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ABSTRACT
The paper is devoted to the analysis of the role played by the dynamic 
capabilities of IT in shaping the job performance of contemporary em-
ployees. It also discusses teamwork as a factor playing a key role 
in such a relationship, showing that dynamic IT capabilities have the 
potential to support teamwork in an organisation. Empirical research 
was conducted in order to verify the existence of such a relationship. 
The research was done based on a questionnaire as a tool for data 
collection, and the sample contained 246 organisations operating in 
Poland. Statistical analysis of data was performed using linear regres-
sion analysis with mediators and moderators. The results show that 
teamwork is a mediator of the relationship between dynamic IT ca-
pabilities and job performance. Moreover, the level of organisational 
dynamics was verified as a moderator of said relationship.
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The role of teamwork in shaping job 
performance has been known and rec-
ognised in the literature for decades now, 
together with various dimensions which 
influence such relations (Cohen and Lev-
esque, 1991; Stevens and Campion, 1994; 
Dickinson and McIntyre, 1997; Salas et al., 
2000; Salas et al., 2005; Salas et al., 2008; 
DeChurch and Mesmer-Magnus, 2010). 
Nowadays, it seems that every contem-
porary organisation relies on teamwork 
to some extent. To effectively respond to 
the unexpected, organisations have been 
pushed to restructure work around teams, 
to enable more rapid, flexible responses 
(Kozlowski and Ilgen, 2006). Saafein and 

Shaykhian (2013) perceived that reliable IT 
was an important factor affecting organisa-
tional performance in such a context. The 
main aim of information technology (IT) is 
to support the operations of an organisa-
tion. In contemporary organisations, which 
operate in a highly dynamic environment, 
its role is even greater due to its ability to 
support the rapid adaptation of the organi-
sation to changing conditions.  Such sup-
port is conditioned by the existence of the 
dynamic capabilities of IT, which should 
also be treated as those which support the 
dynamic capabilities of the organisation 
as a whole (e.g. Drnevich and Kriauciunas, 
2011; Mikalef et al., 2016). Hence, it seems 
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logical that such capabilities will allow an 
organisation to gain an advantage due to 
their ability to influence employees’ job 
performance, especially when they tend to 
implement teamwork. However, there is a 
research gap in this regard, as to the best 
of our knowledge there is nothing in the lit-
erature confirming such a relationship.

As such, the aim of the article is to exam-
ine whether the role of IT is so important 
to contemporary organisations that the dy-
namic capabilities of IT will influence team-
work and, as a result, job performance. 
Moreover, another issue to be examined 
is whether such mediated influence of the 
dynamic capabilities of IT on job perform-
ance is stronger in a more dynamic envi-
ronment, which naturally calls for solutions 
which allow teams to quickly adapt to the 
changing conditions in which they operate. 
Such an aim will be fulfilled based on a lit-
erature review, which will be the basis for 
the development of a conceptual model, 
and empirical research, which will be the 
basis for the verification of such a model. 
The theoretical model will be presented at 
first; subsequently, the research method-
ology will be described together with the 
empirical research results.

1. Theoretical background 
and development of hy-
potheses

1.1. Conceptualisation
1.1.1. Job performance

Either as a standalone construct or as 
a component of a more encompassing 
construct such as organisational perform-
ance, job performance has been stud-
ied in detail over recent decades. This is 
largely attributed to its importance to the 
success of organisations in industry and 
business. Fiske (1951) defines job per-
formance as the behaviour of an individual 
enabling him or her to perform a job which 

