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Abstract: The growing shortage of qualified warehouse marsageer the last decade has adversely affectedbitiiy a
of manufacturing and trading organizations to campe logistics. Nevertheless, recruitment prasticemain
insufficiently studied across enterprises of défarsizes and countries. This article aims taliik gap by identifying
the basic internal and external techniques foaetitrg candidates for management positions in grelouses of small,
medium and large Bulgarian manufacturing and tiqdirganizations. The data were collected usingjtiestionnaire
survey method. To identify differences in interaal external recruitment practices across entepdtdifferent sizes,
the Kruskal-Wallis non-parametric test was applad] the extent of these distinctions was furtheduated using
descriptive statistics, particularly average scomé®e results indicate that manufacturing and trgdirganizations
surveyed implement basic internal and externaluignent practices to attract candidates for warshouanagement
positions, with statistically significant differege in their application across enterprises of difie sizes. The findings
reveal distinctions in the extent to which intermatruitment practices are implemented by orgaioizatsurveyed
regarding the use of intranet sites and e-maitgmenendations from employees, and databases pdobideoluntary
job applicants. The study also identified differesidn the application of external recruitment teghes related to
practices such as open lectures at universitiesuske of social and professional profiles, the ipatibn of adverts in
online job platforms, and the organization’s wehsithe research findings contribute to a deepeenstahding of
recruitment practices in logistics and have pratiimplications for both scholars and industry pesionals.

1 Introduction practices are vital to achieving good organizationa
In the context of an increasingly persistent shysrtaf Performance. _ .
workforce needed to manage logistics activities gl The topic of this article needs to be thoroughly

systemic difficulties in recruiting highly qualifie researched. Although, in general, human resouemesve

professionals in logistics [2], the practices fecmuiting Significant scientific attention, previous researcim
candidates for management positions in warehoysark s Various aspects of their management in logisticstieen
increased interest among po“cymakers and |0g|st|(%,llte insufficient. An anaIySIS of the availabledies in
managers. This interest is triggered by three memsons. this area before 2014 shows that 87% of them anesta
First, better knowledge of recruiting candidates wittPn the acquisition of logistical competencies [hile
managerial competencies in warehouses contributes nore recent studies look at the requirements fecifip
improving labor market policies and supports théob positions as planners and supply chain analysts
achievement of UN Sustainable Development Goal 8 iptline the role of managers’ personal preferericese
Creating the conditions for stable economic grovfm"' recruitment of workers with a broad or basic Corﬂpee
emp|0yment and decent WorkSecond warehouse prOflle in the field [5] AS a reSUlt,.little is lowvn about the
managers make decisions about the allocation atecateéchniques of attracting candidates for management
resources and make a vital contribution both toramimg ~ Positions in warehouses and the specifics of theiitenent
customer service and to maintaining and expandieg tProcess. Therefore, there is a need for a quawéitat
organization's competitive advantages. While thetalge  description of the most significant recruitmenthieiques
of workers for non-management positions can becovee and their differences among different job levels {hich
by importing labor from abroad, this approach ig¢ ncstem from the specific requirements of the logatakills
applicable for management positions, as it requird¥eded to occupy positions at different organireatio
profound know|edge of the local |anguage and Ilﬂm“ levels. In addition, it is also necessary to paymion to
skills for working with legal documents, being goati Management positions, as their shortages are soeeet
supporting arguments, upholding opinions, etc. Thia comparable to those of non-management positiomsiran
reason why the competition for candidates with rgarial Some countries such as Vietnam are even highe84td
competencies is extremely intensghird, warehouse Of those participating in industry studies repedruitment
managers contribute to attracting and developilegtand difficulties in this segment [6]. The relationsttptween
managing changes in customer service strategypplhgu the recruitment practices applied and the size hef t
chains [3], which is why the management recruitmerfganizations represents another area that neede to
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further explored. Current scientific evidence shdivat initial basis is provided both to continue reseairclthis
there is an imbalance in the structure in the sbbapplied field in the future and to support the efforts ofigymakers
recruitment procedures in logistics between large aand logistics managers to improve recruitment pesifor
medium-sized enterprises compared to small ones [€andidates with managerial competencies in logistitd,
which is driven by differences in the availabiligf in particular, in warehousing activities.
resources to implement recruitment practices. hitiah, The findings in this article provide valuable
a previous study has found that attracting canegaith interdisciplinary knowledge for a more compreheasiv
the right expertise to small and medium-sized @nitggs understanding of the applied practices for theuitnent
is highly relevant for improving business performafi8]. of candidates for management positions in waretsoake
The topic discussing the practices used to recruntanufacturing and trading organizations. This new
candidates for management positions in warehousesknowledge is useful not only in the Bulgarian catitbut
extremely relevant not only for the scientific coommity, also for other countries where no research has been
but also for policymakers and logistics managers iconducted on the topic.
Bulgaria. In the last few years, an increase initiceme The rest of the article is structured as followsct®n
and consumption of business organizations and hold®e 2 presents the theoretical framework for conductimey
has been registered in the country, which createsspre study. Methods of data collection and analysis are
to improve customer service in the manufacturing ardiscussed in section 3. Section 4 is dedicatedesepting
trading sectors. This determines the tendencynfoeased and discussing the results of the conducted questice
construction of new warehouses and increased defoandsurvey among managers and senior management of
managerial skills for warehouse processes. Herwe, wifferent-sized Bulgarian manufacturing and trading
sample of manufacturing and trading organizatioss brganizations regarding the practices used to itecru
suitable for conducting this study. In addition, Mddank workforce with managerial competencies for warelsus
data show [9] that in the last few years unemplayinie The conclusions of the study and some suggestions f
the country has been below the natural rate, oi@édbor further studies to be conducted in the future aesgnted
shortage. In this context, the fight to attractdidates for in section 5.
management positions in warehouses is exacerbatbd a
the need to seek solutions to improve existinguigtoent 2  Theoretical framework

