ISSN (ONLINE): 2524-0072 EKOHOMIKA TA CYCMNIZIbCTBO

DOI: https://doi.org/10.32782/2524-0072/2026-87-5

UDC 005.95/.96:004]:339.94(73)

DISPATCH PERSONNEL COMPETENCIES
IN THE CONTEXT OF THE DIGITALISATION
OF U.S. INTERNATIONAL LOGISTICS:
SYSTEMATISATION AND HR RISKS

KOMMETEHTHOCTI ANCIMNETHEPCbBKOI'O NMEPCOHAY
B YMOBAX UWN®PPOBI3SALII MDKHAPOAHOI
NOTICTUKN CLWLA: CUCTEMATUSALIA TA HR-PU3NKIN

Hryhoruk Vasyl
Chief Operating Officer at Modern Market Masters,
Project Manager at PE «TAD»
ORCID: https://orcid.org/0009-0003-7185-5495

Varis Iryna
PhD in Economics, Associate Professor,
Kyiv National Economic University named after Vadym Hetman
ORCID: https://orcid.org/0000-0002-9502-5045

Fpuropyk Bacunb BagumoBuuy
Mn «TAL»

Bapic IpnHa OnekcaHgpiBHa
Ku1iBCbKNIA HaLiOHa/IbHWUIA €KOHOMIYHWIA YHIBEpCUTET iMeHi Baguma MeTbMaHa