can be judged in the context of organisa-
tional goals. Despite the fact that it is con-
nected to directly observable actions or 
intellectual products such as decisions, it 
has to be within the control of an individual 
(McCloy et al., 1994). Although Campbell 
(1990) emphasises that job performance is 
not the outcome of an action but the action 
itself, later studies relaxed this constraint 
and examined job performance in terms of 
both the behavioural aspect and the out-
come aspect (Roe, 1999; Jex, 1998). While 
the behavioural aspect examines actions 
that are judged against organisational 
goals in terms of their effectiveness and 
efficiency, the outcome aspect focuses on 
the outcomes and consequences (Son-
nentag and Frese, 2002). In this paper, job 
performance will be understood based on 
four aspects: task proficiency, task me-
ticulousness, work discipline, and work 
improvement and readiness for innovation 
(Ali-Hassan et al., 2015; Kwahk and Park, 
2018; Yuen et al., 2018; Bieńkowska and 
Brol, 2011). These aspects serve as the 
theoretical background in the empirical 
part of this study when designing ques-
tionnaires to collect data and measure the 
construct of job performance.

1.1.2. Teamwork
Teamwork has been studied by scholars 

for decades from various dimensions, in-
cluding as a factor potentially influencing 
job performance (Cohen and Levesque, 
1991; Stevens and Campion, 1994; Dickin-
son and McIntyre, 1997; Salas et al., 2000; 
Salas et al., 2005; Salas et al., 2008; De-
Church and Mesmer-Magnus, 2010). In 
terms of its definition, Salas et al. (2008) 
define it as a collective effort by multiple 
people to achieve a shared goal or to com-
plete a task in a more efficient and effective 
way. Teamwork cannot be discussed out-
side the context of a team in the first place 
(Salas et al., 2000). Neither is it an intrinsic 
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substance, but a construct of certain basic 
components and principles (LePine et al., 
2008) which exist based on prerequisites, 
the first of which is that there must be at 
least two people involved. A task that can 
be completed by one person falls into the 
category of individual work, not teamwork, 
though the exact number of people involved 
depends on the complexity of the task. 
Secondly, the effort of the people should 
be interdependent. Interdependence here 
is a necessary condition to substantiate 
teamwork. If two artists created two paint-
ings independently but are labelled a team 
simply because the two paintings should 
be sold at one auction, obviously there is 
no interdependence, and thus no team-
work. After acknowledging the presence 
of teamwork, a subsequent concern is the 
degree thereof in different types of teams. 
Such a degree varies depending on the 
level of interdependence of tasks carried 
out by members. For example, a football 
team is usually expected to have a higher 
level of interdependence than a baseball 
team, and thus requires a greater degree 
of teamwork. 

The essence of teamwork is the collective 
product of the efforts of multiple individu-
als. It exists when the conditions previously 
mentioned have been met. The reasons for 
favouring teamwork can be generalised 
as follows. First of all, with the presence 
of teamwork, the team outcome is greater 
than the sum of individual outcomes. One 
example is a family cheese workshop 
where, although each family member can 
produce cheese independently, they are 
able to produce more cheese when they 
divide the responsibilities and become 
more efficient due to task specialisation. 
Secondly, teamwork makes it possible to 
achieve a goal which is deemed impossi-
ble for an individual to accomplish (Salas 
et al., 2008). For instance, one may argue 
that cheese produced by a family work-

shop can nevertheless still be made by a 
single family member given no constraints 
on time or cost, but one can hardly imag-
ine a rocket designed and built by a single 
person. Therefore, the motive for favouring 
teamwork can be summarised either as 
to enable a team to accomplish complex 
tasks that cannot be done by one individ-
ual (Cannon-Bowers and Salas, 1998), or 
to make the result quantitatively and quali-
tatively greater than the sum of individual 
outcomes (Salas et al., 2008). 