practices is on the agenda. Therefore, choosingdsial as Recruitment is a fundamental activity in any
the place to conduct this survey is appropriaterwl is  grganization that aims to ensure the employment of
the right time to do so. candidates with the most suitable personal anepsidnal

The purpose of this article is to identify basicyualities to hold the positions with non-managetat
recruitment practices applied for warehouse mar@germanagerial functions. Employees at four job titfeels are
positions through internal and external channels ifisually involved in the execution of warehousing
different size Bulgarian manufacturing and tradingperations. These levels are operative; senioratiger
organizations. This will be achieved by seekingnzms to Supervisor or first line manager, and manager [\]ﬂ]}s in
the following research questions. the last two levels require managerial competeneiesed

1. What are the applicable basic practices fokp planning, organizing, implementation and control
recruiting candidates with competencies to managghich narrows the range of potential candidatesraakies
warehouse processes in logistics? the recruitment process a challenging task. Warstou

2. Are there Statistica”y Signiﬁcaﬂt differencesthe Supervisors and managers are responsib|e for a'hgca
practices applied for the recruitment of candidaveih  scarce resources and achieving satisfactory refsoiftsthe
managerial competencies in the warehouses of diter jmplementation of warehousing activities, consigtin
size Bulgarian manufacturing and trading organiea8?  providing a high level of customer service, engyrihe

3. To what extent are there individual different®s safety of the working environment and operationsievh
attracting candidates for positions with manageriakespecting budgetary constraints.

competencies through internal and external chaninettse The employment of workers with managerial

surveyed small, medium and large enterprises? competencies in the organizations’ warehousesiswaed

by tapping various sources of workforce. When dapiely

This Study contributes to the eXpanSion of eXiStin%(_:ruitment po“cies in this area, |Ogistics andmban

knowledge regarding the applied recruitment prastiti  resources managers use the capacity of a vari@tyeofal
three waysFirstly, it is for the first time that the specifics and external channels [8,11-16], which contribute t

of the internal and external channels for seekargimates attracting the most suitable candidates. In theuient

for management pOSitionS in the warehouses of dke f process, practices from both groups of sourcestienm

growing sectors of manufacturing and trading indawia  ysed, thus combining their advantages and disaalgast
have been assessed, for which so far there isfitieaf  This increases the likelihood of attracting the htig