The digitalisation of the U.S. logistics market is transforming not only transportation technologies but also the job
functions of dispatch personnel. The mandatory use of Electronic Logging Devices (ELDs), digital load boards, and
Transportation Management Systems (TMS) has turned digital literacy into a basic requirement for effective work
in the logistics sector. The article examines the transformation of dispatch personnel job functions and proposes a
systematisation of five competency groups — digital, communication, cognitive, adaptive, and organizational — based
on the distributed workforce model implemented by TAD. The results indicate that dispatchers increasingly perform
the role of coordinators of digital logistics processes, while insufficient competency development may generate
regulatory, operational, and HR-related risks.
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Lincbposizavis puHKy norictuuHmx nocnyr CLUA cyTTeEBO TpaHCopMye He nnLle TEXHOMOTIUHY iHppacTpyKTypy
BaHTaXHMX NepeBe3eHb, a i 3MICT TPyLOBO| Ais/IbHOCTI AMCNETYEPCbKOro nepcoHasny. O60B’A3K0BE BMKOPUCTaH-
HA eNleKTPOHHKX B6opToBMX peectpatopis (ELD), LunpoBux BaHTaXHUX NIaT(HopM Ta CUCTEM YNpaB/iHHA TpaHc-
noptom (TMS) 3yMOBW/IO 3pOCTaHHA BMMOr A0 NPOeCiAiHOI NiAroTOBKM MPauiBHYKIB i MEPETBOPUIO LNCPOBI
KOMMETEHTHOCTi 3 J404AaTKOBOI nepeBarn Ha HeobXigHy ymoBy eheKTUBHOI pob0Ty B fioricTuyHoMy cektopi CLUA.
BogHouac 6inbLWiCTb HAYKOBUX AOCAIMKEHb 30CEpPEMKEHI NepPeBaXXHO Ha TEXHOMOMYHMX acnekTax uudposizauii
NoricTukn Ta TpaHcdopmaLii 6i3Hec-NPoLEeciB, TOAI AK MUTAHHA KOMNETEHTHICHOrO NPOdito AUCNETYEPCLKOro nep-
COHaJy B yMOBax MXHApOAHWX PO3MOAiNeHNX OnepavyiiiHix Mogenei 3a/mwaeTbCs HeLOCTaTHLO AocCAiLKeHUM. Me-
TOK CTaTTi € AOCNIMKEHHS TpaHCcdopmaLii TPyA0BMX QOYHKLLIA AUCNeTYepCLKOro NnepcoHany B ymoBax Lmdposiadii
MiXHapogHoi norictvkm CLUA Ta cuctemartmnsauis oro K/lo40oBUX KOMNETEHTHOCTEW Ha OCHOBI aHasli3y NpakTUYHOT
onepauiinHoi mogeni. MeToaonoriyHy OCHOBY AOCAIMKEHHSI CTaHOBNATb aHai3 HayKoBOI fiTepaTypyu 3 MuTaHb
LMhpoBOT TpaHcopMaL,ii NOTICTUKN, PO3BUTKY KOMMNETEHTHOCTEH nepcoHasy Ta HR-MeHeKMEHTY, a TakoX aHani3
onepaviiHoi mogeni norictuuHoi komnanii MM «TAD», wo peanisye distributed workforce-nigxig, LWAsxom noegHaHHs
nokanbHoi npucyTHOCTI y CLUA Ta gMcneTyepcbkoro LeHTPY B YKpaiHi. Taka Mogens hopmye cneundiyHi BUKIMKK
[NS yripaBiHHA NepcoHasioM, NoB’a3aHi 3 Pi3HULLEI0 YAaCOBUX MOSACIB, BUCOKOK IHTEHCUBHICTIO LPOBOT B3aEMOSil,
KPOC-KY/IbTYPHOIO KOMYHiKALiEl0 Ta pu3vkamu LupoBoi BTOMU. 3a pesysbratamy AOCNiLKEHHS CUCTEMAaTU30-
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BaHO N'ATb Pyn KOMMETEHTHOCTEN AUCNETYEPCHLKOr0 NEPCOHaUTY: LUMAIPOBI, KOMYHIKaLiiHI, KOTHITUBHI, afanTWBHI
Ta opraHisauiiiHi. [as KOXHOI rpynM BU3HAYEHO 3MICT KOMMETEHTHOCTEW, UMppOoBI IHCTPYMEHTN Ta npouecw,
0CO06NMBOCTI X NPOSIBY B NPOCECIIiHIN AiSNbHOCTI, a TakoX NoTeHLiiHI HR-pu3mkuK, noB’sa3aHi 3 He4OCTaTHIM piBHEM
X pO3BUTKY. MpakTUYHA LiHHICTb OTPUMaHUX pe3ynbTaTiB Nnonsrace y MOX/IMBOCTI BUKOPUCTAHHSA 3anporoHOBaHoro
KOMMNETEHTHICHOTO (hpeliMBOpKy Ans hopMyBaHHA Mpodinis nocad, yAOCKOHaNIeHHA npoleayp nigdopy, HaB4aH-
HA Ta OLiHIOBaHHSA AMCNETYEPCHLKOro NepcoHasy, a Takox agantauii HR-cuctem noricTMY4HMX KOMMaHii o yMOB
LMdhpoBOT TpaHcthopmMaLii MiXXHAPOAHOT NOTICTMKM Ta (hYHKLIOHYBaHHSA PO3NOAIIEHMX OnepaLiiHix Mogenei.

KntouoBi cnoBa: uydpoBi KOMNETEHTHOCTI; ANCNETYEPCHKMIA NEPCOHAT; MDKHAPOAHA NOTICTVKA; LdpoBisaulis
NI0TICTUKK; po3nogineHa MoAenb npadi; ynpas/iHHS NepcoHasioM; LmdpoBa BToMa.

Problem Statement. The digitalisation
of the logistics industry is transforming not
only the technological foundations of freight
transportation but also approaches to workforce
organisation. International logistics companies
are increasingly adopting distributed operating
models in which specific functions are performed
by employees located across different countries
and time zones. For this study, a distributed
workforce refers to an organisational model in
which interconnected functions are carried out by
employees operating from different geographic
locations, using digital tools for coordination,
communication, and operational control.

The U.S. logistics market is one of the most
illustrative examples of this transformation,
given its high level of digitalisation and extensive
regulatory requirements. The mandatory use of
Electronic Logging Devices (ELDs), digital load
boards, Transportation Management Systems
(TMS), and other digital technologies has
shifted digital competencies from a competitive
advantage to an essential requirement for
effective professional performance.

