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Abstract

This study focuses on the research on the superorganizational citizenship behavior
and formation mechanism of individual nodes in the context of blockchain. Through
the discussion of organizational citizenship behavior and the characterization of the
characteristics of super organizational citizenship behavior, the role of digital rights
incentives and superorganizational structures to manage is discussed. The influence
of the formation mechanism of superorganizational citizenship behavior. This topic
takes H Group as an example to conduct empirical research, combines the Bitcoin
network to solve problems such as the superorganizational structure of management
and the superorganizational citizenship behavior of participants, and proposes coun-
termeasures and suggestions to provide new ideas for building a more perfect adap-
tive organization. ideas. It also provides a reference for future theoretical circles and
practitioners to conduct in-depth research on the organizational behavior of super
citizens. This study draws on the research results of digital equity incentives and
management superorganizational structure, conducts theoretical analysis and
grounded theoretical qualitative analysis on the superorganizational citizenship be-
havior mechanism, and constructs a digital equity incentive and superorganizational
management structure. Management and Beyond Organizational Citizenship Be-
havior. The relational and adaptive organization hypothesis model assumes that the
antecedent variables have an impact on the outcome variables, and the mediating
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variable adaptive organization plays a mediating role in the study of su-
pra-organizational citizenship behavior and its formation mechanism.

In the hypothesis testing stage, this study conducted formal coding of the interview
records after interviews with 8 employees of Group H, including open coding, main
axis coding, and relevance coding, etc., to obtain the initial concepts and items of the
reasons for the formation of superorganizational citizenship behavior. Such as equity
incentives, technology, decentralization, etc. ; comparative analysis with the re-
search results of superorganizational citizenship behavior. Through the initial con-
cept coding, the main shaft coding with high relevance and high frequency is ex-
tracted. Among the conceptual categories that have been discovered, the core cate-
gories are summarized and further summarized as core codes. The scale is composed
of main categories (core codes) and subcategories. Then established the main model
and hypothesis of the research, used the maturity scale of organizational citizenship
behavior for reference, modified the scale according to the interview code, and de-
signed the measurement scale of digital equity incentives and superorganizational
management based on the maturity scale. After distributing 392 questionnaires and
collecting data from the employees who are working in the blockchain, using SPSS
statistical tools to pass hypothesis testing and empirical analysis, the main research
conclusions are:

In the context of blockchain:

1. Digital equity incentive X has a significant positive impact on super - organiza-
tional citizenship behavior Z.

2. Digital equity incentive X has a significant positive impact on going to manage-
ment and beyond organization Y.

3. Demanagement superorganizational structure Y has a significant positive
impact on superorganizational citizenship behavior Z.

4. Going to the management superorganizational structure Y plays an intermediary
role in the influence of digital equity incentive X on super - organizational
citizenship behavior Z.

According to the research conclusion, this paper, the first of its kind, puts forward an
outline of supra-organizational citizenship behavior in the context of blockchain de-
velopment, mainly introducing its concept, structure, and theoretical model on the
effects of influence. Besides, it utilizes digital equities to motivate and manage the
supra-organizational structure, adaptive organizational structure, and influence rela-
tions. Based on research findings, this paper proposes to improve the team perform-
ance and the overall performance in Group H by effectively promoting the su-
pra-organizational citizenship behavior of employees. Furthermore, this paper pro-
vides suggestions for people outside Group H who work in the blockchain industry
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on how to take advantage of the benefits of supra-organizational citizenship behav-

10T.

Keywords: Blockchain; Digital equity incentive, Equity-incentive, Demanagement
and Superorganizational Structure, Organizational Citizenship Behavior, Dein-

stitutionalized Self-management.
Introduction

Describe the relationship between
blockchain technology and individual
node superorganizational citizenship
behavior, and the connotation and per-
formance of individual node superor-
ganizational citizenship behavior; un-
der the current situation that citizens'
self-awareness is gradually enhanced
under the background of technical
support, it is listed that enterprises are
faced with the problems of enterprise
model, Challenges and opportunities in
terms of system, culture, and products;
it leads to the necessity of studying the
superorganizational citizenship behav-
ior of individual nodes. In addition, this
paper studies the similarities and dif-
ferences between "superorganizational
citizenship behavior " and "organiza-
tional citizenship behavior " based on
blockchain technology.

Node Individual Superorganizational
Citizenship Behavior

This paper explores the influence
of code-based trust framework, digital
equity incentives, and demanagement
superorganizational structure on the
formation mechanism of superorgani-
zational citizenship behavior in enter-
prises during the period of blockchain
technology impact and development

and change. Then, four relative rela-
tionships are positioned for "superor-
ganizational citizenship behavior for
enterprises, code-based trust framework
for superorganizational citizenship be-
havior, digital rights incentives for su-
perorganizational citizenship behavior,
and demanagement superorganizational
structure for superorganizational citi-
zenship behavior".

