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Abstract. Clients of logistics organizations often demand not only one service, but a total logistics pack-
age. Therefore, globalization of economic, social and cultural processes pose new challenges for human 
resource management. The paper analyzes the impact of human resource competence features and its use 
as a tool for development of logistics organization and logistics service quality assurance. Competence 
measurement is complicated, it requires sophisticated studies, thus competence is often assessed on the 
grounds of simple, easily expressed, but often frustrated total image indicators, such as education and 
training. The conducted qualitative research enabled the identification of human resource social compe-
tence problematics in  logistics organizations. 
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1. Introduction 

Human resources create value for organization 
when they are used and efficiently managed in 
conjunction with other resources, which emphasiz-
es the importance of human resource management 
system. Production process innovation, productivi-
ty and quality directly depend on employee compe-
tence and qualification.  

The novelty of the topic. With reference to the 
scientific literature, the article presents the effect of 
human resource competence peculiarities and its 
use as a tool for development of logistics organiza-
tion and logistics service quality assurance. Man-
agement of human resource competencies is pre-
sented as the research problem analysis by defining 
concepts of human resources, relevance and es-
sence from the perspective of theoretical modelling 
and methodological aspects. 

The object of the Article – competencies of 
human resources in logistics organizations. 

The aim of the Article – to investigate the effect 
of human resource competence peculiarities and its 
use as a tool for development of logistics organiza-
tion and logistics service quality assurance.  

The objectives of the Article: 1) To analyse 
the role of human resource competencies in logis-
tics organization; 2) To analyse and distinguish the  

relevance of employee competence in logistics or-
ganizations; 3) To carry-out an expert assessment 
of logistics organizations: research on human re-
source competencies in logistics organizations. 

The Methodology of the Article: Research 
analysis of Scientific Literature, Collection of Sta-
tistical Data and Grouping, Synthesis, Qualitative 
Research. 

2. Organization performance management from 
the perspective of human resource management 

Configuration and empowerment is a creative and 
entrepreneurial process for organization in pursu-
ance of financial gain Priem and Cycyota (2001) 
claim that resource empowerment process requires 
specific tacit knowledge that is usually embedded 
in human capital. Thus, efficient resource empow-
erment process requires substantial managerial ex-
perience as a primary source of tacit knowledge. 
Unique organizational competence is a combina-
tion of resources that affect organization’s ability 
to develop resources and create competitive ad-
vantage, (Fitzroy, Hulbert 2005). So Human re-
source management is one of the most important 
processes in each organization (Čižiūnienė et al. 
2015). 
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Proper formulation of the righteous human re-
source management policy will help to obtain the 
following objectives:  

− Bringing together personnel into cohesive 
unit effectively participating in implemen-
tation of organization’s mission and goals;  

− Create a modern employee incentive sys-
tem enabling each team member to achieve 
better results and motivating to work in a 
qualified and creative manner;  

− Develop an efficient competence and 
knowledge management system facilitating 
employee improvement not only in terms 
of their profession, but also in mastering 
neccessary, modern competencies. 

Human resources create value for organization 
when they are used and efficiently managed in 
conjunction with other resources. Underis (2015) 
claims, that human resource management policy is 
often equated with human resources management 
strategy and human resource policy is defined as a 
document, which describes in detail the long-term 
organizational values, aspirations and expectations 
for individual employees, principles of conduct 
within organization (Underis 2015). According to 
Leonienė (2001), human resource management 
policy provides no specific means to solve certain 
organizational tasks, however, solution principles 
are distinguished, managers and co-workers behav-
ioral rules are established on the basis of human-
ism and responsibility towards the society ideals. 
According to the author, a great emphasis in hu-
man resource management policy is placed on the 
following points:  

− operational safety and social welfare;  
− establishment of good relationships be-

tween different groups of employees;  
− owners’ commitment to improve human 

potential in an organization; 
− Fair pay for work;  
− Motivation of Employee Performance Re-

sults. 
A creative indvidual is constantly reflecting 

on his future activities. Creativity is mainly linked 
to innovations. On the other hand, to create means 
to make up individual decisions. Decisions tend to 
be made by confident, creative individuals. 