Despite the rapid advancement of digital
technologies in logistics, the competencies
requiredofdispatchpersonnelremaininsufficiently
explored. Most scholarly studies focus on the
technological aspects of digitalisation, business
process automation, or the implementation of
digital platforms. However, the requirements
imposed on personnel directly responsible for
operating these systems receive only limited
attention. At the same time, dispatchers working
for international logistics companies in the U.S.
market within a distributed workforce model
face a range of specific challenges, including
interactions with freight brokers, compliance
with Federal Motor Carrier Safety Administration
(FMCSA) regulations, time-zone differences,
and the high intensity of digital communication.
These characteristics remain insufficiently
reflected in existing approaches to describing
the competencies of logistics personnel.

This issue has both practical and academic
significance. From a practical perspective, the

lack of a clear understanding of the structure
and content of dispatch personnel competencies
complicates the development of effective
systems for recruitment, training, adaptation,
and performance evaluation within logistics
companies. From an academic standpoint,
it represents a distinct area of inquiry at the
intersection of digital transformation, HR
management, and international logistics,
highlighting the need for further research into the
competencies required of dispatch personnel in
the context of the digitalisation of international
logistics operations.

Analysis of Recent Research and
Publications. Contemporary research on the
digital transformation of logistics emphasises the
development of employees’ digital competencies
and the adaptation of job functions to the
requirements of a digital environment. In
particular, Koh and Yuen [6], Tubis [11], and
Nguyen [8] identify digital competencies
as one of the key determinants of logistics
process effectiveness in the context of Industry
4.0, highlighting the growing importance of
technological literacy, analytical thinking, and
the ability to work with digital platforms.

A separate stream of research examines
the impact of digitalisation on human resource
management systems. Studies by Kravchuk,
Varis, and Rubel [7], as well as by Bouwmans,
Lub, Orlowski, and Nguyen [2], substantiate the
need to transform HR approaches to employee
recruitment, development, and performance
evaluation in a digital environment. These
authors emphasise the increasing significance
of competency-based approaches and the
development of digital skills as essential
components of contemporary human resource
management.

In the context of remote and distributed
work arrangements, Consiglio et al. [3] and
Urrejola-Contreras [12] highlight the effects of
technostress, digital fatigue, and professional
burnout on employee performance. Their
findings highlight the importance of considering
the psychological and behavioural dimensions



ISSN (ONLINE): 2524-0072

EKOHOMIKA TA CYCMNIZIbCTBO

of digital transformation when designing and
implementing organisational HR policies.

Theoretical foundations of digital logistics
and the transformation of logistics processes
have been examined by Pekarcikové et al. [10],
Dubey et al. [5], and Shkrygun [9]. These studies
conceptualise digitalisation as a comprehensive
processthatintegratesdigital platforms, analytical
tools, and automated management systems into
logistics and supply chain operations.

The functioning of Ukraine’s logistics sector
under wartime conditions has been explored
by Kushnir et al. [14] and Yevtushenko et al.
[15], who analyse the transformation of logistics
processes and the adaptation of businesses to
the challenges of a rapidly changing operating
environment.

Issues related to digital operating models in
international logistics and the entry of Ukrainian
companies into the U.S. market were examined
in the authors’ previous study [13]. The findings
of that research provide the foundation for the
present analysis of dispatcher competencies
within a distributed workforce model.

Despite the substantial body of research
on logistics digitalisation and human resource
management, existing studies pay limited
attention to the specific nature of dispatching
activities in the U.S. freight transportation
market. In particular, insufficient consideration
has been given to the implications of FMCSA
regulatory requirements, interactions with freight
brokers, operations across significant time-zone
differences, and the influence of these factors
on the competency profile of dispatch personnel
working within international distributed workforce
models.