Area of Research

This study selects the H Group
enterprise as a case, and uses the
method of empirical analysis to con-
duct survey, interview and data collec-
tion of all employees of the enterprise.
It is hoped that from the perspective of
theoretical guidance and practice, using
mature scales that have been summa-
rized by management research, quanti-
tative measurement and statistics of the
enterprise's code-based trust frame-
work, digital equity incentives, de-
management superorganizational
structure measures and superorganiza-
tional citizenship behavior Analysis,
and strive to truly and deeply reflect the
situation of the enterprise, identify the
problem, identify the mechanism of
action, and put forward suggestions for
improving enterprise management.
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Research Methods

Literature research, multivariate
statistical methods (including explora-
tory research, empirical research, etc.)
are mainly used. This paper adopts a
review method to sort out the relevant
research results at home and abroad,
and determine the research direction by
reviewing and summarizing. On the
basis of theoretical research, design
questions around the research direction,
determine the scope of the research to
identify suitable objects for interviews
and exchanges, and understand the
problems of enterprises and the con-
cerns of different groups from multiple
perspectives. questions and assump-
tions.

Exploratory Model

The Strauss & Corbin grounded
theory adopted in this paper has sys-
tematic operation methods and tech-
niques. By coding and analyzing tex-
tual data, in accordance with scientific
logic laws, common methods such as
induction and deduction are used to re-
fine them in the process of continuous
comparative analysis. concept, and
further develop into the relationship
between different categories of con-
cepts, and finally build a theoretical
model from the bottom up. The con-
struction of grounded theory can be di-
vided into four steps, namely generat-
ing research questions, data collection,
derivation, four measure scales includ-
ing mature organizational culture, or-
ganizational citizenship behavior, em-
ployee performance and human re-

source management are used to form
secondary factor dimensions of de-
pendent, independent and mediating
variables; then refer to the question-
naires related to the scales Items, ad-
justed according to the actual situation
of the company and the interview situa-
tion, to form the items related to the
secondary factors; finally, the dimen-
sions and questions of the four vari-
ables were integrated, and the items of
the basic situation of the employees
were added as control variables to form
an exploratory research questionnaire,
and form an exploratory research ques-
tionnaire. The secondary factors related
to organizational culture, organizational
citizenship behavior, employee per-
formance and human resource man-
agement measures required for this
study were adjusted to form a large
sample analysis research model, scales
and questionnaires.

Based on the summarization and
thinking of the relationship between the
three dimensions of digital rights in-
centives, demanagement superorgani-
zational structure, and superorganiza-
tional citizenship behavior. In this
study, digital equity incentives and de-
management superorganizational
structures are used as independent
variables, and superorganizational citi-
zenship behaviors are used as mediat-
ing variables, and the following theo-
retical model is constructed as shown in
Figure 1.

Among them, digital equity in-
centive is defined as the four dimen-
sions of digital equity incentive
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Figure 1. Theoretical model

Table 1. The Theoretical Research Model Of This Research

Hy-
pothe- | Hypothetical content
sis
Hi Digital equity incentives have a significant positive impact on deman-
agement super- organizations
o Digital equity incentives have a significant positive impact on deman-
agement super- organizations
0 Demanagement and super- organization have a significant positive impact
on superorganizational citizenship behavior
Digital equity incentives have a positive mediating effect between de-
H4 management super- organization and superorganizational citizenship be-
havior
Demanagement super- organization has a positive mediating effect be-
HS tween digital equity incentives and superorganizational citizenship be-
havior
Demanagement super- organization has a positive mediating effect be-
H6 tween digital equity incentives and superorganizational citizenship be-
havior
Digital equity incentives have a positive mediating effect between de-
H7 management super- organization and superorganizational citizenship be-
havior
H8-1 Gender has significant differences in digital equity incentives
H8-2 Gender has significant differences in demanagement and super- organiza-

tion
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HS8-3

havior
HO-1 havior
HO-2 havior
HO9-3

havior

Gender Significant Differences in Extra-Organizational Citizenship Be-
Marital status differs significantly in extra-organizational citizenship be-
Marital status differs significantly in extra-organizational citizenship be-

Marital status differs significantly in extra-organizational citizenship be-

H10-1 | Age makes a significant difference in digital equity incentives

H10-2
H10-3
HI11-1
HI11-2 .
tions
H11-3 behavior
HI12-1 .
tives
HI12-2 o
ment and super- organizations
HI12-3

Age is significantly different in demanagement super- organization

Age Significant Differences in Extra-Organizational Citizenship Behavior
Educational levels have significant differences in digital equity incentives
Education levels differ significantly in demanagement super- organiza-
Educational levels differ significantly in supra-organizational citizenship
Blockchain experience has significant differences in digital equity incen-