Global economical, social and cultural pro-
cesses pose new challanges for management of 
human resources. Logistics sector in Lithuania is 
one of the key branches of Economics that is stable 
and yet constantly developed (Čižiūnienė, Štaraitė 
2015; Čižiūnienė et al. 2015; Prentkovskis et al. 
2009). Considering this, requirements for the com-
petencies of logistics sector specialists will in-

crease qualitatively (Barysienė et al. 2015). Ac-
cording Ledauskaitė and Bazaras (2008) it is nec-
essary to educate specialists with wide spectrum of 
competencies. 

3. Modeling of social competence 

Competence – a cluster of related abilities, 
knowledge and skills that enable a person to act 
effectively (Lietuvos Respublikos Seimas 2004). 

The most united and clearly understood ele-
ment of competence is knowledge. According to 
Becker (2008), Armstrong (1999) and Stukaitė 
(2000), it is possible to distinguish the following 
types of competencies: 

− Professional (specialty) competence, com-
prising all the knowledge, training required 
for specific professional tasks. 

− Management (performance) competence, 
which is understood as the ability to act in 
an organized manner by integrating part or 
all of the other competencies.  

Production process innovation, productivity 
and quality directly depend on employee compe-
tence and qualification. In order to succeed in their 
area of expertise, people must acquire a number of 
competencies and qualifications, and therefore 
constantly update their knowledge, skills and abili-
ties; or acquire new ones (Simonaitienė, Tar-
gamadzė 2001; Laužackas 2005; Fokienė 2007). 
Prahalad and Hamel (cited by Dessler 2001) claim 
that today’s competitive advantage is determined 
by the ability to employ organization’s special 
skills, or the main competence – management’s 
ability to consolidate corporate-wide technologies 
and empower individual businesses to adapt quick-
ly to changing circumstances.  

Competence measurement is complicated, it 
requires sophisticated studies, thus, competence is 
often assessed on the grounds of simple, easily ex-
pressed, but often frustrated total image indicators, 
such as education and training (see Ledauskaitė 
2010). According to Stanišauskienė (2004), social 
competence is closely linked to ethics that raises 
moral questions established amongst individual and 
the environment and individuals involved in differ-
ent relations. In order to express these notions more 
accurately, descriptive qualification criteria (educa-
tion, professional training, experience, age) is not 
sufficient. These terms do not reflect the required 
employee qualification, thus, a term “competence” 
is more generally used (Čingienė et al. 2004). 
Lekavičienė (2001) claims that social competence, 
in a broad sense can be defined as an ability to cope 
with demands of social life, reach and maintain
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strong relationships, achieve ones goals and adapt to 
the environment. According to the author, socially 
competent person is able to influence other people. 
Anužienė et al. (2008) claims that elements of so-
cial competence are knowledge and skills, however, 
a priority is given to a person himself, who knows 
when, where and how to apply the present know-
ledge and skills. Basic social competence is defined 
as communication, inclusion and willingness to 
work across organizational boundaries. Stanišaus-
kienė (2004) defines social competence as an ability 
to work with colleagues, managers, clients and cre-
ate specific business climate. According to the au-
thor, socially competent person is characterized by 
the ability to interact, negotiate flexibly, cooperate 
and express ones opinion, raise clear questions. 
Lekavičienė (2001) claims that it is possible to dis-
tinguish three major indicators describing social 
competence: social skills, quality of interpersonal 
relations and ability to achieve goals. According to 
Bagdonas and Bagdonienė (2000), social competen-
cies manifest in a wide range of ways, i.e. orienta-
tion towards unity – technology, people and organi-
zation. Skerstonienė (2006) claims that managers’ 
social competence lies in the ability to understand 
complex social relationships and successfully work 
with other people, respect their interests. According 
to Malinauskas (2006, 2001) it is mastery and man-
ners. Socially competent person always obeys so-
cially acceptable standards of conduct and profes-
sional ethics, remains dignified, even when opposed 
to his decisions. Lekavičienė (2001, 2004) claims, 
that scientists, following diverse approaches to so-
cial competence, identify different social compe-
tence assessment indicators. Individual’s social 
competence is one of the main factors determining 
his/her psychosocial adaptation. According to the 
author, social competence enables to distinguish 
those who are able to overcome the barriers of com-
petition, adapt to changing social situations, to se-
lect without fear the most appropriate performance 
strategy. 