1.1.3. Dynamic IT capabilities 
Dynamic capabilities are a strategic 

theory concerning many fields of research 
(Talafidaryani, 2020). Dynamic capabili-
ties are defined as “the ability to integrate, 
build, and reconfigure internal and external 
competencies to address rapidly-chang-
ing environments” (Teece et al., 1997). This 
does not change the fact that dynamic ca-
pabilities have recently attracted attention 
in various areas, e.g. information technol-
ogy, information management, marketing, 
human resources management, technol-
ogy and innovation management, interna-
tional management, and entrepreneurship 
(Barreto, 2010; Eriksson, 2014; Schilke et 
al., 2018). Since IT, among others, is of-
ten treated as a set of tools, methods and 
techniques that support an organisation 
in labour efficiency and productivity (Od-
intsova et al., 2013), its dynamic capabili-
ties seem to be an important feature. Bhatt 
and Grover (2005) define dynamic IT ca-
pabilities as the ability to search, explore, 
acquire, assimilate and apply knowledge 
about resources, opportunities, and how 
resources can be configured to exploit op-
portunities. Teece et al. (1997) argue that 
organisations with a superior competitive 
position on the market can respond to 
technological changes and market chang-
es rapidly and coordinate and redeploy 
internal and external resources effectively. 
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Based on such definitions, in this paper, 
dynamic IT capabilities will be treated as 
support for building a flexible organisa-
tion with the ability to meet the challenges 
of a changing or unknown environment 
(Qureshi, 2000), and they will concern the 
following capabilities (Bieńkowska and 
Tworek, 2021):

(Dynamic IT capability) Searching: IT 
used in the organisation supports the col-
lection of information concerning the en-
vironment (together with changes which 
occurred earlier) and predicting changes 
which may occur in the future.

(Dynamic IT Capability) Seizing: IT used 
in the organisation supports the recogni-
tion of the information which may poten-
tially be useful for the identification of en-
vironment-born opportunities and allows 
organisations to defend information and 
intellectual property from environment-
born threats.

(Dynamic IT Capability) Transforming: 
IT used in the organisation supports de-
signing or reshaping existing business 
processes or even the reconfiguration of 
resources, underlining the role of the rea-
lignment of IT to the constantly changing 
needs of employees.

1.2. Hypothesis development
1.2.1. Dynamic IT capabilities as a 
source of effective teamwork

There is over 50 years of psychological 
research focused on demonstrating that 
teams collectively possess high levels of 
expertise, resources, and commitment to 
success, which can still fail without strong 
teamwork skills (Hackman, 1998). Some 
examples in the literature go a step further, 
stating that a team’s processes are critical 
to its effectiveness (Hackman, 1987). Mc-
Adam et al. (2017) emphasised that project 
deadlines, synchronisation of schedules, 
alignment of coordination efforts, and so 
forth dictate many aspects of team func-

tioning, including the strategies that are 
employed, the pace of activities, and the 
role assignments which are developed in 
order for teams to perform successfully. 
This is especially true for interdisciplinary 
teams such as R&D teams, IT teams and 
management teams, where each of the 
team members is a specialised expert in 
one specific area, with the requisite spe-
cific skills and knowledge. It seems that IT 
may play a significant role in building the 
success of such teams, supporting their 
proper operations.

Marks et al. (2001) state that teamwork 
processes focus on three intermediate lev-
els. The first of these is based on mission 
analysis, goal specification and strategy 
formulation with planning. The second lev-
el depends on monitoring progress toward 
goals and backup behaviour, referring to 
coordination. The last one is interpersonal 
processes, which focus on the manage-
ment of interpersonal relationships.

It seems that IT support is becoming  
a main resource in contemporary organi-
sations (Au-Yong-Oliveira et al., 2018). 
The continuing development of IT has led 
to new organisational forms that are flex-
ible and responsive (Salas, 2005). Among 
other things, this is due to the fact that 
IT supports teamwork, especially when 
employees are geographically and or-
ganisationally dispersed. It allows them to 
come together across time and space in 
response to specific customer needs or to 
complete unique projects (DeSanctis and 
Poole, 1997; Jarvenpaa and Leidner, 1998; 
Lipnack and Stamps, 1997). 