There are significant differences in blockchain experience in demanage-

Blockchain Experiences Have Significant Differences in Hy-
per-Organizational Citizenship Behavior

Source: this study is collated

mechanism, digital equity incentive
level, digital equity incentive structure,
and if digital equity incentive calcula-
tion method. Organizational citizenship
behavior is defined as the three dimen-
sions of organizational identity, organ-
izational loyalty, sportsmanship, altru-
istic behavior, and sense of responsibil-

ity.
Empirical Research

Project Reliability And Validity
Analysis

In order to understand the dis-
crimination of each item in the scale

used in this study, the top 27% and the
bottom 27% of the data obtained from
the total score of the pre-test scale were
divided into high and low groups, and
the high and low groups were tested in
Whether there is a significant differ-
ence in the total score of the scale, the
total score of the high group and the
low group is significantly different, it
means that the total score of the scale
has good discrimination. The test
method is based on the scores of each
item in the questionnaire and the total
score (r) and (CR) of the scale to screen
the items. (CR) is to find that the dif-
ference between the high group and the
low group on the item average is sig-
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nificant (Anderson, Tatham, & Black,
2010). The higher the value, the better
the discrimination of the item. Hair et
al. (2010) stated that the correlation
coefficient between the scores of each
item and the total score of the scale
should also be required to be above 0.
5. Therefore, the criterion for the selec-
tion of topics in this study is that the
difference in decision value (CR) is
significant and the correlation (r) be-
tween the topic and the total score is
greater than 0. 5. The results of the item
analysis are described in order as fol-
lows.

In the item analysis of the Digital
Equity Incentive Scale, the item score
and the total scale score (1) are be-
tween. 894~. 927; (CR) is between 19.
876~ 24. 118, which are all in line with
the standard, so all items are reserved.
2. Item analysis of the superorganiza-
tional incentive scale for demanage-
ment are reserved. 3. Item analysis of
superorganizational citizenship behav-
ior, the item score and the total scale
score (r) are between. 878~. 937; (CR)
is between 15. 973~23. 443, all meet
the standard, so all items are reserved.

In this study, the items retained
after factor analysis were further tested
by internal consistency reliability
analysis, and the results were described
in order as follows. The Cronbach's al-
pha value of digital equity incentives is.
966, which meets the standard, indicat-
ing that the questionnaire is credible;
the Cronbach's alpha value for deman-
agement and super- organization is.
936, which meets the standard, indicat-

ing that the questionnaire is credible;
Cronbach's using attitude The alpha
value is. 967, which is in line with the
standard, indicating that the question-
naire has credibility. After the item
analysis and reliability analysis of the
scale, no poor reliability was found for
the discrimination, so the research
questionnaire does not need any ad-
justment, and a formal investigation
can be conducted.

Through the reliability analysis,
no items were deleted. In this study,
KMO values were used to test whether
each scale was suitable for factor
analysis. The KMO value of the digital
equity incentive scale data is 0. 929,
which is greater than 0. 8. Bartlett's
Sphericity test shows that Sig<0. 001,
indicating that the 20 items in this di-
mension have a common factor, and
there is a significant correlation be-
tween variables, which is suitable for
factor analysis.. After factor rotation, 4
eigenvalues with eigenvalues greater
than 1 were extracted from the items of
the digital equity incentive scale, and 4
factors were obtained, of which the
cumulative contribution rate of vari-
ance of the four factors was 69. 079%.
Then, factor rotation analysis was per-
formed using the optimal skew method.

The factor analysis results of
digital equity incentives show that
digital equity incentives are divided
into 4 factors. All 4 dimensions are the
same as we expected, so they are kept.
In this study, the questionnaire items
were deleted according to the criterion
that the factor loading was less than 0.
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6. The deleted items were: X5 (0.
584<0. 6), X6 (0. 533<0. 6), X13 (0.
582 <0. 6). The KMO value of the data
of the superorganizational motivation
scale for management removal is 0.
924, which is greater than 0. 8. Bart-
lett's Sphericity test shows that Sig< 0.
001, indicating that the 12 items in this
dimension have a common factor, and
there is a significant correlation be-
tween the variables, which is suitable
for Do factor analysis. After factor ro-
tation, 4 eigenvalues with eigenvalues
greater than 1 were extracted from the
items of the Superorganizational Incen-
tive Scale, and 4 factors were obtained,
of which the cumulative contribution
rate of variance of the four factors was
71. 048%. Then, factor rotation analy-

sis was performed using the optimal
skew method. To sum up, the data of
the Demanagement Super- Organiza-
tion Motivation Scale is suitable for
factor analysis, and it is divided into
three factors. The process of item dele-
tion of the entire scale is scientific and
reasonable.