Considering that changes do constantly occur 
in the area of Logistics, it is thus neccessary to 
analyse the particular features that must be at-
tributed to people working in this area. 

4. Research on social competencies of human 
resources in logistics organization 

Long-term investigations (Ledauskaitė 2008, 2010; 
Čižiūnienė, Štaraitė 2015; Čižiūnienė et al. 2015), 
allowed to identify specific competencies required 
for employees of the logistics sector. Therefore, to 
conduct expert evaluation is essential. The method 

of expert questionnaire was selected to conduct a 
research on human resource competencies and so-
cial competencies in logistics organizations, as it 
allows collecting statistical data that reveals factual 
reality and its development tendencies, phenomena 
dependence and interaction. In order for question-
naire results to be representative, a target segment 
was set. Programmed answers to the questionnaire 
items are used with a possibility to choose an answer.  

11 questionnaires were sent to the experts. 6 
males and 5 females took part in the research. In 
accordance with the managerial experience, the 
highest comparative weight were constituted from 
6 to 10 years, (equals to 58.3%) and respondents 
having up to 3 years of managerial experience 
constitute 41.70% of the respondents. The size of 
the companies have the following distribution: 
number of employees (from 50 to 99) constitutes 
54.55%; number of employees (from 100) consti-
tutes 27.3%; number of employees from 10 to 49 
constitutes 18.15%.  

All of the respondents indicated that appropri-
ate personnel management strategy and policy is 
an important condition for business success.  

Experts were asked to assess, which of the cri-
teria are the most important in logistics organiza-
tion management. Questionnaire data from eleven 
experts were randomly enumerated in Table 1. In 
order to assess the compatibility of expert opin-
ions, a concordance coefficient (W) was calculated. 
Calculations showed that W = 0.4843, and the 
weight of the concordance coefficient  χ2 21.3091. 
 χ

2 estimated value turned out to be higher than 

critical 2

kr
χ  (equal to 9.48773) value, thus, opinion 

of the respondents is considered to be consistent 
and the average rankings indicate the general ex-
pert opinion. 

Additionally, the minimum value of the con-
cordance Wmin coefficient (0.2156) was estimat-
ed, which is least than W (0.4843) value, thus, ex-
pert opinions are consistent. Estimation of factors 
affecting logistics organization management, 
relevance indicators – Qj. The obtained data are 
provided in Table 2.  

Table 2 provides all the factors and its distri-
bution order from the most important to the least 
important. In accordance with expert assessment 
and conducted estimates, the successful manage-
ment of logistics organizations entails the following:  

− fair pay for work; 
− motivation of Employee Performance  

Results;  
− establishment of good relationships between 

different groups of employees; 
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− owners’ commitment to improve human 
potential in an organization; 

− operational safety and social welfare. 
The research aims at determining which of the 

competencies are relevant (according to priority) 
for individuals employed in respective positions:  

− Head of Logistics Department perceives as 
relevant: Professional (specialty) compe-
tence; Management (performance) compe-
tence; Social competence. 

 

Table 1. Rankings table of the most important criteria in logistics organization management  
(Source: developed by the authors) 

Respondent Nr. 
Factor encryption symbol (m = 5)∗ 

a b c d e 

E1 4 5 1 2 3 

E2 5 3 4 1 2 

E3 5 1 4 2 3 

E4 4 2 3 1 5 

E5 5 3 4 1 2 

E6 4 5 1 2 3 

E7 5 1 4 2 3 

E8 5 1 4 2 3 

E9 4 5 1 2 3 

E10 5 3 4 1 2 

E11 5 3 4 1 2 

1

n

ij

i

R

=

∑  51 32 34 17 31 

1

n

ij

i
j

R

R
n

=

=

∑
 

4.636 2.909 3.091 1.545 2.818 

1

1
( 1)

2

n

ij

i

R n m

=

− +∑  18 –1 1 –16 –2 

2

1

1
( 1)

2

n

ij

i

R n m

=

 
− + 

  
∑  324 1 1 256 4 

Note: ∗Criteria coding: operational safety and social welfare (a); establishment of good relationships between 
different groups of employees (b); owners’ commitment to improve human potential in an organization; (c); fair 
pay for work (d); motivation of employee performance results (e).  

