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Abstract: The growing shortage of qualified warehouse managers over the last decade has adversely affected the ability 
of manufacturing and trading organizations to compete in logistics. Nevertheless, recruitment practices remain 
insufficiently studied across enterprises of different sizes and countries. This article aims to fill this gap by identifying 
the basic internal and external techniques for attracting candidates for management positions in the warehouses of small, 
medium and large Bulgarian manufacturing and trading organizations. The data were collected using the questionnaire 
survey method. To identify differences in internal and external recruitment practices across enterprises of different sizes, 
the Kruskal–Wallis non-parametric test was applied, and the extent of these distinctions was further evaluated using 
descriptive statistics, particularly average scores. The results indicate that manufacturing and trading organizations 
surveyed implement basic internal and external recruitment practices to attract candidates for warehouse management 
positions, with statistically significant differences in their application across enterprises of different sizes. The findings 
reveal distinctions in the extent to which internal recruitment practices are implemented by organizations surveyed 
regarding the use of intranet sites and e-mails, recommendations from employees, and databases provided by voluntary 
job applicants. The study also identified differences in the application of external recruitment techniques related to 
practices such as open lectures at universities, the use of social and professional profiles, the publication of adverts in 
online job platforms, and the organization’s website. The research findings contribute to a deeper understanding of 
recruitment practices in logistics and have practical implications for both scholars and industry professionals. 
 
1 Introduction 

In the context of an increasingly persistent shortage of 
workforce needed to manage logistics activities [1] and 
systemic difficulties in recruiting highly qualified 
professionals in logistics [2], the practices for recruiting 
candidates for management positions in warehouses spark 
increased interest among policymakers and logistics 
managers. This interest is triggered by three main reasons. 
First, better knowledge of recruiting candidates with 
managerial competencies in warehouses contributes to 
improving labor market policies and supports the 
achievement of UN Sustainable Development Goal 8 by 
creating the conditions for stable economic growth, full 
employment and decent work. Second, warehouse 
managers make decisions about the allocation of scarce 
resources and make a vital contribution both to improving 
customer service and to maintaining and expanding the 
organization's competitive advantages. While the shortage 
of workers for non-management positions can be overcome 
by importing labor from abroad, this approach is not 
applicable for management positions, as it requires 
profound knowledge of the local language and linguistic 
skills for working with legal documents, being good at 
supporting arguments, upholding opinions, etc. This is a 
reason why the competition for candidates with managerial 
competencies is extremely intense. Third, warehouse 
managers contribute to attracting and developing talent and 
managing changes in customer service strategy in supply 
chains [3], which is why the management recruitment 

practices are vital to achieving good organizational 
performance.  

The topic of this article needs to be thoroughly 
researched. Although, in general, human resources receive 
significant scientific attention, previous research on 
various aspects of their management in logistics has been 
quite insufficient. An analysis of the available studies in 
this area before 2014 shows that 87% of them are focused 
on the acquisition of logistical competencies [4], while 
more recent studies look at the requirements for specific 
job positions as planners and supply chain analysts and 
outline the role of managers’ personal preferences in the 
recruitment of workers with a broad or basic competence 
profile in the field [5]. As a result, little is known about the 
techniques of attracting candidates for management 
positions in warehouses and the specifics of the recruitment 
process. Therefore, there is a need for a quantitative 
description of the most significant recruitment techniques 
and their differences among different job levels [2], which 
stem from the specific requirements of the logistical skills 
needed to occupy positions at different organizational 
levels. In addition, it is also necessary to pay attention to 
management positions, as their shortages are sometimes 
comparable to those of non-management positions, and in 
some countries such as Vietnam are even higher and 84% 
of those participating in industry studies report recruitment 
difficulties in this segment [6]. The relationship between 
the recruitment practices applied and the size of the 
organizations represents another area that needs to be 
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further explored. Current scientific evidence shows that 
there is an imbalance in the structure in the share of applied 
recruitment procedures in logistics between large and 
medium-sized enterprises compared to small ones [7], 
which is driven by differences in the availability of 
resources to implement recruitment practices. In addition, 
a previous study has found that attracting candidates with 
the right expertise to small and medium-sized enterprises 
is highly relevant for improving business performance [8]. 