The KMO value of the superor-
ganizational citizenship behavior scale
data is 0. 898, which is greater than 0.
8. Bartlett's Sphericity test shows
Sig<0. 001, indicating that the 21 items
in this dimension have a common fac-
tor, and there is a significant correlation
between the variables, which is suitable
as a factor. analyze.

Table 2. The Initial Eigenvalues And Total Variance Explained For Factor Analysis
Of Superorganizational Citizenship Behavior

initial eigenvalues

Extract the load sum of squares

Rotational load

Ele- sum of squares
ment : -
Cumulative total To- Variance accumula- Total
variance (%) tal (%) tion(%)
1 8. 53. 53. 8. 53.386 53. 386
542 386 386 542 7.642
1. 7. 60. 1.
2 132 073 450 132 7.073 60. 459 5.35
3 0. 5. 66. 0.
94 274 113 94 5.874 66. 333 5.182
0. 4. 71. 0.
4 206 825 158 206 4. 825 71. 158 5.210
5 0. 4, 75. 0.
738 798 956 788 4.798 75. 956 5.298

Source: this study is collated
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After factor rotation, 5 eigenval-
ues with eigenvalues greater than 1
were extracted from the items of the
superorganizational citizenship behav-
ior scale, and 4 factors were obtained,
of which the cumulative contribution
rate of variance of the four factors was
75. 956%. Then, factor rotation analy-
sis was performed using the optimal
skew method. The result of factor
analysis of super organizational citi-
zenship behavior shows that super or-
ganizational citizenship behavior is di-
vided into 5 factors. All 5 dimensions
are the same as we expected, so they
are kept. In this study, the questionnaire
items were deleted according to the
criterion that the factor loading was less
than 0. 6. The deleted items were: Z6
(0. 594<0. 6), Z9 (0. 592<0. 6). To sum
up, the data of the superorganizational
citizenship behavior scale is suitable
for factor analysis, and it is divided into
four factors. Summary: After the data
analysis and processing of the pre- in-
vestigation, the three subscales of digi-
tal rights incentives, demanagement
superorganizational structure, and su-
perorganizational citizenship behavior
were all purified. Among them, the
digital rights incentives delete the items
X5, X6, X13, and the remaining 17
items, and extract 4 factors, which is in
line with the theoretical presupposition;
go to the management and superor-
ganizational structure to delete the item
Y4, and the remaining 14 items are ex-
tracted and extracted 3 factors are in
line with the theoretical presupposition;
Items Z6 and 79 are deleted for super-
organizational citizenship behavior, 19
items are left, and 5 factors are ex-

tracted, which is in line with the
theoretical presupposition. After
pre-investigation, the scale required
for formal investigation was suc-
cessfully obtained.

Descriptive Statistics

(1) Digital equity incentive (X)

The mean value is between 5.
24 and 5. 42, the skewness value is
between -1. 23 and -0. 94, the kurto-
sis value is between 0. 25 and 1. 04,
and the standard deviation is be-
tween 1. 56 and 1. 61.

(2) Superorganizational structure (y)
The mean value is between 5. 36~5.
59, the skewness value is between -1.
07~-0. 91, the kurtosis value is be-
tween 0. 23~0. 80, and the standard
deviation is between 1. 36~1. 50.

Test Analysis

(1) Gender

The aspect of digital equity incen-
tives: the average number of boys is
5. 30 (standard deviation 1. 59); the
average number of girls is 5. 35
(standard deviation 1. 41); the test
results did not reach a significant
level (t=-. 37, p=. 712>0. 05), indi-
cating that There is no significant
difference in the feeling of digital
rights incentives among subjects of
different genders.

Demanagement superorganizational
structure: the mean number of boys
is 5. 46 (standard deviation 1. 24);
the mean number of girls is 5. 53
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(standard deviation 1. 27); the test re-
sults did not reach a significant level
(t=-. 52, p=. 605>0. 05), indicating that
subjects of different genders have no
significant difference in the feeling of
going to management and super- or-
ganization.

The dimension of superorganiza-
tional citizenship behavior: the average
number of boys is 5. 56 (standard de-
viation 1. 31); the average number of
girls is 5. 35 (standard deviation 1. 43);
the test results did not reach a signifi-
cant level (t=1. 46, p=. 144>0. 05), in-
dicating that different genders are af-
fected by There was no significant dif-
ference in the perception of superor-
ganizational citizenship behavior
among subjects.

(2) Blockchain experience

The aspect of digital equity in-
centives: the average number of people
who have never been exposed to
blockchain before is 5. 23 (standard
deviation 1. 55); the average number of
people who have been exposed to
blockchain before is 5. 38 (standard
deviation 1. 45); the test results did not
reach a significant level (t=-. 93, p=.
355>0. 05), indicating that different
subjects who have been exposed to the
blockchain have no significant differ-
ence in digital equity incentives.

