterion and how they interact with one aeoth

wherel represents an identity matrix with dimensiors. 5 Analysis and presentation of the result
The DEMATEL technique was employed to investigate
Developing the rows and columns of the matrix & ththe key parameters influencing the effectiveness of
fourth step. The vectors that are used to représenmbws competitive intelligence. To obtain the outcometioé
and columns that are included in the total relatiwtrix. analysis, the initial step is to code the critema input the
If the vectors andc, respectively, are used to represent thdata into an MS Excel sheet labelled "Academic
total of the rows of matriX and the total of the columns of Qualification" (AQ), "Skills and Competencies" (SC)
matrix T, then the following is true if the following isue "Experience and Track Records" (ET), "Cultural FEF),
(5): and "Potential and Future Development" (PF). Oree t
data collection process is over, this step mar&sirhial
r= [ri]nxlz[Z}‘:l ti]-]nXl andc = [cj]lxnz[Z,’.‘:l tij]lxn (5) stage of collecting the analysis results. Hences th
viewpoints of the 19 specialists who took partis tstudy
If j is equal td, then the sum af andg will represent and shared their feedback on a Likert scale witlolevh

the influence that criterionhas orj. If j is not equal t, ~humber values ranging from 0 to 4, have been gademd
the sum will reveal the overall effects experiendsd incorporated into an initial individual matrix. Ehmatrix
criterioni, while the difference will show the net impactis presented in the form of an nxn non-negativeadir
that criterioni contributes to the system. Conversely, if th&€lation matrix, as per equation 1. The presentattix
value is positive, criteriafunctions as a primary cause, andlisplays the mean total of decision matrices (Z)veel

if it is negative, it functions as a primary effetft the from the input of 19 experts from the Human Resesirc
difference between - ¢ is positive, then the criteria have Department of logistics organisations in Saudi Aaab

a significant influence on the other criteria, dimely can be
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These experts have more than 10 years’ record
evaluating logistic companies job-seeking candglbtesed
on five criteria: (AQ, SC, ET, CF, and PF). Thealggdive
analysis of this total decision matrices suggest the
experts assessed the impact of “Academic Qualificabn
itself as 0, indicating no direct influence., wtasgt has the
greatest impact on “Potential and Future Develogimean
indicated by an average score of 4. This impliaseRkperts
firmly believe that a candidate's academic qualifans
significantly contribute to their potential anddte growth.
It was also revealed that the greatest impact apéEence
and Track Records” comes from “Skills and Compeéesic
(with a score of 4), indicating that experts coesi@
candidate's skills and competencies to be higldicative
of their previous experiences and performance.

Development” when considering “Experience and Track

Records”. This suggests that a candidate's exjperiand
track record are deemed equally significant in waiahg
their academic qualifications and future potentikdwever,
the most significant impact of “Cultural Fit” is 68kills and
Competencies”, as indicated by a score of 4. Thigiés
that experts prioritise a candidate's alignmenth vitie
‘¢frganization's culture” when assessing their tddiand
qualifications. On the other aspect of the greatag@ct
from “Potential and Future Development”, it waseaaled
that it is evenly divided between “Academic Queéfion”
and “Experience and Track Records” (both with aesab
4), suggesting that experts view a candidate'snpateand
future growth as being equally affected by theircadional
background and previous accomplishments.

These scores represent the combined viewpoinedf@h

HR experts on the importance of each criterion when

assessing candidates for positions in logisticspeones in
Saudi Arabia. However, the interactions as wetthasauses
and effect of these outcome are not yet revealtisgboint.
Following the descriptive analysis of the total idem
matrices, a normalized direct influence matrix \@asved

Experts assign equal weightage (score of 4) foy utilizing equation 3, and the result is the nalized

“Academic Qualification” and “Potential

0.076923077
0.307692308
0.076923077
0.307692308

0.076923077

0 0.153846154 0.230769231 0.153846154
0 0.307692308 0.230769231

0.307692308 0.153846154 0
0.153846154 0.307692308 0.230769231 0

and Futurematrix D displayed below:

0.30769p308
0.076928077
0.30769P308
0.153845154

0 0.153846154

The expert’s response is used to get the normalisedluence generated by the expert's response. mhisix

initial direct-relation matrix, and equation 4 ised to
determine the total relation matrix, which refershe total
[0.841906236
0.736819991
1.098474126
0.719570986
1.184144184

0.829006339
0.561897391
0.783200649
0.806774289
0.922534277

1.169003391
1.016828837

0.9910143
0.915251364
1.339960195

is valuable for decision-making processes.