The topic discussing the practices used to recruit 
candidates for management positions in warehouses is 
extremely relevant not only for the scientific community, 
but also for policymakers and logistics managers in 
Bulgaria. In the last few years, an increase in the income 
and consumption of business organizations and households 
has been registered in the country, which creates pressure 
to improve customer service in the manufacturing and 
trading sectors. This determines the tendency for increased 
construction of new warehouses and increased demand for 
managerial skills for warehouse processes. Hence, the 
sample of manufacturing and trading organizations is 
suitable for conducting this study. In addition, World Bank 
data show [9] that in the last few years unemployment in 
the country has been below the natural rate, creating labor 
shortage. In this context, the fight to attract candidates for 
management positions in warehouses is exacerbated and 
the need to seek solutions to improve existing recruitment 
practices is on the agenda. Therefore, choosing Bulgaria as 
the place to conduct this survey is appropriate and now is 
the right time to do so.  

The purpose of this article is to identify basic 
recruitment practices applied for warehouse managerial 
positions through internal and external channels in 
different size Bulgarian manufacturing and trading 
organizations. This will be achieved by seeking answers to 
the following research questions. 

1. What are the applicable basic practices for 
recruiting candidates with competencies to manage 
warehouse processes in logistics?  

2. Are there statistically significant differences in the 
practices applied for the recruitment of candidates with 
managerial competencies in the warehouses of different 
size Bulgarian manufacturing and trading organizations?  

3. To what extent are there individual differences in 
attracting candidates for positions with managerial 
competencies through internal and external channels in the 
surveyed small, medium and large enterprises? 

 
This study contributes to the expansion of existing 

knowledge regarding the applied recruitment practices in 
three ways. Firstly, it is for the first time that the specifics 
of the internal and external channels for seeking candidates 
for management positions in the warehouses of the fast-
growing sectors of manufacturing and trading in Bulgaria 
have been assessed, for which so far there is insufficient 
knowledge. Secondly, differences in the degree of 
implementation of recruitment practices across 
organizations of different sizes are outlined. Thirdly, an 

initial basis is provided both to continue research in this 
field in the future and to support the efforts of policymakers 
and logistics managers to improve recruitment policies for 
candidates with managerial competencies in logistics and, 
in particular, in warehousing activities.  

The findings in this article provide valuable 
interdisciplinary knowledge for a more comprehensive 
understanding of the applied practices for the recruitment 
of candidates for management positions in warehouses of 
manufacturing and trading organizations. This new 
knowledge is useful not only in the Bulgarian context, but 
also for other countries where no research has been 
conducted on the topic.  

The rest of the article is structured as follows. Section 
2 presents the theoretical framework for conducting the 
study. Methods of data collection and analysis are 
discussed in section 3. Section 4 is dedicated to presenting 
and discussing the results of the conducted questionnaire 
survey among managers and senior management of 
different-sized Bulgarian manufacturing and trading 
organizations regarding the practices used to recruit 
workforce with managerial competencies for warehouses. 
The conclusions of the study and some suggestions for 
further studies to be conducted in the future are presented 
in section 5. 
 
2 Theoretical framework 

Recruitment is a fundamental activity in any 
organization that aims to ensure the employment of 
candidates with the most suitable personal and professional 
qualities to hold the positions with non-managerial and 
managerial functions. Employees at four job title levels are 
usually involved in the execution of warehousing 
operations. These levels are operative; senior operative; 
supervisor or first line manager, and manager [10]. Jobs in 
the last two levels require managerial competencies related 
to planning, organizing, implementation and control, 
which narrows the range of potential candidates and makes 
the recruitment process a challenging task. Warehouse 
supervisors and managers are responsible for allocating 
scarce resources and achieving satisfactory results from the 
implementation of warehousing activities, consisting in 
providing a high level of customer service, ensuring the 
safety of the working environment and operations while 
respecting budgetary constraints.  

The employment of workers with managerial 
competencies in the organizations’ warehouses is achieved 
by tapping various sources of workforce. When developing 
recruitment policies in this area, logistics and human 
resources managers use the capacity of a variety of internal 
and external channels [8,11-16], which contribute to 
attracting the most suitable candidates. In the recruitment 
process, practices from both groups of sources are often 
used, thus combining their advantages and disadvantages. 
This increases the likelihood of attracting the right 
candidate [14]. 