knowledge. Secondly differences in the degree ofcandidate [14].
implementation ~ of  recruitment  practices  across The implementation of internal channels for hiring
organlzatlons of different sizes are outllné'dhlrdly, an emp|0yees with manageria| Competencies in warelsdgse
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justified in situations where some of the employeeslentifying suitable candidates by creating corstattopen

demonstrate high loyalty to the organization andeha
high potential for development, as well as in cagesre a
new manager has to be appointed urgently. In tbases,

lectures held at universities [1,11-14,17,20] cotstan
secondary schools through dual training prograr@isi{]
contacts with students during the development thiesis

the use of internal sources in the recruitmentgsssaves [1]. The second group involves the publication of
time and money, as the employer knows the potentiativertisements through various traditional andrrétive

candidates, and they are familiar with the orgaizal
culture and work procedures, which contributeshmirt
rapid adaptation to the new responsibilities. Atiray
candidates with managerial competencies in waresiss
carried out through various internal practices. @sib
technique for advertising vacancies that allowsriml
candidates to grow to management positions is ecthes
potential of communication
organization's intranet site and e-mails [13-17pdst job
ads. Another common practice is based on explottieg
possibilities of the workers’ informal network odritacts,
such as the interaction in ‘old schoolboy’ commiesit
Survey results show that when recruiting candidé&tes

communication channels. It includes practices f@uging
that the job advertisements reach the maximum nuofbe
suitable potential candidates through: the profiteshe
social and professional networks of the organimatio
[1,8,17,20-23] adverts in online job platforms
[1,11,12,14,16,17,20], job advertisements at jobtes
[14,16,17], recruitment agencies [12-14,16,17] ahd

resources such as tharganization’'s website [12-17].

3 Research methodology and methods

The answers to the posed research questions are

obtained through the application of a methodology
specially developed for conducting the presentystlids

management positions, especially in small entepris implemented in four stages and involves the useeéral
senior management tends to prefer those with soci@search methods for data collection and analysis.

relationships established during training in thenea

educational institutions [18], and the recomme ofesti

During the first stagethe theoretical framework of the
research is constructed. To this end, a literawriw has

from friends and acquaintances are among the masden carried out to identify those internal andemndl

common recruitment practices in small and mediureeki
enterprises [13]. In addition, a survey on theafg®rsonal
contacts in Bulgaria found that 30% of respondesed
such contacts in the last year, for finding a jobluded
[19]. Therefore, the recommendations received tjndbe

personal contacts of workers [12,13,15] are interggo

research in this study. Other practices of gregbmance
for attracting candidates for management positiares

channels recruitment practices that are most ratefea
attracting candidates with managerial competenties
warehouses. The study of literary sources and meséa
the field were carried out by conducting conterdlgsis.
On the basis of the theoretical study, a totahiofden basic
practices have been identified, five through irgérn
channels and eight through external channels racatt
people for management positions, which are predente

related to obtaining direct recommendations from carigure 1.
workers [13-15,17,20], checklng internal databases During the second Stage[he survey questionnaire

containing the results of regular job performarmeraisals
[14,20], as well as databases provided by volunjaloy
applicants [13,14].

The use of external channels to attract candidaitbs

validation is carried out and the necessary englidata
are collected.

The identified practices were assessed for relevanc
and clarity of formulation. For this purpose, a tesysion

managerial competencies is appropriate in casesewhgf the questionnaire was developed. It was valitiatean
there is urgent need to acquire specific know-hoaview  evaluation group consisting of seven warehouse gersa
ideas for the reorganization of work processes angth up to 5 years of experience in the field ank o

innovative renovation of the warehouse, as welhaall

consultant who has more than 5 years of experiwiiite

cases where expansion of the potential base ofn@lte the organization and the management of warehouse

candidates in the recruitment is needed. In thasati®ns,

processes. The results of the validation show that

resorting to external sources of workforce allow® t techniques developed in the theoretical framewank f
recruitment of established professionals with theessary attracting candidates for management positions in
experience, professional connections and an obgectiwarehouses through internal and external chanmels a
perception of the organization and management ef thyften applied in the activity of logistics managersl are

warehouse activity, which strengthens the expedigbe
team, limits the costs of training of employees arghtes

formulated in an understandable way and are therefo
suitable for the purposes of the study.