Table 2. The most important criteria in logistics organization management  
(Rankings table) (Source: developed by the authors) 

Factor Nr. 
Factor encryption symbol 

Sum 
a b c d e 

jq  0.3091 0.1939 0.2061 0.1030 0.1879 1 

jd  0.6909 0.8061 0.7939 0.8970 0.8121 4 

Qj 0.1727 0.2015 0.1985 0.2242 0.2030 1 

jQ′  0.0909 0.2061 0.1939 0.2970 0.2121 1 

Factor distribution 5 3 4 1 2 
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− Transport manager perceives as relevant: 
Social competence, Management (perfor-
mance) competence; Professional (special-
ty) competence. 

− Warehouse manager perceives as relevant: 
Social competence; Management (perfor-
mance) competence; Professional (special-
ty) competence. 

− Stockman perceives as relevant: Social 
competence; Management (performance) 
competence; Professional (specialty) com-
petence. 

− Driver perceives as relevant: Professional 
(specialty) competence, Management (per-
formance) competence; Social competence. 

This suggests, that competence requirements 
varies depending on individuals employed in dif-
ferent positions. On the other hand, experts were 
asked to assess what competencies are important 
for every professional working in Logistics Com-
pany: Transport manager (Tables 3–4); Warehouse 
manager (Tables 5–6); Driver (Tables 7–8). 

In order to assess the compatibility of expert 
opinions, a concordance coefficient (W) was calcu-
lated. Calculations showed that W = 0.2815 and the 
weight of the concordance coefficient  χ2 27.8727. 
 χ

2 estimated value turned out to be higher than 

critical 2

kr
χ  (equal to 16.9190) value, thus, opinion 

of the respondents is considered to be consistent 
and the average rankings indicate the general ex-
pert opinion. 

Additionally, the minimum value of the con-
cordance Wmin coefficient (0.1709) was estimated, 
which is least than W (0.2815) value, thus, expert 
opinions are consistent. 

Relevance indicators – Qj of Transport Man-
agers’ competence are estimated. Obtained data is 
presented in Table 4. 

Table 4 provides all the factors and its distri-
bution order from the most important to the least 
important. In accordance with expert assessment 
and conducted estimates, Transport Manager’s 
competencies and its relevance are distributed in 
the following sequence: 

− Communicate with co-workers, to be en-
gaged in obtaining ones goals, willingness 
to work across organizational bounda-
ries;Ability to work with colleagues, man-
agers, clients, as well as creating of certain 
company’s climate; 

− Ability to cooperate with co-workers, ex-
press ones opinion, raise clear questions; 

− Remains dignified, even when opposed to 
his/her decisions; 

− To have a thorough understanding on Lo-
gistics services and great manners; 

− Select the appropriate transport for Cargo; 
− Ability to select the required technologies 

to implement transportation process; 
− Ability to communicate with clients, nego-

tiation flexibility; 
− Ability to establish relations with potential 

clients and maintain the existing ones, achieve 
ones goals and adapt to the environment. 

In order to assess the compatibility of expert 
opinions, a concordance coefficient (W) was calculat-
ed. Calculations showed that W = 0.2381 and the 
weight of the concordance coefficient  2

χ  23.5686. 
2

χ
  estimated value turned out to be higher than criti-

cal 2

kr
χ  (equal to 16.9190) value, thus, opinion of the 

respondents is considered to be consistent and the 
average rankings indicate the general expert opinion. 

Additionally, the minimum value of the con-
cordance Wmin coefficient (0.1709) was estimated, 
which is least than W (0.2381) value, thus, expert 
opinions are consistent. 

Relevance indicators Qj of Warehouse 
Manager competencies are estimated. Obtained 
data is presented in Table 6. 