The implementation of internal channels for hiring 
employees with managerial competencies in warehouses is 
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justified in situations where some of the employees 
demonstrate high loyalty to the organization and have a 
high potential for development, as well as in cases where a 
new manager has to be appointed urgently. In these cases, 
the use of internal sources in the recruitment process saves 
time and money, as the employer knows the potential 
candidates, and they are familiar with the organizational 
culture and work procedures, which contributes to their 
rapid adaptation to the new responsibilities. Attracting 
candidates with managerial competencies in warehouses is 
carried out through various internal practices. A basic 
technique for advertising vacancies that allows internal 
candidates to grow to management positions is to use the 
potential of communication resources such as the 
organization's intranet site and e-mails [13-17] to post job 
ads. Another common practice is based on exploiting the 
possibilities of the workers’ informal network of contacts, 
such as the interaction in ‘old schoolboy’ communities. 
Survey results show that when recruiting candidates for 
management positions, especially in small enterprises, 
senior management tends to prefer those with social 
relationships established during training in the same 
educational institutions [18], and the recommendations 
from friends and acquaintances are among the most 
common recruitment practices in small and medium-sized 
enterprises [13]. In addition, a survey on the use of personal 
contacts in Bulgaria found that 30% of respondents used 
such contacts in the last year, for finding a job included 
[19]. Therefore, the recommendations received through the 
personal contacts of workers [12,13,15] are interesting to 
research in this study. Other practices of great importance 
for attracting candidates for management positions are 
related to obtaining direct recommendations from co-
workers [13-15,17,20], checking internal databases 
containing the results of regular job performance appraisals 
[14,20], as well as databases provided by voluntary job 
applicants [13,14]. 

The use of external channels to attract candidates with 
managerial competencies is appropriate in cases where 
there is urgent need to acquire specific know-how and new 
ideas for the reorganization of work processes and 
innovative renovation of the warehouse, as well as in all 
cases where expansion of the potential base of internal 
candidates in the recruitment is needed. In these situations, 
resorting to external sources of workforce allows the 
recruitment of established professionals with the necessary 
experience, professional connections and an objective 
perception of the organization and management of the 
warehouse activity, which strengthens the expertise of the 
team, limits the costs of training of employees and creates 
conditions for more intensive exchange of ideas and 
improves workers’ motivation. Various practices are 
applied to attract candidates for managerial roles in 
warehouses, some of the most important among them can 
be classified into two groups. The first involves interaction 
with educational institutions and learners, which provides 
opportunities for early identification of candidates with 
potential for career excellence. It includes practices for 

identifying suitable candidates by creating contacts at open 
lectures held at universities [1,11-14,17,20] contacts in 
secondary schools through dual training programs [12-14] 
contacts with students during the development of a thesis 
[1]. The second group involves the publication of 
advertisements through various traditional and alternative 
communication channels. It includes practices for ensuring 
that the job advertisements reach the maximum number of 
suitable potential candidates through: the profiles in the 
social and professional networks of the organization 
[1,8,17,20-23] adverts in online job platforms 
[1,11,12,14,16,17,20], job advertisements at job centers 
[14,16,17], recruitment agencies [12-14,16,17] and the 
organization’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 present study. It is 
implemented in four stages and involves the use of several 
research methods for data collection and analysis.  
 During the first stage, the theoretical framework of the 
research is constructed. To this end, a literature review has 
been carried out to identify those internal and external 
channels recruitment practices that are most relevant for 
attracting candidates with managerial competencies to 
warehouses. The study of literary sources and research in 
the field were carried out by conducting content analysis. 
On the basis of the theoretical study, a total of thirteen basic 
practices have been identified, five through internal 
channels and eight through external channels to attract 
people for management positions, which are presented in 
Figure 1.  

During the second stage, the survey questionnaire 
validation is carried out and the necessary empirical data 
are collected. 

