
 

 

i 
 

 

ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL 

AMBIDEXTERITY LEADING TO COMPETITVE 

ADVANTAGE: AN INTEGRATED MODEL 

 

By 

GULBAHAR 

1431186 

 

SUPERVISOR 

DR. SHAZIA AKHTAR 

 

 

 

Shaheed Zulfikar Ali Bhutto Institute of Science & Technology 

(SZABIST), Islamabad 

MARCH, 2021 



 

 

ii 
 

 

ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL 

AMBIDEXTERITY LEADING TO COMPETITVE 

ADVANTAGE: AN INTEGRATED MODEL 

 

BY 

GULBAHAR 

(1431186) 

 

 

A DISSERTATION SUBMITTED IN PARTIAL FULFILLMENT OF 

THE REQUIREMENTS FOR THE DEGREE OF 

DOCTORATE OF PHILOSOPHY 

IN MANAGEMENT SCIENCES 

To 

DEPARTMENT OF MANAGEMENT SCIENCES 

 

 

 

 

Shaheed Zulfikar Ali Bhutto Institute of Science & Technology 

 

(SZABIST), Islamabad 

 

MARCH, 2021 

 



 

 

iii 
 

CERTIFICATE OF APPROVAL 

 

 

 

 

  



 

 

iv 
 

 

 
DISSERTATION AND DEFENSE APPROVAL FORM 

The undersigned certify that they have read the following dissertation, examined the defense, 

are satisfied with the overall exam performance and recommend the dissertation to the 

Department of Management Sciences SZABIST for acceptance: 

Dissertation Title: Antecedents of Employee and Organizational Ambidexterity Leading 

to Competitive Advantage: An Integrated Model 

 

Submitted by: Gulbahar                    Registration # 1431186  

Doctorate of Philosophy 

Department of Management Sciences 

Dr. Shazia Akhtar                                                   ______________________________                                          

Name of the Research Supervisor             Signature of the Research Supervisor 

Dr. Mehboob Ahmad                                        ______________________________                                          

Name of the Program Manager                                Signature of the Program Manager 

Dr. Muhammad Asif Khan                                    ______________________________                                          

Name of the Head of Department                            Signature of the HOD 

Khusro Pervaiz Khan                                            ______________________________                                           

Name of the Head of Campus            Signature of the HOC 

  



 

 

v 
 

AUTHOR’S DECLARATION 

 

I Gulbahar (Reg. # 1431186) hereby state that my PhD thesis titled, “Antecedents of 

Employee and Organizational Ambidexterity Leading to Competitive Advantage: An 

Integrated Model” is my own work and has not been submitted previously by me for taking 

any degree from this University (Shaheed Zulfikar Ali Bhutto Institute of Science and 

Technology (SZABIST) or anywhere else in the country world. 

 

At any time if my statement is found to be incorrect even after my Graduate the university 

has the right to withdraw my PhD degree. 

 

 

 

    Signature: ____________________ 

        Name of Student: Gulbahar 

        Dated: _______________________ 

      

 

  



 

 

vi 
 

PLAGIARISM UNDERTAKING 

 

I solemnly declare that research work presented in the thesis titled, “Antecedents of Employee 

and Organizational Ambidexterity Leading to Competitive Advantage: An Integrated 

Model” is solely my research work with no significant contribution from any other person. 

Small contribution/help wherever taken has been duly acknowledged and that complete thesis 

has been written by me. 

I understand the zero-tolerance policy of the HEC and University (Shaheed Zulfikar Ali 

Bhutto Institute of Science and Technology (SZABIST) towards plagiarism. Therefore, I as 

an Author of the above titled thesis declare that no portion of my thesis has been plagiarized 

and any material used as reference is properly referred/cited. 

I undertake that if I am found guilty of any formal plagiarism in the above titled thesis even 

after award of PhD degree, the University reserves the rights to withdraw/revoke my PhD 

degree and that HEC and the University has the right to publish my name on the 

HEC/University Website on which names of students are placed who submitted plagiarized 

thesis. 

     

 

 

Student/Author Signature: _____________ 

Name: Gulbahar 

Registration #:1431186 

  



 

 

vii 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Copyright © 2021 GULBAHAR 

All rights reserved. No part of the publication may be reproduced in any form by print, photo 

print, microfilm or any means without written permission from the author. 