Therefore, organisations which wish to 
respond to change rapidly and coordi-
nate and redeploy internal and external re-
sources effectively must be supported by 
adaptable IT, which has the ability to rap-
idly mesh the individual skills of employ-
ers into interdependent teamwork (Iacono 
and Weisband, 1997; Teece et al., 1997). 
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Hence, it seems logical that IT dynamic 
capabilities will be needed to give the abil-
ity to search, explore, acquire, assimilate 
and apply knowledge about resources, 
opportunities, and also support their con-
figuration to exploit opportunities (Bhatt 
and Grover, 2005).

Hence, dynamic capabilities of IT enable 
support for teamwork through swift cogni-
tion of incoming problems, the analysis 
thereof, and detecting needs or possibili-
ties of reorganisation among team mem-
bers to give maximum value for the organi-
sation and monitor progress.

Therefore, the following hypothesis can 
be formulated:

H1a. There is a relationship between dy-
namic IT capabilities and teamwork

With a decent grip of the definition, pre-
requisites and effect of teamwork, the issue 
of how to maximise the positive effect of 
teamwork upon the job performance of in-
dividual employees should reasonably be 
studied. This leads to a rich body of studies 
on defining and testing the mediators and 
moderators in the relation between team-
work and job performance (Salas et al., 
2000; Salas et al., 2005; Salas et al., 2008; 
DeChurch and Mesmer-Magnus, 2010), 
all underlining the existence of a relation-
ship between teamwork and job perform-
ance. As is explained, teamwork is not an 
intrinsic element but a complex construct 
depending on context and comprising 
many components. Several models have 
been proposed by different researchers to 
shortlist and prioritise components which 
are why that relationship exists (Cannon-
Bowers et al., 1995; Cannon-Bowers and 
Salas, 1998; Tesluk and Mathieu, 1999). 
So far, the most commonly acknowledged 
components that form effective teamwork 
(which translate into better job perform-
ance) include shared goals, accountabil-
ity (definition of roles and responsibilities), 

communication, coordination, conflict res-
olution and leadership (Cannon-Bowers 
and Salas, 1998; Marks et al., 2001; Marks 
and Panzer, 2004; LePine et al., 2008). In 
addition, Griffin et al. (2001) suggest that 
teamwork positively impacts job satisfac-
tion, which is a determinant of job perform-
ance. This is supported by several other 
studies which affirm the positive relation-
ship between teamwork, job satisfaction 
and performance (Dickinson and McIntyre, 
1997; Salas et al., 2008). Another study 
conducted by Farh et al. (2012) proposes 
that emotional intelligence is a moderator 
between teamwork and job performance, 
also underlining the existence of the rela-
tionship between them. 

Therefore, the following hypothesis can 
be legitimately formulated:

H1b. There is a relationship between 
teamwork and job performance

Dynamic IT capabilities, as an important 
characteristic of contemporary IT, aim “to 
mobilise and deploy IT-based resources 
in support of and for the enhancement of 
business strategies” (Bharadwaj, 2000) 
in a changing and unknown environment. 
This is in accordance with the behavioural 
definition of job performance in the sense 
that employee behaviour must contribute 
to the realisation of business strategies for 
the purpose of maximising shared organi-
sational goals. Such correspondence sets 
the same expectation for IT and employ-
ees – staying flexible, agile and resourceful 
in the face of environmental dynamics in 
order to diversify methods to achieve busi-
ness strategy and organisational goals.

As mentioned in the previous section, 
job performance is defined in this research 
paper as being constructed by task pro-
ficiency, task meticulousness, work disci-
pline, work improvement and readiness for 
innovation (Ali-Hassan et al., 2015; Kwahk 
and Park, 2018; Yuen et al., 2018). At first 
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glance, only work improvement and readi-
ness for innovation seem to be related to 
the ability to deal with changes. However, 
further analysis shows that task proficien-
cy, task meticulousness and work disci-
pline all involve a certain degree of agility 
and flexibility in the dynamic environment. 
In the modern environment, when IT is 
implemented to underpin the work proc-
esses, such a need for agility and flexibility 
is largely determined by its dynamic capa-
bilities for any work that requires efficient 
information acquisition and transmission, 
data storage and indexing, communica-
tion across geographical dispersion and 
time separation as well as easy access to 
knowledge so as to develop new skills for 
new task requirements. Considering this, it 
is reasonable to hypothesise that:

H1c. There is a relationship between dy-
namic IT capabilities and job performance.

