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In the current rapidly changing environment, this article explores the influence mechanism and path of structural innovation on
organizational performance of enterprises from a perspective of dynamic capability. -e empirical study of 362 HEM enterprises
shows that structural innovation has a significant direct impact on organizational performance, and the two dimensions of
dynamic capability, namely, absorptive capability and transformative capability, not only play an independent intermediary role
in the relationship between structural innovation and organizational performance but also play a chain intermediary role.

1. Introduction

Currently, the rapid development of technology, shrinking
consumer market and extremely unstable trade market [1],
these external environmental factors have put forward
higher requirements for the development of enterprises. At
present, there are many researches on technological inno-
vation of enterprises, but in many enterprises, technological
innovation has only brought short-term performance
growth. -is is because in such a highly dynamic envi-
ronment, extensive management can no longer meet the
growth needs of enterprises. -erefore, organizational
structure, as the framework of an enterprise, has attracted
the renewed attention of many scholars and managers,
which is the foundation of operation and management.
From earliest linear structure to division system, and then
network structure [2], the continuous changes of the ex-
ternal environment make the structural innovation more
and more flat, decentralized, informal and adaptable [3].
Many enterprises have carried out organizational innovation
activities and adopted a more flat, decentralized and re-
sponsive organizational structure.

-ere has been no consistent view on the impact of
structural innovation on organizational performance, which

has led many enterprises to pay less attention to structural
innovation. Early studies generally believe that structural
innovation improves organizational performance by re-
ducing management costs, improving management effi-
ciency and employee satisfaction [4–7]. However, whether
saving cost or improving work efficiency is analyzed from a
static perspective, and the performance improvement is
limited. It is not enough to explain the important role of
structural innovation in organizational performance in the
current dynamic environment. -en, how does structural
innovation affect organizational performance? How to un-
derstand the relationship between structural innovation and
organizational performance from a dynamic perspective?
-ese are the issues that this article wants to discuss. Related
works on structure and performance is shown in Table 1.

Recently, some scholars discuss the relationship between
organizational structure and organizational performance
from a dynamic perspective, such as Zhang Guang-lei (2011)
separately discussed the influence of organizational structure
on innovation performance through the improvement of
absorptive capability and transformative capability [8, 9],
but he only mentioned one aspect of knowledge, not
explained the complete process; Wang Tao (2018) proposed
that innovative organizational structure enhanced the
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dynamic capability of enterprises and further improved
international performance [10], and demonstrates that dy-
namic capability seize the opportunity to reset resources to
improve performance in complex external environment, but
he lacked a detailed analysis of the process of dynamic
capability. -erefore, based on previous studies, this article
introduces dynamic capability theory, constructs a model of
“structure-capability-performance”, and further discusses
the mechanism and path of structural innovation on or-
ganizational performance through deconstructing dynamic
capabilities, the snapshot of the research steps is as shown in
Figure 1.

2. Theoretical Basis and Research Hypothesis

2.1. Dynamic Capability. Dynamic capability is first put
forward by Teece and Pisano (1997) based on the resource-
based view, immediately caused widespread concern. -e
theory of dynamic capability make up for the resource-based
view that emphasizes the internal resources and lack at-
tention to external environment and emphasizes how to
obtain resources and capabilities in a dynamic environment
to maintain a sustainable competitive advantage. Teece
defined dynamic capability as “the firm’s ability to integrate,
build, and reconfigure internal and external competences to
address rapidly changing environment” [11], Zollo and
Winter (2002) defined dynamic capability as “a learned and
stable pattern of collective activity through which the or-
ganization systematically generates and modifies its oper-
ating routines in pursuit of improved effectiveness” [12].
Although at present there is no agreement about the concept
of dynamic capability, scholars generally agree that dynamic
capability is a kind of “higher-order” ability that can change
ordinary capabilities. Ordinary capabilities of organization
are considered to be “zero-level” capabilities, which are used
to effectively develop existing resources, while dynamic
capability is considered to be “first-level” capability, and
their main role is to effectively develop new resources [13].
-e “dynamic” in dynamic capability means that in order to
adapt to the external environment, companies must con-
stantly update their own capabilities, and the process of
dynamic capability changing capabilities is actually the result
of an update of its own knowledge system. -erefore, with
the deepening of research, many scholars have interpreted
dynamic capability from the perspective of knowledge and
evolution. Nielsen (2006) combined dynamic capability with
knowledge management activities, and classified dynamic
capability into three capabilities: knowledge development,