  



 

 

viii 
 

 

 

DEDICATION 

 

Dedicated with love and gratitude  

To 

My Mother 

A strong and self-assertive soul who taught me to trust ALLAH and believe in hard work.  

 

 

  



 

 

ix 
 

ACKNOWLEDGEMENTS 

I would like to thank Almighty ALLAH for giving me opportunity, determination, and strength 

to do my research. His continuous grace and mercy were with me during the tenure of my 

research and throughout my life. 

This culmination of my journey of PhD which was just like climbing a high peak step by step 

accompanied with encouragement, hardship, trust, and frustration. It would not be possible to 

accomplish this huge task without support and guidance of many people. 

First and foremost, I would like to say a very big thank you to my supervisor Dr. Shazia Akhtar 

for all the support and encouragement she gave me, during this time. Without her guidance and 

constant feedback this PhD would not have been achievable.  

I express my special gratitude to all my friends, colleagues, and cousins for helping me 

enormously in completion of this degree. Their immense support guided me to rectify 

numerous things in my academic endeavors. Their help in data collection process was 

remarkable. Many thanks to all participants that took part in the study and enabled this research 

to be possible. 

I would also like to say a heartfelt thank you to my mother for showing faith in me and 

encouraging me to accomplish my goals. I cannot explain the way you raised me alone, your 

prayers and motivation gave me power and spirit in these very intense academic years. I salute 

you all for the selfless love, care, pain and sacrifice you did to shape my life.  

I would like to say special thanks to my husband for his continued support and understanding 

during my pursuit of PhD degree that made the completion of thesis possible. You were always 

around at times I thought that it is impossible to continue, you helped me to keep things in 

perspective. Your moral support, motivation and patience helped me to reach my destination. 

I greatly value his contribution and deeply appreciate his belief in me 

And at last, Ayat my beautiful daughter.  My biggest thanks to you for your patience and 

abiding my ignorance during my thesis writing. You are hope of my life, you have made me 

stronger. Words cannot compensate my love for you.  

 Gulbahar 

Reg No. 1431186 

 



 

 

x 
 

TABLE OF CONTENTS 

 

CERTIFICATE OF APPROVAL .......................................................................................... iii 

AUTHOR’S DECLARATION ............................................................................................... v 

PLAGIARISM UNDERTAKING ......................................................................................... vi 

DEDICATION ..................................................................................................................... viii 

ACKNOWLEDGEMENTS ................................................................................................... ix 

LIST OF APPENDICES ...................................................................................................... xiii 

LIST OF TABLES ............................................................................................................... xiv 

LIST OF FIGURES ............................................................................................................. xvi 

ABSTRACT ....................................................................................................................... xviii 

CHAPTER 1 .......................................................................................................................... 1 

INTRODUCTION................................................................................................................. 1 

1.1 Chapter Overview ....................................................................................................... 1 

1.2 Introduction ................................................................................................................. 1 

1.3 Theoretical and Contextual Background of the Study ................................................ 5 

1.4 Specific Problem Statement ...................................................................................... 10 

1.5 Contributions and Theoretical Gaps of the Study ..................................................... 10 

1.6  Aim of the Study ....................................................................................................... 15 

1.7 Significance............................................................................................................... 20 

1.8 Delimitations ............................................................................................................. 23 

1.9  Summary ................................................................................................................... 24 

CHAPTER 2 ........................................................................................................................ 26 

LITERATURE REVIEW .................................................................................................. 26 

2.1 Chapter Overview ..................................................................................................... 26 

2.2 Concepts and definitions ........................................................................................... 29 

2.3       Theoretical reflection related to all the relationships projected in the study ........... 58 

2.4      Identify the literature gap(s) pertaining to the topic under study .............................. 63 

2.5 Substantiating evidence from the literature .............................................................. 65 

2.6 Contextual Background ............................................................................................ 78 



 

 

xi 
 

2.7       Theoretical Framework ............................................................................................ 85 

2.8  Hypotheses ............................................................................................................... 89 

2.9      Summary ................................................................................................................... 91 

CHAPTER 3 ........................................................................................................................ 93 

RESEARCH METHODOLOGY ...................................................................................... 93 

3.1       Chapter Overview .................................................................................................... 93 

3.2 Research Philosophy ................................................................................................. 94 

3.3 Deductive Approach ................................................................................................. 94 