Based on the abovementioned literature 
analysis, the pairwise relations among 
these three variables: teamwork vs. job 
performance, dynamic IT capabilities vs. 
job performance, and dynamic IT capa-
bilities vs. teamwork, are established.  This 
lays the foundation for the formulation of a 
more sophisticated mediation model that 
can encompass all three variables and 
study their combined relations. In another 
research paper conducted by Tworek et 
al. (2020), it is theoretically elaborated and 
empirically verified that dynamic IT capa-
bilities do not have a direct influence upon 
organisational performance, but can exert 
such influence through the mediation of 
employees who are the direct users and 
beneficiaries of the dynamic capabilities of 
IT. Although the issue in this study is not 
straightforward organisational perform-
ance but individual job performance, these 
two constructs of performance share the 
same characteristic in that they are forms 
of appraisal for both actions and out-

comes that need to be influenced through 
mediation by direct users and beneficiar-
ies (Viswesvaran and Ones, 2000). Such 
views are also confirmed by various other 
authors (e.g. Bieńkowska and Ignacek-
Kuźnicka (2019) considering knowledge 
workers). This provides sound support 
for the theory that job performance can 
be influenced by dynamic IT capabilities 
through teamwork, which is the collective 
effort of employees. The role of dynamic 
capabilities in shaping job and organisa-
tional performance was also discussed by 
Bieńkowska et al. (2020), who underlined 
the role of IT in the existence of such rela-
tions. Therefore, the following hypothesis 
is formulated:

H2: Dynamic IT capabilities influence job 
performance through teamwork

The first known definition of environment 
was given in 1827, according to which 
environment means “the circumstances, 
objects, or conditions by which one is 
surrounded” (Merriam-Webster, 2020). 
Cellier et al. (1997) emphasised that, in  
a dynamic environment, all states of proc-
ess can change independently of operator 
action. The existing literature presents few 
criteria for the dynamic environment. An 
initial criterion concerns the possibility of 
obtaining understandable data or infor-
mation (Hoc, 1989a, b; Roth and Woods, 
1988; Brehmer, 1990). As stated by Woods 
(1988), a second criterion is related to the 
changing character of parameter value. As 
Hoc (1989a, b) and Woods (1988) noted, 
assessing the state or effects of an action 
requires anticipation and representation of 
the probable states to come. Knowledge 
of causal chains, allowing for quality of 
comprehension, prognosis and choice of 
action, generates the third criterion – the 
number of variables interacting in a proc-
ess (Brehmer and Allard, 1991; Woods, 
1988). The final criterion is connected with 
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timeframes. The different variables may 
depend on different time scales (Brehmer 
and Allard, 1991). Leplat (1988) states that 
feedback times may vary according to the 
parameters. As mentioned by Cellier et al. 
(1997), all criteria describing dynamic en-
vironments mean that employees do not 
differ so much in their performance, but 
rather in the way they come to a reason-
able decision that allows them to control 
the implementation of their decision more 
efficiently. 

In recent years the environment in which 
organisations are operating has been more 
dynamic than before. Stock market crash-
es, changes to the law, economic crises, 
the pandemic, climate change, massive 
job rotation, and changing technology are 
the most often cited sources of such dy-
namics (Shreve, 2020; Savage et al., 2019; 
Thomas, 2018). If an organisation wishes 
to maintain its position and grow, it needs 
to quickly adapt to the changes occurring 
within (Aulet, 2013; Moore, 2014). 