The identified practices were assessed for relevance 
and clarity of formulation. For this purpose, a test version 
of the questionnaire was developed. It was validated by an 
evaluation group consisting of seven warehouse managers 
with up to 5 years of experience in the field and one 
consultant who has more than 5 years of experience with 
the organization and the management of warehouse 
processes. The results of the validation show that the 
techniques developed in the theoretical framework for 
attracting candidates for management positions in 
warehouses through internal and external channels are 
often applied in the activity of logistics managers and are 
formulated in an understandable way and are therefore 
suitable for the purposes of the study. 

The study of recruitment practices was carried out by 
asking the following question ‘To what extent do you use 
these internal and external channels to attract candidates 
with managerial competencies to the warehouse?’. The 
answers are recorded on a five-point numerical scale, in 
which the two extremes of the spectrum are: 1 – not at all 
and 5 – to a very high degree.  
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Figure 1 Conceptual framework of the basic recruitment practices for warehouse managerial positions through internal and external 

channels in the studied organizations 
Source: author's systematization 

 
The data were collected using the ‘questionnaire survey 

method’, which was conducted electronically via the 
LimeSurvey platform, between April and May 2020 in 
Bulgaria. The sample includes manufacturing and trading 
organizations with warehouses needed for performing their 
activities. The survey questionnaire includes a general 
questions section filled in by 134 enterprises and a 
dedicated human resources section, which registered 
responses from 91 organizations concerning the thirteen 
surveyed managerial competencies-related recruitment 
practices. The specialized section is filled in only by 
respondents who have excellent knowledge of human 
resources management practices and is accessed via a filter 
question. The ex-post evaluation of the quality of the data 
collected found that 11 respondents did not register 
responses on all practices surveyed, as the questions were 
defined as optional. In order to achieve a better 
homogeneity of the sample, incomplete records have been 
eliminated and 80 records with complete answers on all 
thirteen practices studied have been subjected to further 
study. 

During the third stage, data processing was carried out. 
The toolkit for statistical testing of hypotheses and 
descriptive statistics was used for this purpose.  

In order to justify a suitable method for testing 
hypotheses, a check for normality of the distribution of 
variables was performed. For this purpose, the tests of 

Kolmogorov-Smirnov and Shapiro-Wilk were carried out. 
The results show that the variables used are not normally 
distributed. Therefore, the testing of hypotheses about the 
existence of statistically significant differences in the 
extent to which basic recruitment practices for warehouse 
managerial positions are applied in Bulgarian 
manufacturing and trading organizations of different sizes 
was carried out using nonparametric test. With the help of 
the Kruskal–Wallis test, such differences were found in the 
use of some techniques to attract candidates for 
management positions in small, medium and large 
enterprises, which are analyzed in more detail in the article.  

During the fourth stage, some differences in the 
application of statistically significant techniques for 
attracting candidates with managerial competencies 
through internal and external channels of different-sized 
enterprises were identified. 

The collected empirical data are processed using SPSS 
ver. 20 and MS Excel. 

 
4 Results and discussion 
4.1 General characteristic of the studied 

organizations 
The structure of the surveyed enterprises by type and 

size, grouped under the criterion number of employees is 
presented in Figure 2.

 

Basic recruitment practices for warehouse managerial 
positions 

Internal channels

● Intranet of the organization and e-mails

● Employees’ personal contacts

● Recommendations from employees

● Databases built up from regular job
performance assessment

● Databases provided by voluntary job
applicants

External channels

● Contacts made at open lectures held at
universities

● Contacts made in class in secondary schools
through dual training programs

● Contacts with students during the development
of a thesis

● Profiles in the social and professional networks
of the organization

● Advertisements in specialized job platforms

● Job advertisements at job centers

● Recruitment agencies

● The website of the organization
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Figure 2 Distribution of the surveyed organizations by type and size according to the number of employees 

Source: author's calculations 
 

The structure of the enterprises by type shows that the 
share of manufacturing enterprises is 42.50% and the 
trading ones make up 57.50% of the surveyed population. 
The share of the small ones is predominant in the sample, 
followed by that of medium and large organizations.  