3.4 Rationale for Choosing Quantitative Method ........................................................... 96 

3.5 Time-lag Survey Design ......................................................................................... 101 

3.6 Time Horizon .......................................................................................................... 101 

3.7 Population and Sampling Design ............................................................................ 102 

3.8 Study Setting ........................................................................................................... 106 

3.9 Extent of researcher interference with the study ..................................................... 106 

3.10 Unit of analysis ....................................................................................................... 106 

3.11 Measures ................................................................................................................. 107 

3.12 Pilot Study ............................................................................................................... 110 

3.13 Statistical Data Analysis Tools ............................................................................... 123 

3.14 Summary ................................................................................................................. 127 

CHAPTER 4 ...................................................................................................................... 128 

DATA ANALYSIS AND RESULTS ............................................................................... 128 

4.1  Chapter Overview ................................................................................................... 128 

4.2  Sample Descriptive ................................................................................................. 128 

4.3 Descriptive Analysis ............................................................................................... 130 

4.4 Correlation   Analysis ............................................................................................. 131 

4.5 Goodness of Measure .............................................................................................. 133 

4.6  Structural Equation Modeling Analysis .................................................................. 138 

4.7 Regression Analysis for Moderation ...................................................................... 190 

4.8 Summary ................................................................................................................. 202 

CHAPTER 5 ...................................................................................................................... 203 

DISCUSSION AND CONCLUSION .............................................................................. 203 

5.1 Chapter Overview ................................................................................................... 203 



 

 

xii 
 

5.2 Discussion Based on Research Questions............................................................... 203 

5.3 Strengths, Limitations, and Future Recommendations ........................................... 222 

5.4 Theoretical Implications of the Study ..................................................................... 223 

5.5 Managerial and Practical Implications of Study ..................................................... 226 

5.6 Economic Implications of the Study ....................................................................... 229 

5.7 Conclusion .............................................................................................................. 232 

5.8 Summary ................................................................................................................. 234 

References .......................................................................................................................... 235 

Appendix ............................................................................................................................ 250 

 

 

 

  



 

 

xiii 
 

LIST OF APPENDICES 

 

Appendix 1                                      Confirmatory Factor Analysis of Pilot Study 

Appendix 2                                      Descriptive Statistics of Items 

Appendix 3            Justification of sample size 

Appendix 4                                      Survey Questionnaire (1) 

Appendix 5                                      Survey Questionnaire (1I) 

Appendix 6                                      Turnitin Report 

  



 

 

xiv 
 

LIST OF TABLES 
 

Table 1.1: Theoretical Gaps……………………………………………………… 14 

Table 1.2: Research questions and objectives……………………………………. 16 

Table 2.1: Operational Definitions……………………………………………….. 30 

Table 3.1: Research Methodology used in Recent Past Studies on Ambidexterity…   

Table 3.2: Population and Sampling Design……………………………………… 104 

Table 3.3: Reliability Analysis…………………………………………………….. 113 

Table 3.4: The CFA of the twenty-six items of the Ability-enhancing HR Practices. 113 

Table 3.5: The CFA of the twenty-four items of the Motivation-enhancing HR 

Practices………………………………………………………………………... 

115 

Table 3.6: The CFA of the twenty-four items of the Opportunity-enhancing HR 

Practices………………………………………………………………………... 

117 

Table 3.7: The CFA of the nineteen items of the Employees Goal-orientation……. 117 

Table 3.8: The CFA of the nine items of the Extrinsic Motivation Orientation.…… 119 

Table 3.9: The CFA of the fourteen of the Managerial Ambidexterity…………….. 120 

Table 3.10: The CFA of the fourteen items of the Employees’ Ambidexterity……… 121 

Table 3.11: The CFA of the six items of the Organizational Ambidexterity………… 122 

Table 3.12: The CFA of the nine items of the Competitive Advantage……………… 123 

Table 4.1: Sample Descriptive……………………………………………………... 130 

Table 4.2: Correlation Analysis………………………………………………......... 132 

Table 4.3: Reliability Analysis……………………………………………………... 134 

Table 4.4: Pattern Matrix…………………………………………………………... 135 

Table 4.5: CFA for Ability-enhancing HR practices……………………….............. 140 

Table 4.6: CFA for Motivation-enhancing HR practices…………………………... 142 

Table 4.7: CFA for Opportunity-enhancing HR practices…………………………. 144 

Table 4.8: CFA for Employees’ Goal Orientation…………………………………. 146 

Table 4.9: CFA for Employees’ Extrinsic Motivation……………………………… 148 

Table 4.10: CFA for Employees’ Ambidexterity………………………….…………. 150 

Table 4.11: CFA for Organizational Ambidexterity………………………………… 152 

Table 4.12: CFA for Managerial Ambidexterity……………………………………. 154 

Table 4.13: CFA for Competitive Advantage……………………………………….. 156 

Table 4.14: Direct and indirect effects between Ability-enhancing HR Practices and 

Employees’ Ambidexterity through Employees’ Goal Orientation…….. 