conditions for more intensive exchange of ideas and The study of recruitment practices was carriedbyut
improves workers’ motivation. Various practices argsking the following questioffo what extent do you use

applied to attract candidates for managerial rakes

these internal and external channels to attractdidates

warehouses, some of the most important among tle@m Gyith managerial competencies to the wareh8us&he

be classified into two groups. The first involvateraction

answers are recorded on a five-point numericalesdal

with educational institutions and learners, whicbvides  which the two extremes of the spectrum are: 1 -anatl

opportunities for early identification of candidsitevith
potential for career excellence. It includes pragi for

and 5 —to a very high degree.
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Basic recruitment practicesfor war ehouse managerial

positions
Internal channels Exter nal channels
Clntranet of the organization and e-mails [CO”F"?‘CtS made at open lectures % at
Employees’ personal contacts universities
[ ] . .
pioy ) e Contacts made in class in secondary schopls
e Recommendations from employees through dual training programs
o Databases built up from regular jdb | o Contacts with students during the developmdnt
performance assessment of a thesis
o Databases provided by voluntary [gb | o profiles in the social and professional networks
@pllcants of the organization
e Advertisements in specialized job platforms
e Job advertisements at job centers

e Recruitment agencies
whe website of the organization /
Figure 1 Conceptual framework of the basic recreitnpractices for warehouse managerial positiomsugh internal and external

channels in the studied organizations
Source: author's systematization

The data were collected using the ‘questionnaireesu  Kolmogorov-Smirnov and Shapiro-Wilk were carried.ou
method’, which was conducted electronically via th&he results show that the variables used are motalty
LimeSurvey platform, between April and May 2020 irdistributed. Therefore, the testing of hypothedesutithe
Bulgaria. The sample includes manufacturing andinta ~ existence of statistically significant differencés the
organizations with warehouses needed for perfortiiely extent to which basic recruitment practices foretause
activities. The survey questionnaire includes aegan managerial positions are applied in Bulgarian
questions section filled in by 134 enterprises and manufacturing and trading organizations of différgnes
dedicated human resources section, which registereds carried out using nonparametric test. Withhisie of
responses from 91 organizations concerning théetnir the KruskatWallis test, such differences were found in the
surveyed managerial competencies-related recruitmarse of some techniques to attract candidates for
practices. The specialized section is filled inyobly management positions in small, medium and large
respondents who have excellent knowledge of humamterprises, which are analyzed in more detafiérgtticle.
resources management practices and is accesse€lliéa During the fourth stage some differences in the
question. The ex-post evaluation of the qualityhef data application of statistically significant techniquefsr
collected found that 11 respondents did not registattracting candidates with managerial competencies
responses on all practices surveyed, as the gonestiere through internal and external channels of diffei@ned
defined as optional. In order to achieve a bettanterprises were identified.
homogeneity of the sample, incomplete records baen The collected empirical data are processed usiBSSP
eliminated and 80 records with complete answerslbn ver. 20 and MS Excel.
thirteen practices studied have been subjectedirtbefr

study. 4 Resultsand discussion

During the third stagedata processing was carried outq 1  General characteristic of the studied
The toolkit for statistical testing of hypotheseada organizations

descriptive statistics was used for this purpose. The structure of the surveyed enterprises by tyge a

In order to justify a suitable method for testing.. orouped under the criterion number of emmen
hypotheses, a check for normality of the distribwtof plrzes’e?ltegpin FiLéure 2 erl . meyie

variables was performed. For this purpose, thes tekt
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Small (up to 49 employes)=EE58% — 27 50% 45,00%
Medium-size (from 50 t0 249——0—r-——
employees) —13#5% 16,25% 30,00%
Large (over 250 employees)=EE25%- — 13 75% 25,00%
Total =4250%  57,50% 100,00%
0% 20% 40% 60% 80% 100%

= Manufacturing =Trading = Total

Figure 2 Distribution of the surveyed organizatidnstype and size according to the number of erspoy
Source: author's calculations

The structure of the enterprises by type showsttteat in the present study will contribute to a bettestidiction of
share of manufacturing enterprises is 42.50% amd tthe specifics of the recruitment techniques applethe
trading ones make up 57.50% of the surveyed pdpuolat manufacturing and trading sectors. This will imprdhe
The share of the small ones is predominant in énepte,  scientific basis for conducting subsequent studies.
followed by that of medium and large organizations.