The share of enterprises of different sizes surveyed 
differs from that in the national economy. According to 
data from the National Statistical Institute of Bulgaria, the 
share of small organizations by the number of employees 
in the country's manufacturing and trading sectors is over 
90%. The analysis of the data from Figure 2 indicates that 
the current study involved a higher proportion of medium 
and large enterprises compared to those in the national 
economy. These enterprises have more resources to 
implement a broader range of recruitment practices, 
particularly for warehouse management positions. 
Expanding the number of medium and large organizations 

in the present study will contribute to a better distinction of 
the specifics of the recruitment techniques applied in the 
manufacturing and trading sectors. This will improve the 
scientific basis for conducting subsequent studies. 

 
4.2 General assessment of the basic recruitment 

practices for warehouse managerial 
positions through internal and external 
channels in the surveyed organizations 

 This section presents the results of applied statistical 
tools, which are the basis for the analyses and assessments 
conducted. 
 Table 1 shows relationships between basic recruitment 
practices for warehouse managerial positions applied 
through internal and external channels and organization 
size.

 
Table 1 Results of the Kruskal–Wallis test for the relationships between basic recruitment practices for warehouse managerial 

positions applied through internal and external channels and organization size 

Basic recruitment practices for warehouse managerial positions through 
internal and external channels  

Asymptotic significance               
values (2-sided test) 

Internal channels   
1. Intranet site of the organization and e-mails 0.0040 *, **  
2. Employees' personal contacts 0.0610 
3. Recommendations by employees  0.0470 * 
4. Databases built up from regular job performance assessment 0.3040 
5. Databases  provided by voluntary job applicants 0.0310 * 
External channels  
1. Contacts made at open lectures held at universities  0.0290 * 
2. Contacts made in class in secondary schools through dual training programs 0.0860 
3. Contacts with students during the development of a thesis 0.1610 
4. Profiles in the social and professional networks of the organization  0.0030 *, **  
5. Advertisements on specialized job platforms  0.0180 * 
6. Job advertisements at job centers  0.6700 
7. Recruitment agencies 0.9660 
8. The website of the organization  0.0040 *, **  

Significance levels: * p < 0.05, ** p < 0.01 
Source: author’s calculation 

17,50%

13,75%

11,25%

42,50%

27,50%

16,25%

13,75%

57,50%

45,00%

30,00%

25,00%

100,00%

0% 20% 40% 60% 80% 100%

Small (up to 49 employes)

Medium-size (from 50 to 249
employees)

Large (over 250 employees)

Total

Manufacturing Trading Total
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The data analysis reveals several statistically 
significant differences between the basic recruitment 
practices used for warehouse managerial positions through 
internal and external channels and the size of surveyed 
enterprises. 

The average scores of the internal practices for 
recruitment of candidates for management positions in the 
organizations that participated in the survey are illustrated 
in Figure 3.

 

 
Figure 3 Basic recruitment practices for warehouse managerial positions through internal channels in the surveyed organizations 

(average scores: 1 – not used; 5 – actively used). Significance levels: * p < 0.05, ** p < 0.01 
Source: author's calculations 

 
 The analysis of the data shows that the degree to which 
personal contacts and recommendations from workers are 
used in attracting candidates is high. Next, with moderate 
degree of application, come the organization's intranet site 
and e-mails, databases built up from regular job 
performance assessment and those provided by voluntary 
job applicants.  
 There are statistically significant differences in the use 
of internal sources to attract applicants to enterprises of 

different sizes. They are observed in terms of the degree of 
implementation of practices such as the organization's 
intranet site and e-mails, recommendations from workers 
and databases provided by voluntary job applicants.  
 The average scores of external recruitment practices for 
management positions in the surveyed enterprises are 
presented in Figure 4.