169 

Table 4.15: Direct and indirect effects between Ability -enhancing HR Practices 

and Organizational Ambidexterity through Employees’ Ambidexterity… 

171 

Table 4.16: Direct and indirect effects between Ability-enhancing HR Practices and 

Competitive Advantage through Organizational Ambidexterity………... 

173 

Table 4.17: Direct and indirect effects between Motivation-enhancing HR Practices 

and Employees’ Ambidexterity through Employees’ Extrinsic 

Motivation Orientation………………………………………………………… 

175 

Table 4.18: Direct and indirect effects between Motivation-enhancing HR Practices 

and Organizational Ambidexterity through Employees’ Ambidexterity… 

177 

Table 4.19: Direct and indirect effects between Motivation-enhancing HR Practices 

and Competitive Advantage through Organizational Ambidexterity……. 

179 

Table 4.20: Direct and indirect effects of Sequential path between Ability enhancing 

HR Practices and Competitive Advantage through Employees’ Goal 

Orientation, Employees’ Ambidexterity and Organizational  

182 



 

 

xv 
 

 

Ambidexterity…………………………………………………………………. 
Table 4.21: Direct and indirect effects of Sequential path between Motivation-

enhancing HR Practices and Competitive Advantage through 

Employees’ Goal Orientation, Employees’ Ambidexterity and 

Organizational Ambidexterity…………………………………………. 

185 

Table 4.22: Moderation of Opportunity-enhancing HR Practices………...………… 191 

Table 4.23: Moderation of  Employees’ Extrinsic Motivation Orientation………… 193 

Table 4.24: Moderation of  Employees’ Goal Orientation………………….……… 195 

Table 4.25: Summary of Research Questions, Hypotheses and Results……………. 196 

Table 5.1: Managerial and Practical Implications (Key findings)………………... 226 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

xvi 
 

LIST OF FIGURES 
 
Figure 2.1 AMO Model……………………………………………………................. 36 

Figure 2.2 Proposed Theoretical Framework…………………………………………. 87 

Figure 2.3 The multi-level proposed theoretical framework…………………………. 88 

Figure 3.1 Multistage Stratified Sampling…………………………………................ 103 

Figure 4.1 Full Measurement Model………………………………………................. 139 

Figure 4.2 Confirmatory factor Analysis of Ability-enhancing HR Practices……….. 141 

Figure 4.3 Confirmatory factor analysis of Motivation-enhancing HR Practices……. 143 

Figure 4.4 Confirmatory factor analysis of Opportunity-enhancing HR Practices…… 145 

Figure 4.5 Confirmatory factor analysis of Employees’ Goal Orientation…………… 147 

Figure 4.6 Confirmatory factor analysis of Extrinsic Motivation Orientation……….. 149 

Figure 4.7 Confirmatory factor analysis of Employees’ Ambidexterity……………... 151 

Figure 4.8 Confirmatory factor analysis of Organizational Ambidexterity…….  153 

Figure 4.9 Confirmatory factor analysis of Managerial Ambidexterity 

…………………………………………………………………………….. 

155 

Figure 4.10 Confirmatory factor analysis of Competitive 

Advantage…………………………………………………………............. 

157 

Figure 4.11 Full Model CFA…………………………………….................................... 159 

Figure 4.12 Direct paths between the Ability-enhancing HR Practices with Employees’ 

Goal Orientation and Employees’ Ambidexterity…………… 

161 

Figure 4.13 Direct paths between Motivation-enhancing HR Practices with Employees’ 

Extrinsic Motivation Orientation and Employees’ 

Ambidexterity……………………………………………………………... 

162 

Figure 4.14 Direct paths between the antecedents (Employees’ Goal Orientation and 

Extrinsic Motivation Orientation) and Employees’ Ambidexterity………. 