Demanagement superorganizational
structure:

The mean of no previous expo-
sure to blockchain is 5. 28 (standard
deviation 1. 36); the mean of previous
exposure to blockchain is 5. 61 (stan-

dard deviation 1. 19); the test result
reaches significant level (t=-2. 48,
p=. 014<0. 05), indicating that dif-
ferent subjects who have been ex-
posed to the blockchain have sig-
nificant differences in demanage-
ment and super- organization.

Superorganizational Citizenship Be-
havior Dimension:

The mean of no previous ex-
posure to blockchain was 5. 28 (stan-
dard deviation 1. 44); the mean of
previous exposure to blockchain was
5. 52 (standard deviation 1. 35); the
test results did not reach a significant
level (t=-1. 57, p=. 117>0. 05), indi-
cating that different subjects who
have been exposed to blockchain
have no significant difference in
their attitude towards use.

Coefficient Of Variation Analysis

(1) Marital status

In the digital equity incentive dimen-
sion, the F test of different "marital
status " in the "digital equity incen-
tive "dimension did not reach a sig-
nificant level (F=. 34, p=. 710>0.
05), indicating that the "marital
status " is in the There is no signifi-
cant difference in the aspect of
"digital equity incentives ".

In the Demanagement super-
organizational structure dimension,
the F test of different " marital status
" in the dimension of "removing
management and super- organization
" did not reach a significant level(F=.
68, p=. 507>0. 05), indicating that
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"There was no significant difference in
marital status in the dimension of "de-
management hyper-organization ".

In the superorganizational citi-
zenship behavior dimension, the F test
of different "marital status " in the "su-
perorganizational citizenship behavior "
dimension did not reach a significant
level (F=. 15, p=. 858> 0. 05), indicat-
ing that the "marital status " in There
was no significant difference in the di-
mension of "superorganizational citi-
zenship behavior ".

(2) Age status

In the digital equity incentive di-
mension, the F test of different "ages "
in the "digital equity incentive " di-
mension reached a significant level
(F=3. 08, p=. 010<0. 05), indicating
that "age " is in the "digital equity in-
centive " "there are significant differ-
ences. Post hoc comparison by
Scheffe's method showed that there was
no difference between groups. In the
demanagement and superorganizational
dimension, the F-test of different "ages
" in the "demanagement and super- or-
ganization " dimension did not reach a
significant level (F=1. 66, p=. 144>0.
05), indicating "age "There was no sig-
nificant difference in the "de- super-
group" dimension.

In the superorganizational citi-
zenship behavior dimension, the F test
of different "ages " in the "superor-
ganizational citizenship behavior " di-
mension reached a significant level
(F=4. 17, p=. There are significant dif-
ferences in behavior. The post-hoc

comparison by Scheffe's method
shows that the attitude of the subjects
aged 12 and below is significantly
higher than that of the subjects aged
43 and above.

(3) Education level

In the digital equity incentive
dimension, the F test of different
"educational levels "in the "digital
equity incentives "dimension did not
reach a significant level (F=2. 38,
p=. 069>0. 05), indicating that the
"educational level "is in the There is
no significant difference in the as-
pect of digital equity incentives.

In the demanagement and su-
perorganizational dimension, the F
test of different "education levels " in
the dimension of "removing man-
agement and super- organization "
reached a significant level (F=4. 12,
p=. 007<0. 05), indicating that "edu-
cational level " "There is a signifi-
cant difference in the dimension of
"demanagement super- organization
". After the comparison by the
Scheffe method, it is known that the
subjects of junior colleges and uni-
versities have a significantly higher
view of going to the management
and super- organization than the
subjects of high school vocational
colleges.

In the aspect of using attitudes,
the F test of different "educational
levels " in the aspect of "superor-
ganizational citizenship behavior "
reached a significant level (F=3. 37,
p=. There are significant differences
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in organizational citizenship behavior.
After the comparison by Scheffe
method, it is known that the subjects
below the middle school (inclusive)
have a significantly higher opinion on
the attitude of use than the subjects in
the high school vocational school.

Confirmatory Factor Analysis

(1) The aspect of digital equity in-
centives

There are a total of 4 questions
about digital equity incentives. The
standardized factor loading was 0.
873-0. 933, (SMC) was 0. 762-0. 87,
the compositional reliability was 0.
954,

Table 3. First-Order Verification Factor Analysis Of Digital Equity Incentives

Parametric significance es-  Indicator reli- CR Convergence
¢ timation ability Validity
t

Unst g p 2 P 5 sme CR  AVE

d. value value V

Xa 1. 0.
1 000 933 0. 870
Xa 1. 0. 34. 0. 0.
0. 869
X 2 012 029 933 000 932 0.954  0.837
Xa 0. 0. 32. 0. 0. 0. 848
3 975 030 811 000 921
Xa 0. 0. 27. 0. 0.
4 914 033 938 000 873 0.762

Source: this study is collated

and the average coefficient of variation
extraction was 0. 837, all in line with
the standard.