 

 
Figure 4 Basic recruitment practices for warehouse managerial positions through external channels in the surveyed organizations 

(average scores: 1 – not used; 5 – actively used). Significance levels: * p < 0.05, ** p < 0.01 
Source: author's calculations 

 
 The analysis of the data shows that the use of channels 
for attracting applicants through contacts with universities, 

schools and providing opportunities for the development 
of thesis papers is relatively low – the average scores tend 

3,25

4,04

4,01

2,90

3,24

1 2 3 4 5

Intranet site of the organisation and e-mails *, **

Employees' personal contacts

Recommendations by employees *

Databases built up from regular job performance
assessment

Databases  provided by voluntary job applicants *

1,79

1,84

1,91

2,70

3,81

3,06

2,71

3,08

1 2 3 4 5

Contacts made at open lectures held at universities *

Contacts made in class in secondary schools through
dual training programs

Contacts with students during the development of a
thesis

Profiles in the social and professional networks of
the organization *,**

Advertisements on specialized job platforms *

Job advertisements at job centers

Recruitment agencies

The website of the organization *,**
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to be 2. The use of the organization’s social and 
professional networking profiles and agency services has 
been relatively satisfactory, and the practice of reaching 
out to potential candidates for management positions 
through job postings and websites has been moderately 
implemented. There is a relatively high level of job 
vacancies advertised through online job platforms.  
 There are statistically significant differences in the 
extent to which some external sources are applied to attract 
applicants to enterprises of different sizes. They are 
monitored in terms of implementing contact practices 
through open lectures at universities, the use of social and 
professional network profiles, the publication of ads on 
specialized job platforms and the organization’s website. 

 
4.3   Assessment of the statistically significant 

differences in basic recruitment practices for 
warehouse managerial positions through 
internal and external channels in the 
surveyed organizations of different sizes 

The statistically significant differences in recruitment 
practices for warehouse management positions through 
internal and external channels in the surveyed small, 
medium and large enterprises are presented in Figure 5. 

A previous study found distinctions of applied 
recruitment procedures in logistics across enterprises of 
different sizes without examining specific practices in this 
field [7]. The present research provides valuable insights 
that fill some existing research gaps. The results reveal 
both the basic recruitment practices and their application in 
recruiting candidates for management positions in the 
warehouses of small, medium and large organizations. The 
findings of a previous research claim that adapted 
recruitment procedures in small and medium enterprises 
improve the recruitment process and reduce employee 
turnover [24]. The present study broadens the 
interdisciplinary understanding of candidate recruitment 
for warehouse management roles and provides insights for 
small, medium and large organizations. In addition, it is 
conducted for manufacturing and trading enterprises in 
supply chains, providing new and specific knowledge in 
this field. 

The analysis of the data reveals that, in general, the 
surveyed enterprises make high use of recommendations 
from workers as an internal channel to attract candidates 
for management positions. This is particularly evident in 
small and large organizations, with average scores above 
4. Medium-sized enterprises apply this practice to a 
relatively high extent, with an average score of 3.67.  

These findings align with earlier research conducted in 
the U. S., which identified co-worker recommendations as 
one of the most significant internal recruitment channels 
for logistics managers [17]. The present study provides 
additional empirical evidence that this practice is also 
prevalent among manufacturing and trading organizations 
in Bulgaria. Its widespread use in enterprises operating 

warehouses underscores its vital role in attracting 
warehouse managers. 

A recent study further supports this insight, 
demonstrating that recommendations remain the primary 
recruitment channel, preferred even over digital algorithms 
in the digital age [25]. Moreover, employee 
recommendations are used not only for management 
positions but also for non-management roles. Supporting 
this argument, research from small and medium-sized 
manufacturing organizations in Lagos, Nigeria, indicates 
that employee recommendations are commonly used to 
recruit workers for factory operations [26].  

The current research also confirmed the traditional 
view [27] that co-worker recommendations are effective in 
recruiting candidates with managerial competencies. The 
findings provide additional scientific evidence that this 
channel is widely used when recruiting warehouse 
managers in small and large manufacturing and trading 
organizations. This contributes to a deeper understanding 
of employee recommendations-based recruitment, for 
which a previous study found a research gap in the 
literature [28]. 