knowledge combination and knowledge use [14]. Chinese
scholars Wang Jingna (2009) on the basis of Winter and
Teece, from the perspective of knowledge, pointed out that
dynamic capability is the ability to acquire knowledge from
the outside by identifying market opportunities, and in-
ternally integrate and reconfigure existing knowledge and
external new knowledge, and then create new resources and
capabilities to meet the environmental requirements of
organization [15]. Essentially speaking, resources and ca-
pabilities are both a kind of knowledge. -e introduction of
the knowledge perspective makes the connotation of dy-
namic capability clearer and the object more focused, which
transform dynamic capability from a variety of resources,
capabilities, processes or conventions to the specific process
to absorb, integrate and create knowledge. It significantly
improved the observability and operability [16], and is
powerful in promoting the in-depth study of dynamic ca-
pability. -erefore, this article adopts the definition of dy-
namic capability by Wang Jingna and based on the research
of Pandza [16] and CL. Wang [17], according to the different
sources of knowledge, divides dynamic capability into two
sub-dimensions: absorptive capability and transformative
capability. Absorptive capability refers to the ability of an
enterprise to identify and absorb external knowledge and
transform it into internal new knowledge or resources. It is a
process of transforming external knowledge into internal
knowledge. Transformative capability refers to the ability of

Table 1: Antecedents of structure and performance.

Research
perspective Reference

Static perspective
Reduce management costs Child, J. (1972), Dawson, P. (1994), Mabey, C. (1995), Ogbonna E (2003)

OECD (2005)Improve management efficiency
Improve employee satisfaction

Dynamic
perspective

Knowledge absorption knowledge
transfer Zhang Guang-lei (2011), Zhang Guang-lei (2012), Wang Tao (2018)

Dynamic capability

Literature Review 
and Summary 

Formulate a 
Hypothetical 

Model

Questionnaire

Test Hypothesis

Conclusion and 
Inspiration

Figure 1: Snapshot of the research.
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an enterprise to integrate and apply existing internal
knowledge to form new knowledge or resources. It is a
process of re-integration and creation of internal knowledge
to form valuable new knowledge [18].

2.2. Structural Innovation and Organizational Performance.
Structural innovation is a new organizational structure
developed to change the way of organizational coordination,
communication and contact as well as the distribution form
of responsibilities and obligations. -e new organizational
structure needs to maintain dynamic coordination with
strategy, culture, process and technology [19]. Structural
innovation is an adjustment and optimizationmade to adapt
to the internal and external environment of an organization.
In the current highly dynamic market environment,
structural innovation tends to be flat, decentralized and
flexible. Structural innovation brings new information
transmission methods and decision-making methods for
enterprises, enabling enterprises to adapt and respond to the
environment more quickly. Moreover, the reduction of
management level and the increase of management range
avoid meaningless management consumption, and at the
same time fully mobilize the initiative of the organization,
improve the overall work efficiency, reduce the operation
cost, and improve organizational performance. From the
perspective of transaction cost theory, structural innovation
reduces the degree of enterprise centralization and is more
inclined to collective decision-making, which can reduce the
impact caused by managers’ “bounded rationality” and
“opportunism”, thereby reducing transaction costs of en-
terprises to promote organizational performance [2]. Based
on the above analysis, the hypothesis H1 is proposed.

H1: structural innovation has a positive impact on or-
ganizational performance.

2.3. IntermediationRoleofDynamicCapabilities. In previous
studies, although scholars believe that structural innovation
has an impact on organizational performance, it is generally
believed that the direct impact is less and more of an in-
termediary effect. With the acceleration of technological
update and the increasing volatility of market, it is not
enough to consider the relationship between structural in-
novation and organizational performance from the static
perspective of cost reduction and efficiency improvement.
Instead, it is necessary to explore the relationship between
organizational structure innovation and organizational
performance from the perspectives of the dynamic devel-
opment of knowledge and long-term learning mechanisms.
Dynamic capability is such a kind of ability, which can make
enterprises respond effectively to the demand of external
environment by constantly adjusting and changing the
operation capability and resource base, so as to obtain
continuous competitive advantage and improve perfor-
mance. Organizational structure is the micro foundation of
dynamic capability [20]. Further, structural innovation
changes the way enterprises acquire knowledge, broadens
the circulation channels of knowledge in enterprises, and
improves the efficiency of knowledge acquisition and