Highlighting previously unresolved parts
of the overall problem. Despite the substantial
body of research on logistics digitalisation
and human resource management, the
systematisation of competencies required of
dispatch personnel operating within international
distributed operatingmodelsremainsinsufficiently
explored. Existing approaches to developing
competency profiles for logistics personnel only
partially reflect the specific characteristics of
the U.S. freight transportation market, including
FMCSA regulatory requirements, interactions
with freight brokers and owner-operators, and
the challenges arising from significant time-
zone differences across organisational units.
As a result, limited attention has been paid
to adapting competency frameworks to the
operating conditions of logistics companies
active in the U.S. market and employing

distributed workforce models. This lack of
adaptation constrains the applicability of existing
approaches to the recruitment, training, and
performance evaluation of dispatch personnel
within international logistics businesses.

Formation of the objectives of the article
(task statement). The purpose of this article is
to examine the impact of the digitalisation of U.S.
international logistics on the transformation of
dispatch personnel's job functions and to develop
a systematisation of the competencies required
for effective performance within a distributed
workforce model, based on an analysis of the
operating model of PE “TAD".

The methodological foundation of the study is
based on an analysis of the scholarly literature on
logistics digitalisation, workforce competencies,
and human resource management, as well as an
examination of the operating model of PE "TAD",
the internal logic of dispatching processes,
the digital infrastructure supporting logistics
operations, and the organisational features of
distributed interaction between the company's
local U.S. unit and its operational centre in
Ukraine.

Summary of the main research material.
Over the past decade, the U.S. logistics industry
has undergone a profound technological
transformation. The mandatory implementation
of Electronic Logging Devices (ELDs) in
accordance with FMCSA requirements, the
widespread adoption of digital freight platforms
such as DAT and Truckstop, and the transition of
major logistics operators - including DHL, Maersk,
and C.H. Robinson -to integrated Transportation
Management Systems (TMS) with API-based
integration capabilities [4] have established new
standards for organising logistics operations.
Under these conditions, companies that fail to
adopt contemporary digital solutions risk losing
competitiveness and encountering increasing
difficulties in complying with the regulatory
requirements of the U.S. market.

This technological transformation has
intensified the need for workforce competency
development. Researchers emphasise that
the digital transformation of logistics requires
the continuous enhancement of employee
competencies, as the introduction of new
technologies reshapes job functions and alters
the requirements of professional practice
[6; 11]. According to PekarCikova et al.,
logistics digitalisation involves not only the
implementation of new technological tools
but also the transformation of interaction
patterns among participants in supply chains
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[10]. Consequently, changes affect not only
the technological infrastructure of logistics
operations but also the content of employees’
work. Dubey et al. argue that digital platforms
and artificial intelligence tools are gradually
evolving from sources of competitive advantage
into essential components of logistics business
operations [5], thereby increasing the need to
develop relevant workforce competencies.

Shkrygun argues that digital logistics requires
employees to combine technical, analytical,
and communication competencies [9]. Under
such conditions, the professional activities of
logistics personnel extend beyond the execution
of individual functional tasks and increasingly
involve operating at the intersection of multiple
competency domains. These requirements
become particularly significant within distributed
workforce models, where teams operate across
different countries and time zones. Research
in the field of human resource management
indicates that, alongside professional and
technical skills, growing importance is attached
to digital communication, self-management, and
the ability to work effectively under conditions of
continuous technological pressure [2; 3; 8].

PE “TAD” is a Ukrainian logistics company
pursuing expansionintothe U.S. marketthrougha
hybrid organisational model that combines a local
presence in the United States with an operational
dispatch centre in Ukraine. A detailed analysis
of this model was presented in the authors’
previous study [13]. In the context of the present
research, the PE “TAD” model is considered an
example of a distributed workforce approach
that is increasingly widespread in international
logistics and is generating new competency
requirements for dispatch personnel.

The local unit in the United States performs
functions related to the company’s legal
presence, regulatory compliance, and client
relations. Its primary responsibilities include
registration and operational compliance with the
requirements of the Federal Motor Carrier Safety
Administration (FMCSA), obtaining USDOT and
MC operating authority, ensuring compliance
with the International Registration Plan (IRP) and
the International Fuel Tax Agreement (IFTA), and
maintaining insurance coverage in accordance
with U.S. industry standards. Most operational
activities are carried out by the dispatch team
based in Ukraine, which is responsible for
sourcing freight through digital platforms,
interacting with American freight brokers and
owner-operators, coordinating transportation

activities, monitoring load execution, and
managing documentation within a continuous
operating environment despite the time-zone
differences between the two countries.