The share of enterprises of different sizes sueyel.2 General assessment of the basic recruitment
differs from that in the national economy. Accoglito practices for warehouse managerial
data from the National Statistical Institute of gauia, the positions through internal and external
share of small organizations by the number of eygge channelsin the surveyed organizations
in the country's manufacturing and trading sea®ws/er This section presents the results of applied Sitz#ls

90%. The anaIysi; of the data_from Figure 2 ineisghat tools, which are the basis for the analyses aresassents
the current study involved a higher proportion @fdium 4 ted

and large enterprises compared to those in themali 516 1 shows relationships between basic receuitm

economy. These enterprises have more Tresources 9 ices for warehouse managerial positions agpplie
|mp|_ement a broader range of recruitment practice rough internal and external channels and orgtaira
particularly for warehouse management positiong;

; . o Bize.
Expanding the number of medium and large orgarirati 2

Table 1 Results of the Krusk#Vallis test for the relationships between basicu@ément practices for warehouse managerial
positions applied through internal and external ohals and organization size

Basic recruitment practices for warehouse managerial positions through Asymptotic significance

internal and external channels values (2-sided test)
Internal channels

1. Intranet site of the organization ar-mails 0.0040 »**
2. Employees' personal cont: 0.061(
3. Recommendations by employ:t 0.0470"
4. Databases built up from regular job performaagsessme 0.304(
5. Databases provided by voluntary job applic 0.0310°"
External channels

1. Contacts made at open lectures held at uniies 0.0290 "
2. Contacts made in class in secondary schoolaghrdual training prograr 0.086(
3. Contacts with students during the developmeattbEsi 0.161(
4. Profiles in the social and professional netwarkihe organizatiol 0.0030 » **
5. Advertisements on specialized job platfoi 0.0180"
6. Job advertisements at job cen 0.670(
7. Recruitment agenci 0.966(
8. The website of the organizati 0.0040 »**

Significance levels: * p < 0.05, ** p < 0.01
Source: author’s calculation
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The data analysis reveals several statistically The average scores of the internal practices for
significant differences between the basic recruitme recruitment of candidates for management positiotise
practices used for warehouse managerial posittonsgh organizations that participated in the survey Bustrated
internal and external channels and the size ofegyedd in Figure 3.
enterprises.

Intranet site of the organisation and e-mails *, ¥ ey 3,25
Employees' personal contactss SRS 4,04
Recommendations by employeesz:E s 4,01
Databases built u;)sfsrgsrg r:]eegan[Iar job performang&\ ¥ 2,90
Databases provided by voluntary job applicant§&E ey 3,24
1 2 3 4 5

Figure 3 Basic recruitment practices for warehoonsgnagerial positions through internal channelshe surveyed organizations
(average scores: 1 — not used; 5 — actively ussi)nificance levels: p < 0.05, ** p < 0.01
Source: author's calculations

The analysis of the data shows that the degreditth  different sizes. They are observed in terms ofidgree of
personal contacts and recommendations from woekers implementation of practices such as the organiaatio
used in attracting candidates is high. Next, withderate intranet site and e-mails, recommendations fromkeisr
degree of application, come the organization'simdt site  and databases provided by voluntary job applicants.
and e-mails, databases built up from regular job The average scores of external recruitment pesfar
performance assessment and those provided by aojuntmanagement positions in the surveyed enterprises ar
job applicants. presented in Figure 4.