To exploit opportunities, organisations 
need stronger abilities to search, explore, 
acquire, assimilate and apply knowledge 
about resources and opportunities, which 
occurs by supporting employees working 
based on teamwork (Bhatt and Grover, 
2005). Bharadwaj (2000) states that dy-
namic IT capabilities support business 
strategies and work processes in team-
work and their importance is growing with 
the growing dynamics of the environment 
in which organisations operate. As the 
most commonly acknowledged compo-
nents that form effective teamwork (which 
translates into higher job performance) 
include shared goals, accountability (defi-
nition of roles and responsibilities), com-
munication, coordination, conflict resolu-
tion and leadership (Cannon-Bowers and 
Salas, 1998; Marks et al., 2001; Marks and 
Panzer, 2004; LePine et al., 2008), it seems 
that the role of dynamic capabilities in sup-

porting almost all of them will grow when 
the team is exposed to the higher level of 
environment dynamics. Hence, the follow-
ing hypothesis can be formulated:

H3: The higher the level of environment 
dynamics, the stronger the influence of dy-
namic IT capabilities on job performance 
(in the mediation model)

2. Research methodology
The hypotheses were verified using em-

pirical research conducted using the survey 
method. A questionnaire survey was devel-
oped based on Likert scale questions con-
cerning each analysed variable and used 
as a research tool. The pilot survey was 
conducted as the first step in the middle 
of 2019. A group of 25 managers acted as 
competent judges and analysed the con-
tent. According to their suggestions, the 
questionnaire was supplemented and re-
shaped in order to better match the intent 
of the authors in the case of several ques-
tions. The pilot survey was a prerequisite 
for establishing a questionnaire as a valid 
measurement method (Czakon, 2019). The 
main survey was conducted among 246 
organisations located in Poland in October 
2019. The location of the organisation was 
the only condition limiting the sample (they 
were chosen regardless of size, industry, 
type of business etc.). The survey was 
done using the Computer Assisted Web 
Interview (CAWI) method. The sample (in 
case of the diversity of organisational char-
acteristics) was sufficiently diversified and 
can be a basis for overall conclusions con-
cerning the given topic. Sample charac-
teristics are presented in Table 1, showing 
that the sample covered a diverse group of 
organisations. The results were analysed 
using Process Macro (v.3.5) for IBM SPSS 
Statistics (v. 25).
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Table 1. Research sample characteristics

Organisation size local  
organisation

branch of a global 
organisation Total

Micro (fewer than 10 people) 21 1 22
Small (11-50 people) 76 10 86

Medium (51-250 people) 62 44 106
Large (more than 250 people) 17 15 32

Total 176 70 246

Source: Bieńkowska and Tworek, 2021.

2.1. Overview of variables 
The verification of the hypotheses was 

based on four key variables: IT DC, Team-
work, Job Performance, and Environment 
dynamics. 

IT DC was measured based on seven 
items covering activities connected to 
gathering information about the environ-
ment, predicting the changes occurring 
therein, recognising the inherent oppor-
tunities, defending against threats, de-
signing or reshaping business processes, 
reconfiguring resources and realigning ac-
cording to changing needs. The scale was 
based on a five-point Likert scale from ‘I 
strongly disagree’ to ‘I strongly agree’ with 
the mid-point being ‘I have no opinion’) 
(Bieńkowska and Tworek, 2021).

Teamwork was measured based on  
a single item connected to the assessment 
of its occurrence in the organisation (on 
the five-point Likert scale).

Job performance was measured based 
on four items according to the definitions 
by Campbell (1990) and Borman and 
Brush (1993). The scale contains four 
items referring to the quality, timeliness, 
efficiency and effectiveness of employees’ 
tasks at the workplace and was based on 
the five-point Likert scale.

Environment dynamics were measured 
based on a single item connected to the 
assessment of the level of such dynamics 
(on the five-point Likert scale).

2.2. Descriptive statistics and 
reliability analysis of scales
The reliability of scales of each variable 

was verified as the first step of the research 
and the results are presented in Table 2. 
The results obtained show that Cronbach’s 
α was high for every variable, which indi-
cates high internal reliability of the scales 
and measurements. 