The effective functioning of this model relies
on an integrated digital infrastructure that enables
real-time coordination of logistics operations.
The principal digital tools include freight
platforms such as Sylectus, DAT, Truckstop, and
123Loadboard; GPS tracking and Transportation
Management Systems (TMS); and IP telephony
and digital communication technologies. An
essential component of this digital environment
is the use of Electronic Logging Devices (ELDs),
which are mandatory for commercial carriers
operating in the U.S. market under FMCSA
regulations.

The dispatcher’s operational cycle within
this model encompasses freight sourcing and
load negotiation, interaction with brokers and
carriers, coordination of transportation activities,
management of shipping documentation (Bill
of Lading (BOL), Proof of Delivery (POD), and
rate confirmations), as well as responding
to deviations from planned transportation
parameters. The performance of these functions
requires the simultaneous management of
multiple information flows, continuous interaction
with various participants in the logistics process,
and rapid, real-time decision-making. Such an
organisation of work creates an environment
characterised by high operational intensity
and significant cognitive demands, thereby
increasing the competency requirements for
dispatch personnel.

The operating model described above, which
combines a distributed team structure, digital
coordination mechanisms, and operations
within the U.S. regulatory environment, served
as the empirical basis for the authors' proposed
competency systematisation.

The digitalisation of U.S. logistics affects
not only the technological infrastructure
of transportation operations but also the
organisation of dispatch personnel's work.
The integration of Transportation Management
Systems (TMS), Electronic Logging Devices
(ELDs), digital freight platforms, and remote
coordination tools has created a new type of
operating environment in which job functions
are transformed, the intensity of information
exchange increases, and  competency
requirements become more complex. The
conceptual logic of these interrelationships is
presented in Figure 1.
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Figure 1. The Impact of U.S. Logistics Digitalisation
on the Transformation of Dispatch Personnel Competencies
Source: compiled by the authors based on [2; 5, 6; 7; 9; 11; 13]
Figure 1 illustrates that the transformation of recruitment, training, and  performance

dispatch personnel competencies is driven by
broader processes of digitalisation within the
U.S. logistics industry. The implementation of
Transportation Management Systems (TMS),
Electronic Logging Devices (ELDs), GPS
monitoring technologies, and digital freight
platforms has altered not only technological
processes but also the very nature of operational
activities. As a result, the traditional dispatching
function has evolved into a complex system of
digital coordination that integrates information
flow management, remote interaction among
transportation stakeholders, and real-time
decision-making.

Changes in the operating environment are
accompanied by a reassessment of workforce
requirements. In  contemporary logistics,
operational effectiveness increasingly depends
not only on employees’ technical expertise but
also on their ability to process large volumes
of information, coordinate interactions among
multiple participants in transportation operations,
adapt to intensive digital communication, and
make decisions under conditions of uncertainty.
Consequently, logistics companies are required
to reconsider their approaches to employee

evaluation.

The analysis of the operating model of PE
“TAD” indicates that dispatch personnel in
the U.S. digital logistics sector operate in an
environment characterised by high information
intensity, multitasking, and continuous digital
coordination. Consequently, alongside
professional knowledge and technical expertise,
digital, communication, cognitive, adaptive, and
organisational competencies play a critical role in
ensuring the continuity and efficiency of logistics
processes within distributed workforce models.

The intensity and diversity of dispatch
personnel’s responsibilities require heightened
professional competencies. Tubis argues
that employees’ ability to use digital tools
effectively constitutes an important indicator of
an organisation’s level of digital maturity [11].
This suggests that the development of digital
competencies directly affects the effectiveness
of operational processes. Nguyen’s findings
further confirm a positive relationship between
employee engagement in digital processes
and the performance of logistics companies
[8]. Therefore, the development of dispatch
personnel’s digital competencies should be
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regarded as a key factor in enhancing operational
effectiveness within logistics businesses.