0.915538847 310565
0.8112781958484223
0.922055138 11P&b
0.62581453615208'13
1.0654135341132045

By computing the sums of the rows and columnsef tican be determined if the vectarandc represent the sum

matrix that generates the total relation matrigpatnown
as the rows matrix vectors and columns matrix wsobd
the total relation matrix, one can establish thesea and
effects based on the study. The solution of eqoat®
yields these outcomes. In other words, "cause™effielct"

of the rows and the sum of the columns of the entir

relation matrix. This enables the identification"cuse™
and "effect." As a result, the result of the comapioh is
displayed in the matrix Table 1.

Table 1 Direct influenced of the criteria amongrttselves

Criteria ri Ci ri+Gi i-Ci identity
AQ 4.88651039 4.58091552 9.46742591 0.3055948 | cause
SC 3.91136665 3.90341294 7.81477959 0.00795370 | cause
ET 4.94745687 5.43205808 10.3795149 | -0.48460120 | effect
CF 3.8826183 4.34010025 8.22271856 -0.4574819 | effect
PF 5.5235736 4.89503906 10.4186127 0.62853457 | cause
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Criteria such as "Academic Qualification", "Skidad

instance, Experience, Track Records, and Cultutare

Competencies”, and "Potential and Future Developmercategorized as effects, implying that they arauiriiced by
are recognized as determinants that significanflyénce other factors such as Academic Qualification andlsSk
the assessment of candidates in several aspeasHRh and Competencies.
department may prioritize cause criteria when eataig

The next essential step is constructing an intenact

recruits or creating training and development potg. diagram, this is established by a threshold vadb&ined
These factors are essential for success in emplatymérom the full relation matrix using Equation 7. Asesult,

within the

logistics business and therefore attrathe threshold value is estimated to be 0.926061TBE

significant consideration during the selection psx value signifies that any value in the total relatimatrix
that above the threshold has an impact on thaoesdtips
by other criteria. Secondary factors are influenbgdhe diagram, whereas any value in the total relatiotrimmthat
major drivers that have been recognized as theesauss below the threshold value does not impact the
Within the HR department of logistics firms in Saudrelationships diagram. Consequently, the valuet dha
Arabia, the term “effect" criteria refers to traity being scrutinised have been emphasised in bolderike
matrix provided in Table 2.

Criteria categorized as "effect" are those thaimpacted

qualifications that are the result of other eleraeifor

Table 2 The values that determine the relationsinyact

AQ SC ET CF PF
AQ | 0.84190r | 0.829001 | 1.169003| 0.91553' | 1.131056
SC| 0.7368.] 0.56189 | 1.016829| 0.81127: | 0.78454.
ET | 1.098474| 0.78320:. | 0.991014| 0.92205! | 1.152713
CF | 0.71957. | 0.80677. | 0.91525. | 0.62581' | 0.81520
PF | 1.184144] 0.92253. | 1.33996] 1.065414 1.011521

Table 2 displays the values that define the impéct underscores the need of taking into account several
relationships between various criteria. The valaes elements when assessing applicants or making HiReckl
utilised to depict arrows in a diagram (See Diagrap choices (Figure 4).

Figure 4) in order to graphically illustrate thenoections
between the criteria. AQ has a direct influenceEdnas
well as PF. This implies that when evaluating AGRM
should also take into account ET as well as PF. 8mawvs

are depicted in the diagraph, originating from A@da
pointing towards ET and PF, respectively. SC solel
influence ET. When assessing SC, it is important {
thoroughly examine ET. A directional arrow is depi;
originating from the source node SC and pointirngaials

the target node ET in the diagraph. ET have a dire
influence on both AQ and PF. ET significantly ighce
both AQ and PF. The diagraph includes two arrow.
originating from ET and pointing towards AQ and PF,
respectively. Additionally, there is a looping amrahat . i ) L
represents the impact of ET on itself. CF appeatsave 6  Discussion and implication of the study

no influence on any other criteria. Consequentigre are The study utilises the DEMATEL technique to examine
no arrows originating from CF in the diagraph. the crucial factors that impact the efficiency ofpetitive