Table 2. Defined variables along with the results of the reliability analysis of scales

No. Variable No. of scales Cronbach’s α Factor analy-
sis M SD

1 IT DC 7 0.896 61.56% 3.43 0.76
2 Teamwork 1 -- -- 3.40 0.82
3 Environment dynamics 1 -- -- 3.44 0.99
4 Job performance 4 0.816 64.72% 3.69 0.75

Source: Own elaboration.

2.3. Mediation model
There are at least three conditions which 

must be met to establish a mediation mod-
el (Saks, 2006): 

–	 a relationship between the independ-
ent variables and the mediator,

–	 a relationship between the dependent 
variables and the mediator,

–	 significant relationships between the 
independent variables and depend-
ent variables should be reduced (par-



Dynamic IT capabilities and their influence on job... 67

tial mediation) or no longer be signifi-
cant (full mediation) when introducing 
the mediator.

Therefore, in order to verify those con-
ditions, the r-Pearson correlation analysis 
was performed. It was also a basis for the 
verification of hypotheses H1a-H1c.

Table 3. Analysis of correlation between the analysed variables

IT DC Job performance

Teamwork
r 0.585 0.514

Sig. <0.001 <0.001
N 240 240

Job  
Performance

r 0.605 1
Sig. <0.001
N 240 240

Source: Own elaboration.

The results obtained, which are present-
ed in Table 3, clearly show that there is a 
statistically significant and high correlation 
between all analysed variables. The corre-
lation is definitely the highest in case of the 
relationship between leadership and job 
performance. It allows for the initial accept-
ance of hypotheses H1a, H1b and H1c.

The results obtained allow the research-
ers to go further with the statistical analy-

sis of obtained data – to verify the me-
diation model of job performance. Linear 
regression analysis with a mediator was 
performed for IT DC as the independent 
variable, and job performance as the de-
pendent variable. The variable teamwork 
was tested to verify whether it is a mediator 
in the model. Table 4 shows the results of 
the analysis.

Table 4. Results of the regression analysis with a mediator

Mediator Direct effect 
value

Indirect effect 
value BootLLCI BootULCI R2

Teamwork 0.469 0.127 0.042 0.217 0.629

Source: Own elaboration.

The regression model with a mediator 
is statistically significant (F(2.230)=75.332 
and corrected R2=0.629). Moreover, team-
work is a statistically significant mediator 
of the model (p<0.001, coeff. = 0.188, se 

= 0.056). The mediating effect is also sta-
tistically significant, as can be observed 
in Table 4 (BootLLCI and ULCI are both 
above the value of 0). The model obtained 
shows that teamwork is a weak, yet statis-
tically significant, mediator of the relation-
ship between IT DC and job performance. 
Therefore, it allows for the acceptance of 
hypothesis H2.

 2.4. Moderator analysis for 
environment dynamics – research 
results

In order to verify the statistical signifi-
cance of environment dynamics as a mod-
erator of the relationship in a given model, 
the mediation model obtained (hypothesis 
H2) was supplemented with a moderator. 
The hypotheses concerning environment 
dynamics were tested using linear regres-
sion analysis with a moderator. The mod-
erator was introduced into the model and 
its statistical significance was tested using 
Model 7 and 14 of Process Macro (v.3.5) 
for IBM SPSS Statistics (v. 25). The results 
of the analysis are presented in Table 5.
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Table 5. Regression model statistics

Model description R2 Delta R2 Moderator 
coeff.

Standard 
error t Stat P Value

IT DC, 
Environment dynamics,
Moderator
dependent v.: teamwork

0.668 0.013 0.123 0.052 2.358 0.019

Teamwork, 
Environment dynamics,
Moderator
dependent v.: job performance

0.644 0.001 0.001 0.042 0.036 0.971

*accepted level of significance 0.001
Source: Own elaboration.