Based on an analysis of the scholarly
literature [2; 6; 7; 8; 11] and the operating model
of PE “TAD” [13], the authors systematised
five competency groups required of dispatch
personnel in the context of U.S. international
logistics (Table 1). The classification of these
competency groups follows a functional logic.
It draws on contemporary approaches to digital
competencies, workforce adaptability, and
operational coordination from the literature on
digitallogisticsandhumanresource management.
Digital competencies reflect the ability to operate
within the technological infrastructure of the
logistics market; communication competencies
ensure effective interaction among participants
in a distributed workforce model; cognitive
competencies are associated with information
processing and decision-making  under
conditions of high operational intensity; adaptive
competencies characterise employees’ ability to
function effectively in environments marked by
technostress and time-zone asynchrony; and
organisational competencies support process
coordination and the continuity of logistics
operations. The authors’ contribution lies in
adapting these approaches to the specific context
of dispatching activities within a logistics model
that combines a local presence in the United
States with an operational centre in Ukraine.

Digital competencies constitute a fundamental
requirement for professional activity in the
U.S. logistics services market, as insufficient
competency levels significantly constrain the
effective performance of dispatching functions.
Their importance is determined not only by their
impact on operational efficiency but also by the
need to comply with regulatory requirements.
In particular, the FMCSA mandates the use of
Electronic Logging Devices (ELDs), making
proficiency in the relevant digital tools an integral
component of dispatch personnel’s professional
activities. Koh and Yuen emphasise that, in the
context of Industry 4.0, technological literacy has
evolved from an additional advantage for logistics
professionals into a fundamental requirement for
effective professional performance [6].

Communication ~ competencies  assume
particular importance in distributed workforce
models, where interaction between
organisational units primarily occurs through
digital channels. A distinctive feature of the
U.S. logistics market is the prominent role of
freight brokers, who coordinate a substantial
share of freight movements through platforms

such as DAT and Truckstop. Under these
conditions, effective interaction with brokers
requires not only proficiency in English but also
an understanding of U.S. business culture,
professional communication practices, and
specialised logistics terminology.

Cognitive competencies play a critical role
in the context of logistics digitalisation, as they
enable employees to make informed decisions
in rapidly changing operational environments.
Dispatching activities involve the simultaneous
management of multiple information flows,
interaction with various  transportation
stakeholders, continuous shipment monitoring,
and prompt responses to deviations from
planned performance indicators. According
to Bouwmans et al., critical thinking and data
analysis are among the key competencies
required for successful digital transformation [2].
The analysis of the TAD distributed workforce
model further confirms the growing importance
of these competencies in ensuring the continuity
and effectiveness of logistics operations.

Within the TAD model, adaptive competencies
are largely shaped by the need to operate
across time zones between Ukraine and the
United States, which range from seven to ten
hours. This characteristic of work organisation
affects employees’ working schedules, the
intensity of digital interaction, and operational
decision-making  processes. Studies by
Consiglio et al. and Urrejola-Contreras indicate
that technostress and digital fatigue negatively
affect the quality of managerial and operational
decisions and represent significant contributors
to professional burnout among remote workers
[3; 12]. Under such conditions, employees’
ability to adapt to prolonged digital workloads,
changing operational environments, and time-
zone asynchrony becomes a critical prerequisite
for maintaining the effectiveness of distributed
workforce models.

Organisational competencies ensure effective
coordination among all participants in the logistics
process, including drivers, owner-operators,
freight brokers, and customers. Their key
manifestations include managing documentation
in compliance with FMCSA requirements,
monitoring operational performance indicators,
and coordinating the activities of distributed
teams. Kravchuk, Varis, and Rubel emphasise
that the digitalisation of business processes
necessitates a reassessment of approaches
to employee recruitment, development, and
performance evaluation [7]. In this context,
the organisational competencies of dispatch
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Table 1
Systematisation of Dispatch Personnel Competencies
in the Context of U.S. International Logistics Digitalisation
. . HR Risks
Competency Competency Digital Tools / iwab'}ge::gﬂ%n Associated with
Group Content Processes ActliJvities 9 Competency
Deficits
1 2 3 4 5
. Use of digital
Sprgzgﬁgégslg ci);ti cs TMS (Sylectus), |platforms for Difficulties in
sgftware' di it%l load boards freight sourcing, performing
data han’dlir? _ (DAT, Truckstop, |transportation operational tasks;
9, 123Loadboard), |coordination, and transportation