The intranet site and e-mails, as well as the databases 
with job applicants, are generally used to a satisfactory 
extent. Small and medium-sized organizations apply these 
practices moderately, with an average score of around 3. 
Large enterprises with more resources to maintain such 
channels used them to a high extent, with an average score 
of around and above 4. The findings from this research 
align with earlier studies in the U.S. third-party firms 
sector, indicating that internal job postings shared through 
intranet sites and e-mails are some of the most commonly 
utilized practices for attracting internal candidates [17]. 
Moreover, the present study results reveal that this 
inference remains valid when recruiting candidates for 
management positions in warehouses of manufacturing 
and trading organizations, even a quarter of a century after 
the Gibson and Cook research. The inference about using 
databases provided by voluntary job applicants cannot be 
directly interpreted in the context of the conclusions of 
previous studies, as those studies are limited in number. 
The findings of this research, however, show that this 
fundamental recruitment channel is applicable when 
attracting candidates with managerial competencies in 
warehouses of manufacturing and trading enterprises of 
different sizes. In addition, this aspect requires further 
studies to understand the motivations of organizations to 
apply this practice when recruiting candidates for 
management positions in logistics. 

Job vacancies advertised in online portals are generally 
used relatively frequently and represent the most 
significant external channel for attracting candidates for 
management positions. They are applied to a moderate 
degree by small enterprises and to a high degree by 
medium and large organizations, with average scores 
above 4. Given the finding of insufficient research on the 
impact of online job platforms on attracting suitable 
candidates [29], the present study offers valuable insights 
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into using these platforms to recruit a workforce with 
management competencies in warehouses of different-
sized manufacturing and trading enterprises.  

  

 
Figure 5 Statistically significant differences in basic recruitment practices for warehouse managerial positions through 

internal and external channels in the surveyed organizations (average scores: 1 –not used; 5 – frequently used). 
Significance levels: * p < 0.05, ** p < 0.01 

Source: author's calculations 
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A previous study conducted in the U.S. indicated that third-
party providers use websites as an external channel for 
recruiting managers [17]. The present research results 
confirm that this conclusion is also valid when recruiting a 
workforce with management competencies in the 
warehouses of manufacturing and trading organizations. A 
recent study identified the need to compare jobseekers’ 
perceptions via LinkedIn ads and corporate websites [30]. 
The present study enables a comparison of these two 
channels from the perspective of organizations recruiting 
workforce with managerial competencies, where there is 
also a lack of scientific knowledge. The findings indicate 
that when recruiting candidates for managerial positions in 
their warehouses, the surveyed enterprises use company 
profiles in social and professional networks to a relatively 
moderate extent and company websites to a moderate 
extent. 

Profiles in social and professional networks are used 
relatively frequently in large enterprises, comparatively 
moderately in medium-sized and rarely in small 
organizations. These findings provide valuable insights 
into using social and professional networks to recruit 
candidates for management positions in several ways. 
First, they complement the conclusions from an earlier 
study regarding the use of this channel by showing that it 
is applicable both to acquire talent for global supply chain 
managers [21] and for a workforce with managerial 
competencies in warehouses. Second, organizations' social 
and professional network profiles in recruiting are an 
emerging theme with significant research potential [31]. 
The results of this study fill some of the scientific gaps in 
this field and provide new insights into utilizing this 
channel to attract candidates with management 
competencies in warehouses of manufacturing and trading 
enterprises. Third, improving recruitment policies through 
social and professional networks necessitates conducting 
analyses across different countries. The recent research 
highlighted the need for more data to carry out comparative 
studies [32]. The current research findings enhance the 
scientific basis for conducting direct comparisons in 
utilizing social and professional networks to recruit 
candidates with management competencies in different 
countries. Fourth, a previous study shows that 
organizations can improve their recruitment processes by 
using profiles in social and professional networks to 
promote employer branding and increase organizational 
attractiveness [33]. The results of this research indicate that 
this conclusion is valid when attracting candidates for 
management positions in warehouses of large enterprises 
that have the necessary resources to maintain digital 
recruitment channels. Fifth, considering the limited 
knowledge of human resource practices and recruitment in 
small and medium-sized organizations [34], the present 
study provided valuable insights for these enterprises. The 
research results show that small and medium-sized 
organizations use social and professional network profiles 
to a limited extent when recruiting candidates with 
managerial competencies in warehouses. 

Recruitment of candidates with managerial 
competencies in the surveyed organizations is 
implemented to a relatively low extent through networking 
at open lectures in universities. Large enterprises have the 
necessary resources for comprehensive talent search 
policies, which allow them to apply this channel relatively 
moderately. A comparatively low implementation of this 
practice in medium-sized organizations is observed, with 
an average score of 1.71, while small-sized enterprises 
virtually do not use it. These findings from the present 
research confirm the World Bank sector survey findings 
that open lectures at universities are used as an external 
channel to attract a workforce with management 
competencies [1] in large and medium-sized enterprises. 