(2) Demanagement and Superorgani-

zational Structure dimension
There are a total of 3 questions to

go to the superorganizational dimen-
sion of management. The shared vari-
ance was between 0. 778 and 0. 888,
the (SMC) was between 0. 605 and 0.
789, the compositional reliability was
0. 91, and the average coefficient of

variation extraction was 0. 717, all in
line with the standard.

(3) The dimension of superorganiza-
tional citizenship behavior

There are a total of 5 questions in
the superorganizational citizenship be-
havior dimension. Standardized factor
loading was 0. 841-0. 936, (Squared
Multiple Correlations, SMC) was 0.
707-0. 876, (CR) 0. 947, and the aver-
age coefficient of variation extraction
was 0. 818, all in line with the standard.

21

The International Journal of Organizational Innovation
Volume 16 Number 1, July 2023



2022-1279 1JOI
https: /www. ijoi-online. org/

Table 4. First-Order Confirmatory Factor Analysis Of Demanagement
And Super- Organization

N Item Reli- Convergence
parameter estimation - CR .1
c ability Validity
t Unst S. p-Val AV  Composite
d. E. CR wue STD. E Reliability AVE
Ya 1. 0. 0.
1 000 778 605
Ya 1. 0. 19 0. 0.
Y . 0.910 0.717
2 036 054 216 0000 888 789
Ya 1. 0. 18 0. 0.
3 036 055 688 0000 872 760

Source: this study is collated

Table 5. First-Order Confirmatory Factor Analysis Of Superorganizational Citizen-

ship Behavior
parameter estimation Reliability Fe Reliabil- ce Validity
1ty
oo Unst S Z-val p-Val Unst S
ns . - - ]
d. E. uce ue d E. Z'Value p_Value
Za 1. 0. 0.
1 000 936 876
Za 0. 0. 33. 0. 0.
2 976 029 210 %% o1 sa3
Za 0. 0. 25. 0. 0.
g 3924 037 211 0. 000 841 707 0.947 0.818
Za 1. 0. 32. 0. 0.
4 o0 o031 ss3 %% 920 846
Za 0. 0. 30. 0. 0.
s o6 033 683 % o905 834

Source: this study is collated

Convergent Validity

In this study, CFA analysis was
performed on the facets, and the three

facets of the model were: X, Y, and Z.
Factor loadings for all facets ranged

from 0.
from 0.

765 to 0. 941; (CR) ranged
91 to 0. 954 and average coef-

ficient of variation extraction (AVE)
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Table 6. Confirmatory Factor Analysis Summary Table

parameter estimation Reliability te Reliability (i:te Valid-
M Ut S, Zval pval Unst .
ns . -va p-Va ns
d. E. ue e d S.E. Z-value p-Value
Xa 1. 0. 0.
1 000 933 870
Xa 1. 0. 34 0. 0.
0. 000
5 2 012 029 933 932 869 oo, 0 537
Xa 0. 0. 32. . 0. 0.
3975 030 811 : 0] 848
Xa 0. 0. 27 0. 0.
4 o4 033 938 -9 g1 76
1 000 778 605
Ya 1. 0. 19 0. 0.
Yoo 036 054 216 2000 geg 59 0010 0.717
Ya 1. 0. 18 0. 0.
3 036 055 688 090 g9 760
1 000 936 876
Za 0. 0. 33. 0. 0.
2 976 020 210 2000 g8 g43
Za O. 0. 25. 0. 0.
3 o4 037 ant 2% s g0 O 0.818
Za 1. 0. 32 0. 0
4 o010 o031 883 0% 930 s46
Za 0. 0.  30. 0. 0.
s 96 033 683 090 o506 34

Source: this study is collated

Discriminant Validity
Table 7. AVE Discriminant Validity Analysis

X Y Z
X 0.915
Y 0.539 0. 847
V4 0.567 0.592 0. 85

Source: this study is collated

The International Journal of Organizational Innovation
Volume 16 Number 1, July 2023

23



2022-1279 1JOI
https: /www. ijoi-online. org/

ranged from 0. 717 to 0. 861. There- results show that (y2)=2237. 781,
fore, this model meets the criteria of (x2/df)=3. 464, fitness index
convergent validity. (GFD)=0. 875, (AGFI)=0. 864,

(RMSEA)= 0. 079, (SRMR)=0. 182,
Model fit: using the structural model to (TLI)=0. 900, (CFI)=0. 908, indicating
analyze the research hypothesis, the that the model has an acceptable model
fit.