There are statistically significant differenceghe use
of internal sources to attract applicants to emiseg of

Contacts made at open lectures held at universitieS¥imy 1,79

Contacts made in class in secondary schools thro,
dual training programs m 1.84

Contacts with students during the development
i dur O 191

Profiles in the social and professional networks of

the organization * ** S 2,70
Advertisements on specialized job platformsiEs: S 381
Job advertisements at job centerSs = 3,06
Recruitment agenciess = 2,71
The website of the organization ***& = 3,08
1 2 3 4 5

Figure 4 Basic recruitment practices for warehoosgnagerial positions through external channelshim $urveyed organizations
(average scores: 1 — not used; 5 — actively ussi)nificance levels: p < 0.05, ** p < 0.01
Source: author's calculations

The analysis of the data shows that the use ofreia  schools and providing opportunities for the deveiept
for attracting applicants through contacts withvensities, of thesis papers is relatively low — the averageestend
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tobe 2. The use of the organization’s social amdarehouses underscores its vital role in attracting
professional networking profiles and agency sesvices warehouse managers.
been relatively satisfactory, and the practiceezfching A recent study further supports this insight,
out to potential candidates for management postiomiemonstrating that recommendations remain the pyima
through job postings and websites has been moderatescruitment channel, preferred even over digigbathms
implemented. There is a relatively high level objoin the digital age [25]. Moreover, employee
vacancies advertised through online job platforms. recommendations are used not only for management
There are statistically significant differences the  positions but also for non-management roles. Suioyor
extent to which some external sources are appiatttact this argument, research from small and medium-sized
applicants to enterprises of different sizes. Theg manufacturing organizations in Lagos, Nigeria, ¢adies
monitored in terms of implementing contact pradicethat employee recommendations are commonly used to
through open lectures at universities, the useoiitand recruit workers for factory operations [26].
professional network profiles, the publication afsaon The current research also confirmed the traditional
specialized job platforms and the organization'dsiee.  view [27] that co-worker recommendations are effedn
recruiting candidates with managerial competenciés
4.3 Assessment of the statistically significant findings provide additional scientific evidence tthhis
differences in basic recruitment practicesfor ~ channel is widely used when recruiting warehouse
warehouse managerial positions through Managers in small and large manufacturing and rigadi
internal and external channds in the ©rganizations. This contnbutes to a deeper ur@emng
surveyed organizations of different sizes of employee recommendations-based recruitment, for

The statistically significant differences in re¢nuént which a previous study found a research gap in the

ractices for warehouse management positions throuliterature [28].
P 9 P g The intranet site and e-mails, as well as the daeb

internal and external channels in the surveyed Ismal

medium and large enterprises are presented ind=gur \év)'(ttg r{'?bsslgl?lhgﬁgt;e?jriin?i?fergllc)J/r uz:rfigatt(i)or?sml tﬂrl Bé
A previous study found distinctions of applied i 9 ¥

recruitment procedures in logistics across entsepriof practices moderately, with an average score ofrardl

X . . e o . Large enterprises with more resources to maintaah s
different sizes without examining specific practiée this . ;
. . X channels used them to a high extent, with an aeesegre
field [7]. The present research provides valuabfghts o )
. o of around and above 4. The findings from this redea
that fill some existing research gaps. The resdt®al

both the basic recruitment practices and theiriegibn in align W.'th.eaf"ef stuc_hes In Fhe U.S. third-parftyms
- ; o .. sector, indicating that internal job postings stategough
recruiting candidates for management positionsh@ t

. . intranet sites and e-mails are some of the moshuamy
warehouses of small, medium and large organizatitimes . : o )
e ' . ufilized practices for attracting internal candea{l17].
findings of a previous research claim that adapt

recruitment procedures in small and medium entszpri oreover, the present study resits reveal thas thi

. . inference remains valid when recruiting candidéftas
improve the recruitment process and reduce employé}st " : 9 .
Mmanagement positions in warehouses of manufacturing

turnover  [24].  The present study broadens thgnd trading organizations, even a quarter of aucgtfter
interdisciplinary understanding of candidate reaoneint gorg ’ d ¥

. . the Gibson and Cook research. The inference alsiug u
for warehouse management roles and provides irssight . : ;
. > o databases provided by voluntary job applicants agba
small, medium and large organizations. In additibris

conducted for manufacturing and trading enterprises directly interpreted in the context of the conairsi of

. - L . previous studies, as those studies are limiteduimbrer.
s#pg_lylghams, providing new and specific knowledtge The findings of this research, however, show tlmg t
this field. ' !