163 

Figure 4.15 Direct path between Ability-enhancing HR practices its outcomes 

Organizational Ambidexterity and Competitive Advantage……………… 

164 

Figure 4.16 Direct path of Motivation-enhancing HR practices with their outcomes 

Organizational Ambidexterity and Competitive Advantage……………… 

165 

Figure 4.17 Direct path of the Employees’ Ambidexterity and Organizational 

Ambidexterity…………………………………………………………….. 

166 

Figure 4.18 Direct path between Organizational Ambidexterity and Competitive 

Advantage…………………………………………………………............. 

167 



 

 

xvii 
 

  

Figure 4.19 Path model between Ability-enhancing HR Practices, Motivation-

enhancing HR Practices and Competitive Advantage including all the 

mediators of the study……………………………………………………... 

168 

Figure 4.20 Path model of Employees’ Goal Orientation as Mediator between Ability-

enhancing HR Practices and Employees’ Ambidexterity…………………. 

170 

Figure 4.21 Path model of Employees’ Ambidexterity as a Mediator between Ability-

enhancing HR Practices and Organizational Ambidexterity……………… 

172 

Figure 4.22 Path model of Organizational Ambidexterity as a Mediator between 

Ability-enhancing HR Practices and Competitive Advantage……………. 

174 

Figure 4.23 Path model of Employee Extrinsic Motivation as a Mediator between 

Motivation-enhancing HR Practices and Organizational Ambidexterity 

…………………………………………………………………………….. 

176 

Figure 4.24 Path model of Employees Ambidexterity as a Mediator between  

Motivation-enhancing HR Practices and  Organizational Ambidexterity 

…….............................................................................................................. 

178 

Figure 4.25 Path model of Organizational Ambidexterity as a Mediator between  

Motivation-enhancing HR Practices and Competitive Advantage………... 

180 

Figure 4.26 Path model from Ability-enhancing HR Practices to Competitive 

Advantage through Employees’ Goal Orientation, Employees’ 

Ambidexterity and Organizational Ambidexterity……………………….. 

183 

Figure 4.27 Path model from Motivation-enhancing HR Practices to Competitive 

Advantage through Employees’ Extrinsic Motivation Orientation, 

Employees’ Ambidexterity and Organizational Ambidexterity…………... 

186 

Figure 4.28 Path of moderation between Employees’ Goal Orientation and Employees’ 

Ambidexterity……………………………………................... 

187 

Figure 4.29 Path of moderation between Employees’ Extrinsic Motivation and 

Employees’ Ambidexterity…………………………..……………............. 

188 

Figure 4.30              Path of moderation between Employees’ Ambidexterity and 

Organizational Ambidexterity……………..………………………............ 

190                      

Figure 4.31 Moderation of Opportunity-enhancing HR practices between Employees’ 

Ambidexterity and Organizational Ambidexterity...……………………… 

192 

Figure 4.32 Moderation of Managerial Ambidexterity between Employees’ Extrinsic 

Motivation Orientation and Employees’ Ambidexterity………………….. 

194 

Figure 4.33 Moderation of Managerial Ambidexterity between Employees’ Goal 

Orientation and Employees’ Ambidexterity………………………… 

196 



 

 

xviii 
 

ABSTRACT 

 

The purpose of this study is to establish the empirical impact of ability and motivation-

enhancing human resource (HR) practices on employees’ ambidexterity through the mediation 

of employees’ goal-orientation and extrinsic motivation, the moderation of an ambidextrous 

manager, and opportunity-enhancing HR practices. For this purpose, the Information 

Communication Technology (ICT) industry of Pakistan was selected. In today's challenging 

business climate, the ICT industry, especially software companies, must strike a balance 

between the current and future demands of innovation. Organisational ambidexterity refers to 

the ability of an organisation to pursue these contradictory types of innovations concurrently. 

This study focused on the methods of developing ambidexterity at both employee and 

organisational levels. HR practices were studied by using contextual approach of 

ambidexterity, which allows employees to make decisions about a division of time between 

exploration and exploitation activities. These practices have a direct influence on goal-

orientation and extrinsic motivation of the employees, which further boosts employees' 

ambidexterity. The role of an ambidextrous manager is also examined as a facilitator. Also, 

the connection of employee-level and organisational-level ambidexterity was measured 

empirically in the presence of a moderator, that is, opportunity-enhancing HR practices. The 

connection between organisational ambidexterity and competitive advantage was also tested. 