Table 8. Model Fit Index

Model fit Criteria Model fit of research model
x2) The small the better 2237. 781

DF The large the better 392. 000

(x2/df) 1<y2/df<3 3. 464

GFI >=(0. 9 0.875

AGFI >=(). 9 0. 864

(RMSEA) <=0. 08 0.079

(SRMR) <=0. 08 0.182

TLI (NNFI) >=0.9 0.900

(CFI) >=0.9 0.908

Source: this study is collated

Table 9. Satorra-Bentler Scaled Chi-square

Model fit indicator Criteria Model fit of research model
%2 small better 1482. 611
DF large better 392. 000
x2/df 1<x2/DF<3 2.295
RMSEA <0. 08 0. 057
SRMR <0. 08 0.184
TLI (NNFI) >0.9 0.916
(CFI) >0.9 0.923
(GFD) >0.9 0.917
(AGFI) >0.9 0.91
?Oiallng correction fac- -1 1509

Source: this study is collated
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Model Fit Correction

In the SEM analysis, the consis-
tency between the sample covariation
coefficient matrix generated by the
sample data and the expected covaria-
tion coefficient matrix generated by the
research model is presented by virtue of
the model fit.

Hypothetical Test

In this study, the explanatory
power (R2) of the digital equity incen-
tive (X) for the demanagement and su-
per- organization (Y) variation was 0.
291, indicating that the explanatory
power of the model in this study is ac-
ceptable. The explanatory power (R2)
of digital equity incentives (X) and de-
management super- organization (Y) to
superorganizational citizenship behav-
ior (Z) is 0. 437, which shows that the
explanatory power of the model in this
study is acceptable.

(1) Research Hypothesis 1:

The non-standardized regression
coefficient of "Digital Equity Incentive
(X) "to "Demanagement Super Or-
ganization (Y) "is 0. 423, reaching a
significant level (Z-value=10. 205,
p-Value =0. 000). Therefore, the hy-
pothesis 1 of this study is that "digital

equity incentive (X) " has a significant
impact on "demanagement super- or-
ganization (Y) ", and the hypothesis is
true.

(2) Research Hypothesis 2:

The non-standardized regression
coefficient of "digital rights incentives
(X) "to "superorganizational citizenship
behavior (Z) "is 0. 305, reaching a sig-
nificant level (Z-value=6. 586, p-Value
=0. 000). Therefore, the hypothesis 2 of
this study is that "digital rights incen-
tives (X) " have a significant impact on
"superorganizational citizenship be-
havior (Z) ", and the hypothesis is true.

(3) Research Hypothesis 3: The un-
standardized regression coefficient of
"demanagement super- organization
(Y) "to "superorganizational citizenship
behavior (Z) "is 0. 450, which is at a
significant level (Z-value=7. 211,
p-Value =0. 000). Therefore, Hypothe-
sis 3 of this study is that "removing
management and super- organization
(Y) " has a significant impact on "su-
perorganizational citizenship behavior
(Z) ", and the hypothesis is true.

Mediation Effect Analysis

In the total effect of digital equity
incentive (X)—superorganizational
citizenship behavior (Z), its p < 0. 05
and the confidence interval does not
contain 0 [0. 371, 0. 63], indicating that
the total effect accepts the hypothesis;
in the digital equity incentive (X)—to
the total indirect effect of superorgani-
zation (Y)—superorganizational citi-
zenship behavior (Z), its p<0. 05 and
the confidence interval does not contain
0[0. 107, 0. 290, indicating that the to-
tal indirect effect accepts the hypothe-
sis, that is, the mediation The effect
exists; in the direct effect of digital
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Table 10. Hypothesis Test Results

Number hypothetical content test result
X) h ignificant effect
Hypothesis 1 EY; as a sightlicant etiect on Accept the hypothesis
Hypothesis 2 E>Z<)) has a significant effect on Accept the hypothesis
Y)h ignificant effect
Hypothesis 3 EZ)) as 4 sighiticant eTiect on Accept the hypothesis

Source: this study is collated

Table 11. List Of Empirical Results Of Research Hypotheses

DV IV Unstd S.E. gnStd' S ovale  std. R2

X Y 0.423 0.041 10.205  0.000 0. 539 0.291

X 0.305 0.046 6.586 0. 000 0. 349 0. 437
Y 0.450 0.062 7.211 0. 000 0. 404

Source: this study is collated

Table 12. Indirect Effect Analysis Table Of Mediation Model

Bootstrap 1000 times

Point  product of coefficients .
Bias-corrected 95%

Effect Esti- Val L U
z-Valu ower pper
t .E. _

fmate S.E e p-Value bound bound
Total effect
X)—(2) 0. 496 865 7.609 0.000 0.371 0.630
Total indirect
effect
X)—(Y) — 0.
@) 0. 190 048 3.990 0.000 0.107 0.290
Direct effect
X)—(2) 0. 305 382 3.736 0.000 0. 145 0.472