The linear regression model with a mod-
erator allows the researchers to draw con-
clusions about a cause-effect relationship 
between the variables IT DC, teamwork 
and job performance, which is another way 
to verify the proposed model (H2). More-
over, the results obtained clearly show 
that the variable environment dynamics is  
a statistically significant moderator in case 
of the first relationship, between IT DC 
and Teamwork (F(3.222)=59.650, p <0.001). 
Therefore, as shown in Table 5, the results 
obtained are the basis for the acceptance 
of hypothesis H3. The hypotheses can be 
accepted stating that the variable environ-
ment dynamics is a moderator in a given 
mediation model. 

3. Discussion
The results of the empirical study con-

firmed that there is a relationship between 
teamwork and job performance, which is 
in line with the postulates of several other 
studies (Griffin et al., 2001; Salas et al., 
2008). However, more importantly from the 
point of view of the research gap addressed 
in the article, the results clearly show that 
dynamic IT capabilities, as a compara-
tively new construct (which is gaining trac-
tion along with the deepening of industry 
digitalisation), are also significantly related 
to teamwork and job performance. These 
results allow for the confirmation of state-
ments which can be found in correspond-
ing research by Bhatt and Grover (2005) 

and Bieńkowska and Tworek (2020), and 
this research contributes to the empirical 
verification of those statements. 

However, the research not only allowed 
for the confirmation of the existence of 
direct relationships, but more importantly 
the existence of the mediation model in 
which the dynamic capabilities of IT influ-
ence job performance through teamwork. 
The formulated hypotheses have been 
statistically verified, showing the weak but 
statistically significant mediating role of 
teamwork in the relationship between dy-
namic IT capabilities and job performance. 
This was confirmed when carrying out the 
linear regression analysis with a mediator 
which proves the cause-effect relationship 
among the three variables and the specific 
role played by teamwork. Such results al-
low the researchers to confirm the views of 
e.g. Viswesvaran and Ones (2000) proving 
that teamwork is an important link which 
enables the influence of dynamic IT capa-
bilities on job performance. 

Furthermore, the research reveals that 
the relationship between dynamic IT capa-
bilities and job performance is subject to 
the influence of organisational dynamics. 
Environment dynamics were verified as  
a moderator of a given mediated relation-
ship, which enhances the strength of rela-
tions within the mediation model. 
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Conclusions
The aim of the paper was to examine 

whether the dynamic capabilities of IT influ-
ence teamwork – and through that, job per-
formance – and whether the level of envi-
ronment dynamics moderates the strength 
of such a relationship. The aim was fulfilled 
using empirical research, which verified 
the assumed hypotheses. The results ob-
tained allowed the researchers to confirm 
that the dynamic capabilities of IT influence 
job performance through teamwork. Such 
conclusions allow the researchers to fulfil 
the existing research gap concerning the 
lack of a comprehensive view on the role of 
dynamic IT capabilities in shaping the job 
performance of contemporary employees. 
Moreover, it was also confirmed that such 
an influence is stronger under the condi-
tions of a more dynamic environment. 

The results obtained allow the research-
ers to contribute not only to the develop-
ment of theory in the context of the role 
of IT in shaping the job performance of 
contemporary employees, but also to the 
practice thereof. 

The findings offer an important implica-
tion for industrial practices showing the 
mechanism for improving job performance, 
and through it, organisational performance. 
It is worth noting that such an implication 
may be applicable to a broader scope of 
organisational configurations since the 
empirical study was conducted among or-
ganisations varying in size, industry, busi-
ness type and characteristics, which none-
theless yielded consistent results.  

The research has some limitations, as 
the verification of hypotheses was per-
formed on a sample from one country in  
a specific period of time (before the COVID-
19 pandemic) and should most definitely 
be replicated based on a different sample. 
However, the results obtained show future 
directions of research, as the current situ-

ation might significantly strengthen the re-
lations discussed in the article and show 
them from a different perspective (where it 
is almost impossible to keep organisations 
operating without dynamic IT capabilities).
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