Digital
Competencies

understanding of
the U.S. freight
transportation
digital ecosystem;
compliance with
ELD-related
regulatory
requirements

GPS monitoring,
ELD systems,

IP telephony,
digital
documentation
(BOL, POD, rate
confirmations)

shipment monitoring;
preparation and
management

of electronic
documentation

in accordance

with FMCSA
requirements

delays; risks of
non-compliance
with FMCSA
requirements;
reduced service
quality and
customer loss

Communication
Competencies

Professional
communication

in English; cross-
cultural interaction;
negotiation

skills; accuracy
and timeliness

of information
exchange; effective
interaction with
freight brokers as
key intermediaries
in the U.S. market

Email,
messaging
platforms

(Slack, Teams),
IP telephony,
broker platforms
(DAT, Truckstop),
Zoom, Google
Meet, CRM
systems

Coordination of
interactions among
brokers, carriers,
customers, and
internal units;
maintaining
continuous
communication
among participants
in the distributed
workforce model

Failed
negotiations

with brokers;
communication
errors; weakened
coordination
between
organisational
units; reputational
damage

TMS analytics, |Simultaneous Egr?srs (IJrr]t ation
Critical thinking; KPI dashboards, |management of manallo ement:
analytical skills; shipment multiple shipments; SLA v?olationé'
multitasking; monitoring responding financial '
Cognitive decision-making systems, to schedule enalties:
Competencies |under uncertainty; |routing tools, disruptions, delays, Peduced Jualit
real-time analysis  |load boards and operational of oper at(i]onal y
of operational for alternative contingencies; decigions durin
information sourcing selecting alternative periods of highg
solutions carriers and routes workload
Stress resilience;
i erironments Working across |
characterised Workforce significant time- Professional
by intensive scheduling zone differences burnout;
digital interaction: systems, between the United |digital fatigue;
Adaptive adaptation to ’ notification States and Ukraine; |deterioration in
Competencies |changing regulatory tools, corporate |rapid adaptation to  |decision quality
requirements learning changing operational | due to fatigue;
and digital tools; platforms, conditions and increased
commitment to rotational work  |digital technologies; |employee
schedules maintaining stable  |turnover

continuous learning;

prevention of digital
fatigue

performance levels
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(End Table 1)
1 2 3 4 5
Priority
management;

coordination of
interactions among
transportation
stakeholders;

TMS platforms,

monitoring electronic
operational document
I performance management
gg?ﬁlgéstgﬂg%ﬂ indicators; systems, KPI
management of dashboards,
documentation team
in compliance collaboration
with FMCSA platforms

Coordination of
drivers, owner-
operators,

freight brokers,

and customers;
documentation
control; ensuring
service performance
and operational

Regulatory non-
compliance;
reduced control
over logistics
processes;
deterioration in
service quality;
ineffective team
coordination

requirements;
coordination
of distributed
workforce
processes

continuity

Source: compiled by the authors based on [2; 3; 6, 7; 8; 11; 12; 13]

personnel represent an important prerequisite for
maintaining the effectiveness of digital logistics
operations.

The systematisation presented in Table
1 indicates that digital and communication
competencies are the most critical for ensuring
the continuity of logistics operations. Insufficient
development of these competencies creates
risks of regulatory non-compliance, limits the
effective use of digital platforms, and reduces
the quality of interaction with freight brokers,
carriers, and customers. Within the highly
regulated U.S. logistics market, such limitations
may adversely affect transportation coordination
and undermine a company’s competitive
position.