transfer. And dynamic capability is a process of knowledge
renewal and reorganization. -erefore, the flat, decentral-
ized and flexible structure brought by structural innovation
can enhance the dynamic capability of enterprises, and the
new resources and abilities formed by the dynamic capability
can make enterprises adapt to the current environment,
meet the market demand, and improve organizational
performance. In order to further study the role of dynamic
capability, this article divides dynamic capability into ab-
sorptive capability and transformative capability. Absorptive
capability and transformative capability are both internal
capabilities, but absorptive capability is outward-looking,
and transformative capability is inward-looking [18].

-e structural innovation of enterprises can enhance the
absorptive capability contained in the dynamic capability
through both formal and informal channels. On the one
hand, enterprises can set up separate departments or in-
crease their job functions to strengthen the collection of
information and industrial knowledge about the external
environment. -is formal and institutionalized function can
better guarantee and expand the source channels of infor-
mation and knowledge, enhance the perception and re-
ception of the external environment, and make it easier for
the internal absorption and transformation of external
knowledge. On the other hand, the flattening and decen-
tralization of the organizational structure can increase the
personal enthusiasm and participation of employees, mak-
ing each employee a knowledge receiver and a knowledge
releaser, accelerating the flow and dissemination of
knowledge [21], and then make the external knowledge
quickly converted into applicable internal knowledge, so the
absorptive capacity of enterprises can be improved. -e
rapid digestion, integration, and application of external
knowledge can help enterprises gain the ability to quickly
respond to markets and opportunities for development and
win more profits and market shares. Based on the above
analysis, the hypothesis H2 is proposed.

H2: absorptive capability of enterprises plays an inter-
mediary role in the relationship between structural inno-
vation and organizational performance.

Transformative capability in dynamic capability allows
enterprises to apply internal knowledge to novel and un-
anticipated applications and ultimately trigger the progress
of new knowledge while making full use of existing
knowledge to form new capabilities or resources [18].
Structural innovation brought flat, decentralized, and in-
formal structure mode to enterprises, which can break the
shackles brought by traditional structure to departments and
individuals for a long time. -e reduced management level
and widen management range can effectively cut down the
cost of vertical communication and increase communication
and exchanges between departments, making the channels
of knowledge circulation more diversified. It is helpful for
cross-departmental knowledge resources to be coordinated
and integrated within the enterprise. -e collection and
integration of multiple knowledge can maximize the ap-
plication of internal knowledge and greatly increase the
possibility of triggering new knowledge, which means that
the transformative capability is effectively improved. -e
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new knowledge and resources brought by transformative
capability can meet the requirements of the external envi-
ronment on the enterprises, make up for market vacancies,
meet market demands, and promote organizational per-
formance. Based on the above analysis, hypothesis H3 is
proposed.

H3: the transformative capability plays an intermediary
role in the relationship between structural innovation and
organizational performance.

Dynamic capability is a concept with internal logic level,
and there is a certain evolutionary and progressive rela-
tionship [20]. From the perspective of the micro process of
knowledge system update, there are two independent and
cohesive paths for dynamic capabilities, which are identi-
fying and learning external knowledge to form internal
knowledge and transforming and integrating internal
knowledge. After the external knowledge is absorbed by the
enterprise, it can be further integrated with other internal
knowledge to form new knowledge. From another macro
perspective, there is a certain progressive relationship be-
tween absorptive capability and transformative capability.
Organizational resources and capabilities formed by ab-
sorptive capability can also be integrated with other internal
resources to form new resources and capabilities to meet the
needs of enterprises. -erefore, absorptive capability not
only directly affects the enterprise, but also affects the op-
eration and performance of the enterprise through trans-
formative capability. Based on the above analysis, hypothesis
H4 is proposed.

H4: absorptive capability and transformative capability
play a chain intermediary role between structural innovation
and organizational performance.