Table 6 provides all the factors and its distri-
bution order from the most important to the least 
important. In accordance with expert assessment 
and conducted estimates, Warehouse Manager’s 
competencies and its relevance are distributed in 
the following sequence: 

− Ability to work with colleagues, managers, 
clients, as well as creating of certain com-
pany’s climate; 

− Ability to communicate with clients, nego-
tiation flexibility; 

− Ability to cooperate with co-workers, ex-
press ones opinion, raise clear questions; 

− Communicate with co-workers, to be en-
gaged in obtaining ones goals, willingness 
to work across organizational boundaries; 

− Ability to understand warehouse workers 
and respect their interests; 

− To have a clear understanding on the ware-
house elements and functions; 

− Ability to understand and manage techno-
logical aspects of the warehouse activity; 

− To have a thorough understanding on 
warehouse peculiarities and great manners; 

− Remains dignified, even when opposed to 
his/her decisions;  

− To have an understanding on the ware-
house processes. 
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Table 3. Assessment of transport manager competencies (rankings table) (Source: developed by the authors) 

Respondent Nr. 
Factor encryption symbol (m = 10)∗ 

a b c d e f g h i j 

E1 6 7 4 2 8 5 10 9 3 1 

E2 4 7 1 3 2 5 10 8 9 6 

E3 1 7 5 6 8 4 2 3 9 10 

E4 3 9 2 10 4 1 5 6 7 8 

E5 6 7 4 2 8 5 10 9 3 1 

E6 6 7 4 2 8 5 10 9 3 1 

E7 1 6 2 7 8 3 4 5 9 10 

E8 1 6 2 7 8 3 4 5 9 10 

E9 6 7 4 2 8 5 10 9 3 1 

E10 1 6 2 7 8 3 4 5 9 10 

E11 1 4 3 10 8 2 9 6 7 5 

ij

n

i

R∑
=1

 36 73 33 58 78 41 78 74 71 63 

n

R

R

n

i

ij

j

∑
=

−

=
1  

3.273 6.636 3.000 5.273 7.091 3.727 7.091 6.727 6.455 5.727 

∑
=

+−

n

i

ij mnR

1

)1(
2

1
 –24.5 12.5 –27.5 –2.5 17.5 –19.5 17.5 13.5 10.5 2.5 

2

1

)1(
2

1








+−∑

=

n

i

ij mnR  600.25 156.25 756.25 6.25 306.25 380.25 306.25 182.25 110.25 6.25 

Note: ∗Criteria coding: ability to determine the possibilities of different modes of transport in the process of cargo 
transportation; (a); ability to establish relations with potential clients and maintain the existing ones, achieve ones 
goals and adapt to the environment; (b); communicate with co-workers, to be engaged in obtaining ones goals, will-
ingness to work across organizational boundaries (c); ability to work with colleagues, managers, clients, as well as 
creating of certain company’s climate (d); ability to communicate with clients, negotiation flexibility (e); ability to 
cooperate with co-workers, express ones opinion, raise clear questions (f); ability to select the required technologies 
to implement transportation process; (g); select the appropriate transport for cargo (h); to have a thorough under-
standing on Logistics services and great manners; (i); remains dignified, even when opposed to his/her decisions (j). 

Table 4. Assessment of transport manager competencies (rankings table) (Source: developed by the authors) 

Indicator 
mark 

Factor encryption symbol 
Sum 

a b c d e f g h i j 

jq  0.0595 0.1207 0.0545 0.0959 0.1289 0.0678 0.1289 0.1223 0.1174 0.1041 1 

jd  0.9405 0.8793 0.9455 0.9041 0.8711 0.9322 0.8711 0.8777 0.8826 0.8959 9 

Qj 0.1045 0.0977 0.1051 0.1005 0.0968 0.1036 0.0968 0.0975 0.0981 0.0995 1 
'

jQ  0.1405 0.0793 0.1455 0.1041 0.0711 0.1322 0.0711 0.0777 0.0826 0.0959 1 

Factor 
encryption 

symbol 
2 7 1 3 10 4 9 8 6 5 
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Table 5. Assessment of warehouse manager competencies (ranking table) (Source: developed by the authors) 