The quantitative research methodology has been used and data was analyzed through AMOS 

software. The multistage proportionate stratified random sampling technique was used to 

collect data through a questionnaire from 600 respondents, including 480 employees and 120 

managers of software companies. Positive relationships were hypothesised, and the results 

substantiated all proposed hypotheses. This study adds to the literature by proposing and 

investigating a multilevel model linking HR bundles to competitive advantage directly and 

indirectly through employees' goal and extrinsic motivation, employees' ambidexterity, and 

organisational ambidexterity in the presence of the ambidextrous manager. Moreover, this 

study will be helpful for decision-makers in Pakistan’s software industry to deal with the 

complex nature of ambidexterity to gain competitive advantage.  

Key Words: Ambidexterity, Competitive Advantage, HR practices 
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CHAPTER 1 

INTRODUCTION 
 

1.1 Chapter Overview 

 

The present study investigates how ability and motivation enhancing human resource (HR) 

practices stimulate employees’ ambidexterity through the mediation of employees’ goal-

orientation and the extrinsic motivation and moderation of an ambidextrous manager. It 

also examines the connection between employees and organisational ambidexterity 

(through moderation of opportunity-enhancing HR practices) as well as the effect of 

organisational ambidexterity with ‘competitive advantage’ as the outcome variable. The 

present chapter comprises nine sections including the introduction of research objectives, 

the purpose of the study, and its significance.  

 Section 1.1 provides an overview of the chapter; section 1.2 outlines the importance 

of the ability–motivation–opportunity (AMO) framework of HR practices in promoting 

organisational ambidexterity and competitive advantage through manager and employees’ 

ambidexterity. Section 1.3 describes the theoretical and contextual background of the 

study. Sections 1.4 and 1.5 present the specific problem statement and the contributions 

and theoretical gaps, respectively. Section 1.6 highlights the aim of the study. Sections 1.7 

and 1.8 highlight the significance and limitations of the study, respectively. Finally, section 

1.9 summarises the chapter and outlines the subsequent chapters of the proposed study. 

1.2 Introduction 

 

Ambidexterity has become a necessity for every firm in today’s dynamic global business 

environment (Du & Chen, 2018) to compete and survive in the long run (Pertusa-Ortega et 

al., 2020; Anderson, Potocnik, & Zhou, 2014). Schnellbacher et al. (2019) conceptualise 

organisational ambidexterity as a firm’s capability to maintain a simultaneous balance 

between exploration (development of new products in the emerging markets through 
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experimentation) and exploitation (competition in mature markets through incremental 

innovation). 

The term ‘ambidexterity’ was coined by Robert Duncan in 1976. He recommended 

that organisations transform their structures to initiate and then innovate to survive and 

adapt over time. Later, in 1991, James March argued that the organisation must exploit its 

existing assets and capabilities and explore new ideas and processes. The fundamental 

concern of every firm is to maintain a balance between the opposing demands of this 

dichotomy. Duncan (1976), in his original paper, argues that these structures should be 

implemented sequentially by varying structures with time. Both emphasised sequential 

ambidexterity and argued that the organisation should make modified structures for 

exploration and exploitation. 

Tushman and O’Reilly (1996) proposed the theory of ambidexterity, arguing that 

firms should simultaneously, and not sequentially, investigate new ideas and utilise 

existing competencies to adapt to rapid changes in the environment by having different 

structures for the two contradictory processes. Since then, ambidexterity has been of 

interest to many researchers. Gibson and Birkinshaw (2004) claimed that a firm could 

become ambidextrous by building a set of processes that permit employees to 

independently determine their division of time between exploration and exploitation. As a 

result, organisational ambidexterity can be achieved through culture, processes, and the 

overall organisational context. Recent studies have employed a contextual approach to 

ambidexterity (Schnellbacher & Heidenreich, 2020; Mom, Chang, Cholakova, & Jansen, 

2018). 

Research on ambidexterity is dominated by studies that explore its origin and 

positive outcomes for an organisation (Venugopal, Krishnan, Upadhyayula, & Kumar, 

2020; Limaj & Bernroider, 2019). While this concept has become a focal point for 

academia and researchers, many gaps are still present in the literature (Freij & Olsson, 

2014). The main concern of every firm is the management of today’s business demands 

(exploitation) and the efficient adaptation to future environmental changes (exploration). 