3. Research Design

3.1. Data Collection. -e research object of this article is
HEM (High-end Equipment Manufacturing) enterprises.
HEM is an industry that manufactures advanced industrial
equipment with high technology and high value-added.
HEM enterprises are in high-end part of the value chain,
which not only have characteristics of high-tech and
knowledge-intensive, but also has the scale and complexity
of manufacturing industry, so the study of HEM enterprises
has an important significance. According to the “Outline of
the thirteenth five-year Plan for National Economic and
Social Development of the People’s Republic of China”
issued in 2016, the key development of HEM industries
including eight aeras of: aerospace equipment, marine
engineering equipment and high-tech ship, advanced rail
transit equipment, high-end CNC machine tools, robotic
equipment, modern agricultural machinery equipment,
high-performance medical equipment, and advanced
chemical complete sets. -is article collects data by ques-
tionnaire survey of enterprises in the above eight industries.
-e research work began in June 2018 and ended in January
2019. -e research enterprises are mainly located in Har-
bin, Beijing, Shenzhen, Shanghai, Shenyang and other
places, and the respondents of the questionnaire are the
middle and senior managers of the enterprises. -is time, a

total of 472 questionnaires were issued, and a total of 381
questionnaires were returned, with a recovery rate of
80.72%, of which 362 were valid questionnaires, with a
recovery rate of 76.70%.

3.2. Measurement of Variables. -is article refers to and
draws on some mature scales, and adopts two-way trans-
lation to ensure the accuracy of concept translation. -e
scale has high reliability and validity. -e whole scale is
measured by LIKERT 5-point scale, and 1–5 successively
represents “complete disagreement” to “complete agree-
ment”. Structural innovation, dynamic capability and or-
ganizational performance were measured by multiple items
respectively. Structural innovation variables refer to the
research of Zhang Guanglei [8] and Huang [21] et al., and
the evaluation from the four aspects of flattening, decen-
tralization, departmental communication and feedback
speed is taken as the topic measurement of structural in-
novation. Dynamic capability variables were measured from
two dimensions of absorptive capability and transformative
capability using CL. Wang et al. ‘s scale [18], with 3 items of
absorptive capability and 4 items of transformative capa-
bility. Organizational performance variables refer to the
scale of Lee and Choi [22], which has three items in total and
adopts the self-evaluation method of multiple factors rather
than a single factor to measure organizational performance.
Organization performance in addition to under the influ-
ence of structural innovation and dynamic capability, may
also be affected by the age, size and so on enterprise features,
in order to reduce the influence of above factors on the
organizational performance, this article will control the
above variables, taking the natural logarithm of the age, the
size of the enterprise is expressed by the number of em-
ployees, and taking the natural logarithm of the number of
employees. As shown in Table 2, the factor load of all
variables is greater than 0.7, Cronbach’s value of all variables
is greater than 0.8, and the square root of AVE of all variables
is shown in the diagonal line in Table 3 -erefore, this scale
has good reliability and validity.

4. Data Analysis and Results

4.1. Common Method Deviation Test. SPSS23.0 application
software, put together all variables, principal component
factor analysis of the isolated from variable not rotating
factor, the test results have multiple eigenvalues greater than
1 common factor, the biggest characteristic root factors can
explain 37.06% of the variance, not more than 40% of the
critical value, so the common method biases in the ac-
ceptable range.

4.2. Confirmatory Factor Analysis. -e confirmatory factor
analysis with MPLUS7.4 showed that the fitting effect of the
four-factor model was the best, 2/df� 1.304< 3,
SRMR� 0.036< 0.05, TLI� 0.970> 0.9, CFI� 0.977> 0.9,
RMSEA� 0.057< 0.08, and the fitting indexes of the model
met the requirements.
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4.3. Descriptive Statistical Analysis. -e mean value, stan-
dard deviation and correlation coefficient matrix of variables
are shown in Table 3. According to the data in the table,
structural innovation is significantly positively correlated
with dynamic capability and organizational performance,
and the correlation analysis results can preliminarily obtain
the relationship between variables.

4.4. Hypothesis Testing. In this study, MPLUS7.4 is used to
conduct structural equation modeling and verify the rela-
tionship between variables. -e normalized path coefficient
and significance of the structural equation are shown in
Figure 2. First, hypothesis 1 is tested, with structural in-
novation as an independent variable and organizational
performance as a dependent variable. -e results show that
structural innovation has a significant positive impact on
organizational performance (β� 0.184, P< 0.05), and hy-
pothesis 1 is valid.