The analysis of the data reveals that, in genéhal, fundamental recruitment channel is applicable when

surveyed enterprises make high use of recommemv:%atioattr"jICtlng candidates with managerial competenaies

. . warehouses of manufacturing and trading enterpriges
from workers as an internal channel to attract hatds . : o . .
for management positions. This is particularly ewidin different sizes. In addition, this aspect requifegher
9 pOSItons. IS P y studies to understand the motivations of orgaronatito
small and large organizations, with average scabewe X : " X
. : : ; : apply this practice when recruiting candidates for
4. Medium-sized enterprises apply this practiceato

. ; . management positions in logistics.
relatively high extent, with an average score 673. Job vacancies advertised in online portals arergéiye
These findings align with earlier research condiiate P gem

e U. . uhch et co-worer recommencasias U566, 1O Tequenty and epresert e, mos
one of the most significant internal recruitmenachels 9 9

L . management positions. They are applied to a maslerat
for !O.g'St'CS managers .[17]' The present stu(_jy foles degree by small enterprises and to a high degree by
additional empirical evidence that this practicealso

revalent amona manufacturing and trading orqaioizst medium and large organizations, with average scores
P . gr ga g orgao above 4. Given the finding of insufficient reseamhthe
in Bulgaria. Its widespread use in enterprises atpey

impact of online job platforms on attracting suléb
candidates [29], the present study offers valuaidights
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into using these platforms to recruit a workforcéhw
management competencies in warehouses of different-
sized manufacturing and trading enterprises.

Organisation's intranet site and e-mails *, *

SUNNNNNNNNNNNNNNNNNNNNNNNY 4,08

3.67
NI el
4,01

Recommendations from employees

internal channels

M 2,89
Databases provided by voluntary job applicant 1 3.21

M 3,90

3,24

1.44
Contacts made at open lectures held at universiti&i 1,7

(T 2,50
1,79

Profiles in the social and professional net\/\/orkswz.2

2.58

1 1 * k%
the organization *, 3,70

external channels

R N 1

Advertisements on online job platforms 4,13

The website of the organization *,

LLLETLITERERECELFErRITErynCn
l-l -------------- l -l 3’08

= Small enterprise (up to 49 employees)
2 Medium-size enterprise (from 50 to 249 employees)
mLarge enterprise (over 250 employees)

® Total average score
Figure 5 Statistically significant differences iadic recruitment practices for warehouse managgr@sitions through
internal and external channels in the surveyed oizgtions (average scores: 1 —not used; 5 — fretiyeised).