Respondent Nr 
Factor encryption symbol (m = 10)* 

a b c d e f g h i j 

E1 10 9 8 5 1 2 6 3 4 7 

E2 3 4 1 6 2 5 7 8 9 10 

E3 10 3 2 1 9 8 7 6 5 4 

E4 10 1 9 5 4 3 8 2 6 7 

E5 10 9 8 5 1 2 6 3 4 7 

E6 10 9 8 5 1 2 6 3 4 7 

E7 6 7 1 2 8 3 9 10 5 4 

E8 5 6 1 2 7 8 3 4 9 10 

E9 10 9 8 5 1 2 6 3 4 7 

E10 5 6 1 2 7 8 3 4 9 10 

E11 10 2 3 1 4 5 6 7 9 8 

ij

n

i

R∑
=1

 89 65 50 39 45 48 67 53 68 81 

n

R

R

n

i

ij

j

∑
=

−

=
1  

8.091 5.909 4.545 3.545 4.091 4.364 6.091 4.818 6.182 7.364 

∑
=

+−

n

i

ij mnR

1

)1(
2

1
 28.5 4.5 –10.5 –21.5 –15.5 –12.5 6.5 –7.5 7.5 20.5 

2

1

)1(
2

1








+−∑

=

n

i

ij mnR  812.25 20.25 110.25 462.25 240.25 156.25 42.25 56.25 56.25 420.25 

Note: *Criteria coding: to have an understanding on the warehouse processes; (a); to have a clear understanding 
on the warehouse elements and functions; (b); communicate with co-workers, to be engaged in obtaining ones goals, 
willingness to work across organizational boundaries; (c); ability to work with colleagues, managers, clients, as well 
as creating of certain company’s climate (d); ability to communicate with clients, negotiation flexibility (e); ability 
to cooperate with co-workers, express ones opinion, raise clear questions (f); ability to understand and manage tech-
nological aspects of the warehouse activity (g); ability to understand warehouse workers and respect their interests; 
(h); to have a thorough understanding on warehouse peculiarities and great manners (i); remains dignified, even 
when opposed to his/her decisions (j). 

Table 6. Assessment of warehouse manager competencies (ranking table) (Source: developed by the authors) 

Indicator 
mark 

Factor encryption symbol Sum 

a b c d e f g h i j 
 

jq  0.1471 0.1074 0.0826 0.0645 0.0744 0.0793 0.1107 0.0876 0.1124 0.1339 1 

jd  0.8529 0.8926 0.9174 0.9355 0.9256 0.9207 0.8893 0.9124 0.8876 0.8661 9 

Qj 0.0948 0.0992 0.1019 0.1039 0.1028 0.1023 0.0988 0.1014 0.0986 0.0962 1 
'

jQ  0.0529 0.0926 0.1174 0.1355 0.1256 0.1207 0.0893 0.1124 0.0876 0.0661 1 

Factor 
encryption 

symbol 
10 6 4 1 2 3 7 5 8 9 
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Table 7. Ranking table of the obtained assessment driver (Source: developed by the authors) 

Respondent Nr. 
Factor encryption symbol (m = 10)* 

a b c d e f g h i j 

E1 3 2 6 5 4 9 8 7 10 1 

E2 8 9 1 2 5 4 3 6 7 8 

E3 10 2 7 8 6 5 9 1 4 3 

E4 8 7 9 5 4 3 10 2 6 7 

E5 10 9 8 5 1 2 6 3 4 7 

E6 3 2 6 5 4 9 8 7 10 1 

E7 4 1 3 2 5 6 8 9 10 7 

E8 7 1 2 3 5 8 9 10 6 4 

E9 7 1 2 3 5 8 9 10 6 4 

E10 8 7 9 5 4 3 10 2 6 7 

E11 4 1 2 3 5 6 7 8 10 9 

ij

n

i

R∑
=1

 72 42 55 46 48 63 87 65 79 58 

n

R

R

n

i

ij

j

∑
=

−

=
1  

6.545 3.818 5.000 4.182 4.364 5.727 7.909 5.909 7.182 5.273 

∑
=

+−

n

i

ij mnR

1

)1(
2

1
 11.5 –18.5 –5.5 –14.5 –12.5 2.5 26.5 4.5 18.5 –2.5 

2

1

)1(
2

1








+−∑

=

n

i

ij mnR  132.25 342.25 30.25 210.25 156.25 6.25 702.25 20.25 342.25 6.25 

Note: *Criteria coding: constantly improve their professional competence (a); identify and eliminate simple faults in 
the car and trailers; (b); possession of the Code 95 (Drivers Qualification Card)  (c); ability to work with colleagues 
and managers (d); ability to use information and communication means, road maps (e); to know the requirements 
applicable to international road transport (f); thorough understanding of the vehicle control design, operations and 
technical requirements for traffic safety (g); to know complementary car devices for proper microclimate setup in 
the cabin, its impact on traffic safety and driver’s health; (h); follow the guidelines of the work and rest require-
ments; (i); ability to operate trailers under extreme conditions (j). 