-en the mediating effect is tested by maximum like-
lihood method and percale bootstrap (�5000) with deviation
correction, and the direct effect, indirect effect and total
effect are as shown in Table 4.-e indirect effect of structural
innovation on organizational performance through ab-
sorptive capability is 0.133 (P< 0.001), and the 95% level
confidence interval CI is (0.065, 0.203) excluding 0. Hy-
pothesis 2 is established. -e indirect effect of structural
innovation on organizational performance through

transformative capability is 0.128 (P< 0.001), and the
confidence interval CI of 95% level is (0.070, 0.199), ex-
cluding 0. Hypothesis 3 is valid. -e two dimensions of
dynamic capabilities, the chain mediation of absorptive
capability and transformative capability, has an indirect
effect value of 0.089 (p< 0.001) between structural inno-
vation and organizational performance, the level of 95% CI
is (0.054, 0.127), not including 0, hypothesis 4 is established.
-erefore, the total indirect effect of structural innovation
on organizational performance through dynamic capabil-
ities is 0.350, and the total effect of structural innovation on
organizational performance is the sum of direct and indirect
effects of 0.534.

Table 2: Reliability and validity of variables.

Variable Subject outline Factor
loading Cronbach’s alpha

Structural innovation

SI1: the enterprise is flatter than before 0.779

0.823SI2: employees have more decision-making power 0.768
SI3: more work communication between departments 0.787

SI4: feedback on work is faster than before 0.774

Absorptive capability

A1: the company regularly searches the market for new knowledge and
resources 0.863

0.894A2: companies can learn new knowledge and resources quickly 0.836
A3: the company can apply new knowledge to new products 0.846

Transformative
capability

T1: employees are encouraged to provide their own methods and opinions 0.918

0.936

T2: encourage employees to understand the knowledge and skills relevant to
their work in the enterprise 0.926

T3: encourage employees to challenge outdated practices and try new ways of
doing things 0.929

T4: it provides a lot of support for employees’ attempts at innovation 0.893

Organizational
performance

P1: higher profit compared with other competitors 0.806
0.869P2: a larger market share compared with other competitors 0.772

P3: compared with other competitors, profit grows faster 0.867

Table 3: Correlation coefficient of variables (N � 362).

Variables Structural innovation Absorptive capability Transformative capability Organizational performance
Structural innovation 0.733
Absorptive capability 0.448∗∗∗ 0.858
Transformative capability 0.504∗∗∗ 0.552∗∗∗ 0.892
Organizational performance 0.465∗∗∗ 0.521∗∗∗ 0.613∗∗∗ 0.837
Mean 3.325 2.348 3.345 3.129
Standard 0.957 0.936 1.052 1.151
Note: ∗p< 0.05, ∗∗p< 0.01, and ∗∗∗p< 0.001. -e bold diagonal data are the AVE square root of the corresponding variable.

Structural
Innovation

Absorptive
Capability

Transformative
Capability

Organizational
Performance

0.426***

0.184**

Dynamic 
Capability

0.530*** 0.250***

0.322*** 0.397***

Figure 2: Structural equation test results.
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5. Conclusions and Implications

5.1. Conclusion. -is article takes HEM enterprises as the
research object, conducts empirical analysis of data samples,
discusses the mechanism of structural innovation on or-
ganizational performance from the perspective of dynamic
capability, and draws the following conclusions: (1) Struc-
tural innovation has a direct positive impact on organiza-
tional performance; (2) as two dimensions of dynamic
capability, absorptive capability and transformative capa-
bility play mediating roles in the relationship between
structural innovation and organizational performance; and
(3) absorptive capability and transformative capability not
only play an independent mediating role, but also play a
chain mediating role in the relationship between structural
innovation and organizational performance.

5.2. .eoretical Contribution. Firstly, this article expounds
the connotation and dimension division of dynamic capa-
bility. From the perspective of knowledge, it unifies the
connotations of resources, capabilities, and conventions
involved in dynamic capability, and points out that the role
of dynamic capability is a process of absorbing, integrating
and creating knowledge, and dividing dynamic capability
into absorptive capability and transformative capability
according to different sources of knowledge. It makes dy-
namic capability more convenient for observation and ap-
plication, and helps further study of dynamic capability.