Adaptive and cognitive competencies give
rise to another category of risks associated
with prolonged digital workloads and the high
intensity of operational activities. Urrejola-
Contreras found that technostress-related
factors exacerbate mental fatigue among remote
workers and negatively affect decision-making
quality [12]. Consiglio et al. likewise confirmed
the relationship between intensive digital
interaction, deteriorating psychological well-
being, and the risk of professional burnout [3].
For dispatch personnel operating across time
zones between the United States and Ukraine
and responsible for the continuous coordination
of logistics processes, such risks should be
carefully considered when designing HR policies
and employee support systems.

The identified characteristics of the dispatcher
competency profile have important implications
for human resource management in logistics
companies. In particular, recruitment processes
should take into account candidates’ levels
of digital competency development, including
proficiency in Transportation Management
Systems (TMS), load boards, Electronic
Logging Devices (ELDs), professional English
communication, and the ability to work effectively
in remote and digitally mediated environments.

The findings of this study are consistent
with those of Akter et al., who identify the
development of employees’ digital competencies
as a key prerequisite for the successful digital
transformation of human resource management
systems. In contemporary organisations,
the level of digital competency development
increasingly influences the effectiveness of
workforce management and organisations’
capacity to adapt to the requirements of a digital
environment [1].

The results also indicate the need to
broaden the scope of training and onboarding
programmes for dispatch personnel. Alongside
technical preparation, greater emphasis should
be placed on developing cognitive resilience,
strengthening the ability to operate effectively
in information-intensive environments, and
implementing measures to prevent digital fatigue.

Inturn, the performance of dispatch personnel
should be assessed using indicators that reflect
the quality of logistics process coordination,
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including OTIF and SLA performance levels,
responsiveness to operational disruptions, and
the accuracy of documentation management.

Conclusions. The study confirmed that the
digitalisation of U.S. international logistics is
substantially transforming the nature of dispatch
personnel’s work and reshaping the requirements
for their professional development. The
implementation of Transportation Management
Systems (TMS), Electronic Logging Devices
(ELDs), digital freight platforms, GPS monitoring
technologies, and digital documentation
systems has shifted the dispatcher’s role from
traditional transportation coordination towards
the management of digital information flows
within a complex logistics ecosystem. Under
these conditions, the effectiveness of dispatch
personnel increasingly depends on the level of
competency development required for operating
in a digital environment.

The study proposesan original systematisation
of dispatch personnel competencies comprising
five interrelated groups: digital, communication,
cognitive, adaptive, and  organisational
competencies. Unlike existing approaches,
the proposed framework reflects not only the
requirements of a digital logistics environment
but also the specific characteristics of dispatching
activities within international distributed workforce
models and the operational conditions of the
U.S. logistics services market. The practical
value of the proposed systematisation lies in
its potential application to the development of
competency profiles, as well as the improvement
of recruitment, training, onboarding, and
performance evaluation practices within logistics
companies.

The findings indicate that the combination of a
local company presence in the United States and

an operational centre in Ukraine creates specific
human resource management challenges
associated with time-zone differences, the high
intensity of digital communication, cross-cultural
interaction, and the risk of digital fatigue. Under
such conditions, adaptive and communication
competencies become particularly important, as
they support effective interaction among logistics
process participants, ensure the continuity of
operational activities, and contribute to the
stable functioning of distributed workforce
models.

The findings also demonstrate that insufficient
development of particular competency groups
may generate both operational and HR-related
risks, including difficulties in complying with
regulatory requirements, reduced effectiveness
of transportation coordination, deterioration in
communication performance, employee burnout,
and lower efficiency of logistics operations.
These results confirm the value of integrating
a competency-based approach into the human
resource management systems of logistics
companies operating under conditions of digital
transformation and international operational
integration. At the same time, the proposed
competency framework was developed based on
a single-company case analysis, underscoring
the need for further validation across other
international logistics companies and different
organisational settings.

Future research should focus on developing
methodological tools to assess dispatch
personnel competencies, empirically validating
the proposed framework using broader samples
of logistics companies, and formulating practical
recommendations for adapting HR systems
to the requirements of digitalised international
logistics and distributed operating models.
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