Source: this study is collated
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equity incentive (X)— superorganiza-

tional citizenship behavior (Z), its p<0.
05 and this confidence interval does not
contain 0 [0. 145, 0. 472], indicating
that the direct effect accepts the hy-

Testing Based on Full Model
A total of 21 hypotheses are put for-
ward in this paper. It can be seen from
Table 13 that the analysis results ob-

pothesis. tained in this study through the research
data, and the test results of the research
Regression Analysis and Hypothesis hypothesis in Table 13.
Table 13. Summary Of Research Assumptions And Results
items research hypothesis result
i Digital equity incentives have a positive and significant impact on Accept
demanagement super- organizations
) Digital equ'ity i'ncenti\'/t?s havef a positiye and significant impact on Accept
superorganizational citizenship behavior
m Demanagement and super- organization have a positive and sig- Accept
nificant impact on superorganizational citizenship behavior
Digital equity incentives have a positive mediating effect between
H4 demanagement super- organization and superorganizational citi- Reject
zenship behavior
Demanagement supergroup has a positive mediating effect between
H5 digital equity incentives and superorganizational citizenship be- Reject
havior
Superorganizational citizenship behavior has a positive mediating
H6 effect between digital rights incentives and demanagement super-  Accept
organization
H7-1 Gender has significant differences in digital equity incentives Reject
72 Gende'r hé.ls significant differences in demanagement and super- Reject
organization
H7-3 Gende.r Significant Differences in Extra-Organizational Citizenship Reject
Behavior
HS8-1 Marital status varies significantly in digital equity incentives Reject
HS8-2 Marital status varies significantly in digital equity incentives Reject
H8-3 Mar'itall status differs significantly in demanagement super- or- Reject
ganization
HO9-1 Age makes a significant difference in digital equity incentives Reject
H9-2 Age is significantly different in demanagement super- organization Reject
HO-3 Age Si‘gnificant Differences in Extra-Organizational Citizenship Accept
Behavior
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Educational levels have significant differences in digital equity in-

H10-1 ) Reject
centives

H10-2 Edu'cati.on levels differ significantly in demanagement super- or- Accept
ganizations

H10-3 Educgtional leyels differ significantly in supra-organizational citi- Accept
zenship behavior

HIL-1 Blockf:ham experience has significant differences in digital equity Reject
incentives

Hil2 There are significant dlffereanes in blockchain experience in de- Accept
management and super- organizations

H11-3 Blockchain Experiences Have Significant Differences in Hy- Reject

per-Organizational Citizenship Behavior

Source: this study is collated

Research Hypothesis On The Relation- This study proposes the mediation

ship Between Digital Rights Incentives,
Demanagement Super- Organization
And Superorganizational Citizenship
Behavior

H1: Demanagement and super- organi-
zation have a positive and sig-
nificant impact on digital equity
incentives

H2: Digital equity incentives have a
positive and significant impact on
superorganizational citizenship
behavior

H3: Demanagement and super- organi-
zation have a positive and sig-
nificant impact on superorganiza-
tional citizenship behavior

H4: Supra-organizational citizenship
acts as a mediator between digital
equity incentives and demanage-
ment super- organizations

hypothesis (H4) to accept the hypothe-
sis that superorganizational citizenship
behavior is the mediating variable be-
tween digital equity incentives and su-
perorganization. The variables in the
research model are significantly differ-
ent, and the results are analyzed as fol-
lows.

Gender (H7) has no significant differ-
ence in digital equity incentives,
demanagement and super- or-
ganization (H7-1, H7-2, H7-3).

Marital status (H8) has no significant
difference in digital rights incen-
tives, demanagement super- or-
ganization, and superorganiza-
tional citizenship behavior (HS-1,
HS8-2, H8-3).

Age (H9) has no significant difference
in digital rights incentives, de-
management and super- organiza-
tion (H9-1, H9-2), only in super-
organizational citizenship behav-
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ior (H9-3), indicating that the use
of different ages When people
operate or use the blockchain,
they behave differently at the
level of superorganizational citi-
zens.

There is no significant difference
in education level (H10) in digital eq-
uity incentives (H10-1), but there are
significant differences in demanage-
ment super- organization (H10-2) and
superorganizational citizenship behav-
ior (H10-3), indicating that different
education levels When users operate or
use the blockchain, they differ in the
level of demanagement super- organi-
zation (H10-2) and superorganizational
citizenship behavior (H10-3).

Research Conclusions and
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