Significance levels: p < 0.05, ** p < 0.01
Source: author's calculations

Posting advertisements on corporate websites liggh degree of application in large, moderate irdioma
generally used to a moderate extent. This charalah and relatively satisfactory in small-sized entespsi
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A previous study conducted in the U.S. indicatex third- Recruitment of candidates with managerial
party providers use websites as an external chaonel competencies in the surveyed organizations s
recruiting managers [17]. The present researchltsesumplemented to a relatively low extent through ratking
confirm that this conclusion is also valid whenrgiting a  at open lectures in universities. Large enterpitise® the
workforce with management competencies in theecessary resources for comprehensive talent search
warehouses of manufacturing and trading organizatid policies, which allow them to apply this channdhteely
recent study identified the need to compare jobmeék moderately. A comparatively low implementation bist
perceptions via LinkedIn ads and corporate webf@fk practice in medium-sized organizations is observath
The present study enables a comparison of these tao average score of 1.71, while small-sized erisapr
channels from the perspective of organizationsuiteg  virtually do not use it. These findings from theegent
workforce with managerial competencies, where there research confirm the World Bank sector survey figdi
also a lack of scientific knowledge. The findingslicate that open lectures at universities are used ascemnal
that when recruiting candidates for managerialtms in channel to attract a workforce with management
their warehouses, the surveyed enterprises use agmpcompetencies [1] in large and medium-sized entsgpri
profiles in social and professional networks telatively
moderate extent and company websites to a moder&e Conclusions
extent. The results of this study present new knowledgthen
Profiles in social and prOfeSSionaI networks aredus app“ed po“cies for recruitment of candidates for
relatively frequently in large enterprises, comfigedy management positions in the warehouses of smatliume
moderately in medium-sized and rarely in smalhnd large Bulgarian manufacturing and trading
organizations. These findings provide valuableghts organizations. The methodology developed for theqse
into using social and professional networks to uicr of the study made it possible to answer the rekearc
candidates for management positions in several .wayfestions posed, and the conclusions are summarized
First, they complement the conclusions from ani@arl several groups.
study regarding the use of this channel by showfiag it First, the applicable basic practices for the recruitment
is applicable both to acquire talent for global@yghain  of candidates with competencies to manage warehouse
managers [21] and for a workforce with managerigdrocesses were identified. The techniques used when
competencies in warehouses. Second, organizasiotisl  applying internal channels are: the organizatiamtsanet
and professional network profiles in recruiting @&e and e-mails; personal contacts of  workers;
emerging theme with significant research poterf84l.  recommendations from the team members; databases
The results of this study fill some of the scigntgaps in  of regular job performance assessments and database
this field and provide new insights into utilizirthis  of voluntary job applicants. The recruitment of dialates
channel to attract candidates with managemefr management positions through external chanisels
competencies in warehouses of manufacturing adthfa carried out through practices such as: networkingnd
enterprises. Third, improving recruitment policieeough  open lectures at universities; making contactgaosdary
social and professional networks necessitates @ndu schools through dual training programs; contactth wi
analyses across different countries. The recerdareS students during the development of thesis; profitethe
highlighted the need for more data to carry outparative social and professional networks of the organizatio
studies [32]. The current research findings enhahee advertisements in online job platforms; job adeertients
scientific basis for conducting direct comparisons at job centers; use of services of recruitment cigsrand
utilizing social and professional networks to récru puplication of adverts on the website of the orgation.
candidates with management competencies in differen Secondstatistically significant differences were found
countries. Fourth, a previous study shows thah the use of internal and external channels fe th
organizations can improve their recruitment proeessy recruitment of candidates in enterprises of difiergzes.
using profiles in social and professional netwotks These differences can be observed in terms of $heofi
promote employer branding and increase organizaltionhree internal practices — the organization’s imétaand e-
attractiveness [33] The results of this researditate that ma”s’ recommendations from workers and databakes o
this conclusion is valid when attracting candidatess those who have volunteered to work, as well as four
management positions in warehouses of large er#espr external ones — networking during open lectures at
that have the necessary resources to maintainadigiiniversities, the use of social and professionabokking
recruitment channels. Flfth, ConSidering the lidhite profileS, the pub“cation of advertisements on mmuob
knowledge of human resource practices and recroitine platforms and the organization’s website.
small and medium-sized organizations [34], the @es  Third, large enterprises apply the three statistically
study provided valuable insights for these entegsti The  significant internal practices to a high degreethey are
research results show that small and medium-siz tter equipped to allocate resources to theswitagi
organizations use social and professional netwmkl@s  |ntranet sites and e-mails, as well as databasethdse
to a limited extent when recruiting candidates Witm\/ho volunteer for the ]Ob are used moderate|y by|mn
managerial competencies in warehouses. and relatively satisfactorily by small organizason
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The application of direct recommendations

is vergystems in logistics — management practices anmdiste

frequently applied in enterprises of small size and@his work was financially supported by the Univgrof

relatively frequently in the medium-size ones.
The scores for the four statistically significarteznal
recruitment techniques were highest for

National and World Economy Research Programme.

largRefer ences

organizations, followed by medium and small sizg1] McKINNON, A., FLOETHMANN, C., HOBERG, K.,

enterprises. The classic technique for posting ads
specialized job platforms finds high use in larged a
medium organizations and moderate application iallsm
size ones. The use of social and professional miimgp
profiles and the organization's website to promjte
vacancies is higher for large and medium-sizedrprises
and more limited for small ones whose resourcesabla
for implementing employer branding policies are enor
limited. Contacts with students with the potenttal
develop managerial job positions made by conducpen
lectures in universities are relevant for the dediar
candidates to a relatively moderate extent onlyage
organizations that can invest part of the man hotitiseir
managerial staff in attracting new talent.
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