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A researcher aims to explore the impact mechanism of digital transformation capability on
financial performance. The researcher designed a questionnaire containing four latent
variables: Digital Transformation Capability (DTC), Organizational Agility (OA),
Financial Performance (FP), and Organizational Culture Flexibility (OCF). Each variable
initially included 5 to 8 measurement items (measurement variables, all using a 7-point
Likert scale). A total of 450 valid questionnaires were collected from senior executives.
Please answer the following questions.

1. Explain the criteria used for removing inappropriate measurement items, including the
KMO value, Barlett's test for sphericity, eigenvalue, screen plot, and factor loading. (10
points)

2. The CFA (Measurement Model) results show: y?/df = 2.45, CFI = 0.93, TLI = 0.92,
RMSEA = 0.065, SRMR = 0.045. Please evaluate the fitness of this measurement
model. Also explain what sample characteristics might affect the > value. (10 points)

3. The result of 2000 bootstrapping shows that the indirect effect of DTC on FP through
OA is 0.24, with a bias-corrected 95% confidence interval of [0.08, 0.42]; while the
direct effect of DTC on FP is 0.11, with a bias-corrected 95% confidence interval of
[-0.03, 0.25].

(1) Please explain the meaning of the above data and draw the structural model path
analysis diagram. (20 points)

(2) Please write down all the possible hypotheses and conclusions of this research.
(10 points)
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** Answers can be written in English or Chinese.

In the context of globalization and escalating geopolitical conflicts, corporate
supply chains are increasingly exposed to risks such as pandemics, wars,
cyberattacks, and shortages of critical raw materials. As a result, supply chain

security has become a significant source of competitive advantage for firms.
Please answer the following questions:

1. Explain the similarities and differences between supply chain security and

supply chain resilience? (20%)

2. Using PEST analysis, Porter's Five Forces analysis, and risk management
theory, to develop a strategic framework for strengthening supply chain
security? (30%)
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Organizational Behavior (Part A)
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(1) In the context of digital transformation and the growing trend toward globalized
operations, organizations are becoming increasingly dependent on high-quality
communication to enable effective coordination, knowledge sharing, and decision-
making. Nevertheless, communication barriers remain pervasive across
organizational settings and may significantly undermine organizational effectiveness.
Drawing on relevant theoretical perspectives, this question invites an analysis of the
common types of communication barriers within organizations and their underlying
causes. It further examines how such barriers are intensified in remote work
environments, and how they influence information transmission, team interaction,
and overall organizational performance. Finally, it requires the formulation of
concrete managerial strategies to mitigate these barriers and enhance the quality and

effectiveness of organizational communication in remote work contexts. (25%o)

(2) Traditional perspectives have long held that organizational citizenship behavior

(OCB) enhances organizational effectiveness and strengthens overall organizational
competitiveness. However, an emerging body of research suggests that OCB does not
invariably produce positive outcomes and may, under certain conditions, give rise to
unintended adverse consequences.
This question requires an analysis of the potential negative effects of OCB at both the
individual employee level and the organizational level, as well as an examination of
the underlying causes and mechanisms through which such effects are generated.
Drawing on relevant theoretical perspectives, it further calls for the development of
concrete managerial strategies to mitigate the potential drawbacks of OCB while
preserving and sustaining its positive contributions to organizational effectiveness.
(25%)
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(1) Power has long been recognized as a central construct in organizational behavior and
management research, as it not only shapes individual behavior but also significantly
influences organizational decision-making and resource allocation processes.
Drawing on established theories of power, analyze the sources, key characteristics,
and contextual applicability of different types of power within organizations.
Furthermore, provide a differentiated discussion of how managers and non-

managerial employees can effectively use power in organizational settings. (25%)

(2) With the rapid advancement of artificial intelligence (Al), many organizations have
begun developing strategies to integrate Al into their operations to enhance
operational efficiency, reduce labor costs, streamline processes, and foster the
development of innovative business models, thereby sustaining competitive
advantage in the marketplace. During the Al adoption process, while some employees
view Al as a tool to improve work efficiency, others express concerns that it may
replace their jobs.

As an organizational leader, which leadership theory would you adopt to guide
employees in addressing the challenges brought about by Al? Please provide a
comprehensive justification for your choice of leadership theory, and explain how
you would apply this theoretical framework to effectively lead employees in

responding to the diverse challenges arising from Al implementation. (25%o)
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