Table 8. Ranking table of the obtained assessment driver (Source: developed by the authors) 

Indicator 
mark 

Factor encryption symbol Sum 

 
a b c d e f g h i j 

 
jq  0.1171 0.0683 0.0894 0.0748 0.0780 0.1024 0.1415 0.1057 0.1285 0.0943 1 

jd  0.8829 0.9317 0.9106 0.9252 0.9220 0.8976 0.8585 0.8943 0.8715 0.9057 9 

Qj 0.0981 0.1035 0.1012 0.1028 0.1024 0.0997 0.0954 0.0994 0.0968 0.1006 1 

jQ′  0.0797 0.1285 0.1073 0.1220 0.1187 0.0943 0.0553 0.0911 0.0683 0.1024 1 

Factor encryp-
tion symbol 

8 1 4 2 3 6 10 7 9 5 
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In order to assess the compatibility of expert 
opinions, a concordance coefficient (W) was calcu-
lated. Calculations showed that W = 0.1952 and the 
weight of the concordance coefficient  χ2 19.3240. 
 χ

2 estimated value turned out to be higher than 

critical 2

kr
χ  (equal to 16.9190) value, thus, opinion 

of the respondents is considered to be consistent 
and the average rankings indicate the general ex-
pert opinion. 

Additionally, the minimum value of the con-
cordance Wmin coefficient (0.1709) was estimated, 
which is least than W (0.1952) value, thus, expert 
opinions are consistent. 

Relevance indicators Qj of the Driver’s com-
petence are estimated. Obtained data is presented 
in Table 8. 

Table 8 provides all the factors and its distri-
bution order from the most important to the least 
important. In accordance with expert assessment 
and conducted estimates, Driver’s competencies 
and its relevance are distributed in the following 
sequence: 

− Identify and eliminate simple faults in the 
car and trailers; 

− Ability to work with colleagues and man-
agers; 

− Ability to use information and communica-
tion means, road maps; 

− Possession of the Code 95 (Drivers Quali-
fication Card); 

− Ability to operate trailers under extreme 
conditions; 

− To know the requirements applicable to in-
ternational road transport; 

− To know complementary car devices for 
proper microclimate setup in the cabin, its 
impact on traffic safety and driver’s health; 

− Constantly improve their professional 
competence; 

− Follow the guidelines of the work and rest 
requirements; 

− Thorough understanding of the vehicle 
control design, operations and technical 
requirements for traffic safety. 

In accordance with research and expert as-
sessment, the Competencies of the Head of Logis-
tics Department and its relevance are distributed in 
the following sequence: 

− To know materials management functions; 
− to have a thorough understanding on estab-

lishment and operation peculiarities of the 
logistics supply chain; 

− Ability to communicate, negotiation flexi-
bility; 

− Remains dignified, even when opposed to 
his/her decisions; 

− To communicate with subordinates and in-
volve them into pursuance of organiza-
tion’s goals as soon as possible; 

− to have a thorough understanding and great 
manners; 

− Ability to work with colleagues, managers, 
clients, as well as creating of certain com-
pany’s climate; 

− Ability to establish relations with potential 
clients and maintain the existing ones, 
achieve sales objectives and adapt to the 
environment; 

− Ability to lead and manage human re-
sources and motivate employees of logis-
tics organization; 

− Ability to assess development opportuni-
ties of transport/logistics business in inter-
national market. 

Moreover, the research have shown that the 
majority of the respondents (89.51%) assume, that 
in the future attention must be given to abilities to 
prepare business development strategy and 10.49% 
of the respondents consider, that the ability to es-
tablish product/service sales strategies will be 
highly appreciated. Therefore, the competencies of 
highly qualified employees should be developed.  

5. Conclusions 

Human resources create value for organization 
when they are used and efficiently managed in 
conjunction with other resources, which emphasiz-
es the importance of human resource management 
system. 

All of the respondents indicated that appropri-
ate personnel management strategy and policy is 
an important condition for business success, which 
indicates that human resource competencies are 
relevant in logistics organization management. 

The research results have shown that social 
competence is important for persons, working di-
rectly with clients and their orders, professional 
and social competencies are important for manage-
rial work, while profession-oriented competencies 
are substantial for technical workers. 
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