PF is the sole determinant that influences all othéntelligence in the Human Resources Department of
criteria, with the exception of SC. This indicateat PF logistics companies in Saudi Arabia. By employihgst
has a pivotal role in exerting influence on othgteda. Method, the study seeks to reveal the cause-aadteff
The diagraph illustrates the influence of PF oneghr connections among various criteria. Within logistic
criteria; ET, CF, and PF itself. This is shown lbyee companies, the assessment of Saudi Arabia logistic
arrows drawn from PF to each of these criteria. THeOmMpanies job-seeking candidates is significantly
diagraph interconnects mutual influence of thealaés in  influenced by parameters such as Academic Quatlifica
the decision-making process of HRM in logisticsSkills and Competencies, and Potential and Future
organisations in Saudi Arabia. This research setves Development, according to the study. These paramate
illuminate the correlations between criteria an@onsidered significant factors and are given higbrity in

Figure 4 The interrelationship diagraph
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the evaluation process, highlighting their crugisle in  Through a deep understanding of the cause-andteffec

candidate selection and HR decision-making. connections between various factors, HR profestsarzm
Through a thorough examination of the connectiongreate customised recruitment and HR management

between various factors, this study uncovers thic@tie strategies that meet the specific needs of thenagton.

web of cause and effect relationships. Identifypnighary  This, in turn, leads to improved performance and

drivers that influence other criteria includes éastsuch as competitiveness within the logistics industry.

academic qualifications and skills and competencies

However, the outcomes of effect criteria, such a3 Conclusion

Experience and Track Records and Cultural Fit, are yitimately, this study employs the DEMATEL
influenced by the cause criteria. Having a cleagchnique to examine the crucial criteria that iotpthe
understanding of these relationships is essentiaider to  Talent pool of HR of logistics companies in Saudaia.
develop recruitment strategies and training prognes) By thoroughly examining the criteria, this studyyides
that are specifically tailored to meet the orgaifi@es yajuable insights into the connections between ethes
needs. The study underscores the importance ohtate criteria and their impact on HR decision-makinggersses.
and Future Development in candidate assessmefhe study's findings emphasise the crucial sigamifie of
highlighting its significant impact on other crierlt is  specific factors, including Academic QualificatioBkills
crucial to take into account a candidate's poteriti  and Competencies, and Potential and Future Developm
growth and development when making HR decisions ighen evaluating job applicants in the logisticsuisty.
logistics companies. The study's findings providkiable These criteria are crucial factors that are caleful
insights for HR management in logistics compani®s iconsidered during the evaluation process, higtitight
Saudi Arabia. Through a deep understanding of thfeir significant role in candidate selection an®R H
connections between various factors, HR profes8@@m management. In addition, the study explores the
create evaluation methods that are more comprefensie|ationships between different criteria, sheddight on
and impactful when it comes to selecting, trainiagd poth the causes and effects and offering a holistic
developing candidates. By focusing on key factdte | ynderstanding of their interconnections. Having ez
Academic Qualification and Skills and Competency®s|  understanding of these relationships is cruciadrier to
can easily identify top talent. Additionally, codsfing develop recruitment strategies, training programnaes
factors like Experience and Cultural Fit can gseatlHR management practices that are customised totmeet
contribute to building a strong and high-performingnique needs of logistics companies in Saudi Arabfie
workforce. o ~study's findings have practical implications for HR
This study makes a valuable contribution by utiisi professionals, providing valuable insights to imygro
the DEMATEL technique to analyse the intricatecandidate selection, training, and developmentgzses.
relationships between various criteria. This appnazfers By focusing on cause criteria and effectively addirg
a well-organized framework for comprehending causesffect criteria, HR departments can enhance their
and-effect relationships and their impact on HRislen-  recruitment efforts and cultivate a unified and haig
making processes. Utilising quantitative data asialgnd performing workforce. The study makes a valuable
visualisation ~techniques can greatly improve thgontribution by utilising the DEMATEL technique to

understandability of the results and support wefimed  analyse intricate relationships between criteria an
decision-making. Although the study has made vadéuabsystematic manner.

contributions, it does have some limitations. Earaple,
the sample size of 19 HR experts may not provide References
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