 
5 Conclusions 
 The results of this study present new knowledge on the 
applied policies for recruitment of candidates for 
management positions in the warehouses of small, medium 
and large Bulgarian manufacturing and trading 
organizations. The methodology developed for the purpose 
of the study made it possible to answer the research 
questions posed, and the conclusions are summarized in 
several groups.  

First, the applicable basic practices for the recruitment 
of candidates with competencies to manage warehouse 
processes were identified. The techniques used when 
applying internal channels are: the organization’s intranet 
and e-mails; personal contacts of workers; 
recommendations from the team members; databases 
of regular job performance assessments and databases 
of voluntary job applicants. The recruitment of candidates 
for management positions through external channels is 
carried out through practices such as: networking during 
open lectures at universities; making contacts in secondary 
schools through dual training programs; contacts with 
students during the development of thesis; profiles in the 
social and professional networks of the organization; 
advertisements in online job platforms; job advertisements 
at job centers; use of services of recruitment agencies and 
publication of adverts on the website of the organization.  

Second, statistically significant differences were found 
in the use of internal and external channels for the 
recruitment of candidates in enterprises of different sizes. 
These differences can be observed in terms of the use of 
three internal practices – the organization’s intranet and e-
mails, recommendations from workers and databases of 
those who have volunteered to work, as well as four 
external ones – networking during open lectures at 
universities, the use of social and professional networking 
profiles, the publication of advertisements on online job 
platforms and the organization’s website. 

Third, large enterprises apply the three statistically 
significant internal practices to a high degree, as they are 
better equipped to allocate resources to these activities. 
Intranet sites and e-mails, as well as databases for those 
who volunteer for the job are used moderately by medium 
and relatively satisfactorily by small organizations. 
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The application of direct recommendations is very 
frequently applied in enterprises of small size and 
relatively frequently in the medium-size ones.  

The scores for the four statistically significant external 
recruitment techniques were highest for large 
organizations, followed by medium and small size 
enterprises. The classic technique for posting ads in 
specialized job platforms finds high use in large and 
medium organizations and moderate application in small 
size ones. The use of social and professional networking 
profiles and the organization’s website to promote job 
vacancies is higher for large and medium-sized enterprises 
and more limited for small ones whose resources available 
for implementing employer branding policies are more 
limited. Contacts with students with the potential to 
develop managerial job positions made by conducting open 
lectures in universities are relevant for the search for 
candidates to a relatively moderate extent only in large 
organizations that can invest part of the man hours of their 
managerial staff in attracting new talent.  

The study presents some new interdisciplinary 
scientific knowledge that can be used by the scientific 
community as a starting point for further research in this 
field in the future. In addition, it also provides some 
contributions of a practical nature. They can be used by 
policymakers – to implement policies to improve services 
in job centres by recruitment agencies – to expand the 
portfolio of services provided, by logistics and human 
resources managers in manufacturing and trading 
organizations – to diversify the channels used to attract 
workforce with managerial competencies to warehouses 
and gain some key advantages over competitors by 
securing the best candidates for management positions. 

This study is the first of its kind in Bulgaria and some 
limitations have been adopted. They stem from the 
relatively small number of sampled enterprises, the 
selection of a narrow range of actors in the supply chains, 
the geographical scope and the methods used. Conducting 
future studies without these limitations will increase the 
scientific and practical value of the results. To this end, it 
is necessary to enlarge the sample size and explore other 
actors in the supply chains such as raw material suppliers 
and/or logistics service providers. In addition, conducting 
the study in other countries in Europe and the world will 
allow not only to improve knowledge in this field, but also 
to conduct comparative analyses with data from different 
countries. The addition of qualitative methods such as case 
studies will provide a better understanding of the motives 
for applying the individual practices studied in enterprises 
of different sizes. Other areas of research are related to 
assessing the impact of recruitment practices in 
manufacturing and trading organizations with warehouses 
on the organizational performance and the efficiency of 
supply chains. 
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