Second, this article enriches the research on the rela-
tionship between structural innovation and organizational
performance. -ere have always been two views on the
relationship between structural innovation and organiza-
tional performance, one is the direct impact, and the other is
the indirect impact. -is research proves through empirical
analysis that organizational structure innovation has a direct
positive impact on organizational performance, but the
impact is relatively small.-erefore, it is of great significance
to explore the relationship between organizational structure
innovation and organizational performance from more
perspectives.

-ird, the article clarifies the influence path of structural
innovation on organizational performance in HEM enter-
prises. In the current complex market environment, we have
a clearer understanding of the impact mechanism of
structural innovation on organizational performance from

the perspective of dynamic capability. -is study points out
that there are three paths for structural innovation to affect
organizational performance: structural innovation⟶ ab-
sorptive capability⟶ organizational performance, struc-
tural innovation ⟶ transformative capability ⟶
organizational performance, and structural innovation⟶
absorptive capability ⟶ transformative capability ⟶
organizational performance. It provides new ideas for in-
depth study of the impact of organizational structure in-
novation on organizational performance.

5.3. Management Enlightenment. First, actively carry out
structural innovation. At present, China generally attaches
importance to technological innovation and ignores struc-
tural innovation. -e research show that structural inno-
vation also plays an important role in organizational
performance, so that enterprises can draw lessons from
experience, combined with their own actual situation,
according to the development needs to adjust organizational
structure, appropriately reduce the management level, in-
crease the scope of management, give more autonomy to
each department, strengthen interdepartmental communi-
cation, improve the response speed of enterprises, and make
the organizational structure flatter, decentralized and flex-
ible. -ese innovative activities can effectively improve the
operational efficiency of enterprises, and at the same time
promote the growth of dynamic capabilities of enterprises,
so that enterprises have the ability to continuously updated
itself, maintain the competitive advantage, and improve the
organizational performance in the rapidly changing
environment.

Second, from the perspective of dynamic capability,
enhancing the absorptive capability and transformative
capability of enterprises is also a way to achieve organiza-
tional performance. In addition to structural innovation, on
the one hand, we can strengthen individual’s perception of
the external-level employees, increase opportunities for
employees to go out for learning, training, research, and
communication, and allow employees to acquire more ex-
ternal knowledge. At the organizational level, we can also
establish routines for regular collection and sorting of ex-
ternal knowledge and information or increase the function
of processing external information to strengthen the entire
enterprise’s attention and sensitivity to external knowledge
and information, thereby enhancing the company’s ab-
sorptive capability. On the other hand, it is possible to
promote the internal integration and reorganization of in-
formation and knowledge by appointing transformational
managers, internal rotations, regular internal communica-
tion, perfect file management, create an open learning and
communication atmosphere, and establish a system that
encourages innovation, thereby strengthening transforma-
tive capability, and further promoting performance.

5.4. Limitations and Future Research. Although this article
demonstrates the impact of structural innovation on orga-
nizational performance from the perspective of dynamic
capability and validates it through empirical research, there

Table 4: Total effect, indirect effect, and direct effect.

Effect
Bias-corrected

95% CI
Percentile 95%

CI
Lower Upper Lower Upper
Total effect

SI–P 0.534 0.434 0.627 0.432 0.626
Indirect effect

SI—A—P 0.133 0.071 0.211 0.065 0.203
SI—T—P 0.128 0.072 0.202 0.07 0.199
SI—A—T—P 0.090 0.058 0.133 0.054 0.127

Direct effect
SI–P 0.184 0.058 0.311 0.059 0.312
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are still some limitations in the research: first, the concept of
dynamic capabilities has always been controversial. Due to
the different dimensions of dynamic capability, the inter-
mediary path of dynamic capability is not unique, and more
exploration is needed. Second, the organizational perfor-
mance in the questionnaire includes three items, which may
not be a comprehensive representation of organizational
performance, and the connotation of organizational per-
formance can be more perfect in future research.

Data Availability

-e data used to support the findings of this study are
available from the corresponding author upon request.
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