Implementation challenges arise owing to the contradictory nature of exploration and 

exploitation (Venugopal, Krishan, Kumar, & Upadhyayula, 2019; March, 1991) and the 
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opposing demands for these two types of innovation (Chen, 2017). The current study 

highlights how organisations can cope with contradictory demands of ambidexterity 

through antecedents, mediators, and moderators to gain competitive advantage. 

Papachroni and Heracleous (2020) delineated that every firm must manage conflict 

between the contradictory nature of exploratory and exploitative activities. A few other 

studies addressed the same issue as well, suggesting that an improper balance between 

these activities results in enormous challenges and adverse results for firms (Lubatkin, 

Simsek, Ling, & Veiga, 2006; He & Wong, 2004). Capron and Mitchell (2009) explained 

that firms focusing only on exploration initiated new projects that were unsuccessful. 

Similarly, firms relying only on exploitation and increasing market share through existing 

products cannot be successful. Therefore, several researchers (Gulati & Puranam 2009; 

Smith & Lewis, 2011) emphasised that firms should resolve this dichotomy within 

objectives and balance the two types of innovation as they are mutually desirable for the 

organisations’ long-term survival. 

Rodriguez (2014) reported that, when Swedish multinational networking and 

telecommunications company Ericsson focused only on exploration, setting up 100 

specialized research and development centres for enhancing global mobile communication, 

it went into a steep decline and had to return to exploitation again for business profitability. 

Similarly, Nokia, Kodak, and Yahoo were exploitation-based companies that failed to 

make enough profit for their survival. These companies emphasised only revenue 

maximisation from existing products and services, ignoring creative ideas in favour of the 

status quo. In a Harvard Business Review report, Flick (2016) explained that Yahoo’s 

failure was due to ignoring innovative ideas and market changes. Google, on the other 

hand, is the perfect example of an ambidextrous organisation that has become successful 

with the right balance of exploration and exploitation. 

Consequently, many theoretical studies highlighted the need for a proper 

mechanism to guide companies on achieving ambidexterity through concurrent execution 

of exploration and exploitation (Schnellbacher, Heidenreich, & Wald, 2019; Lavie et al., 

2010). Recently, researchers have claimed that the challenge of ambidexterity can be met 
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by the adoption of HR practices and the ambidextrous leadership of managers (Mom, 

Fourne, & Jansen, 2015). 

Research on the precursors of organisational ambidexterity is still in its nascent 

stage (Venugopal, Krishnan, Kumar, & Upadhyayula, 2019). Moreover, most studies in 

this domain have primarily covered organisational ambidexterity and ignored employee-

level ambidexterity (Schnellbacher & Heidenreich, 2020; Suh et al., 2019; Swart, Turner, 

Rossenberg, & Kinnie, 2019). The studies extend in the same direction to examine whether 

employees’ cognitive and motivational factors can play a role in the emergence of 

employees’ ambidexterity (Mom, Chang, Cholakova & Jansen, 2018; Mom et al., 2015). 

Research on how ambidexterity helps organisations gain a competitive advantage when 

encountering intense and rapid competitive waves is ambiguous (Helfat et al., 2007). 

Therefore, this study attempts to bridge the literature gap regarding the antecedents of 

employee and organisational ambidexterity and investigate the role of employees’ goal-

orientation and extrinsic motivation in the emergence of employees’ ambidexterity. 

In the last ten years, business models have significantly changed to focus on 

ambidexterity (Jacobs & Maritz, 2020; Schnellbacher & Heidenreich, 2020; Mehmood, 

Qureshi, & Hadi, 2019). The world’s most famous ICT businesses like Apple, Google, 

IBM, Microsoft, and Samsung are thriving due to a balance of explorative and exploitative 

innovation (Andrejis, 2016; Bloomberg, 2016; Prange & Schlegelmilch, 2009). The 

business models of Pakistani software companies have also changed and are now focused 

on both employee and organisational ambidexterity. Recently, many researchers have 

declared ambidexterity as a potent source for firms to achieve competitive advantage 

(Pangarso, Astuti, Raharjo, & Afrianty, 2020; Herzallah & Gutierrez, 2017; Preda, 2014; 

Junni, Sarala, Taras, & Tarba, 2013). 

The ICT industry in Pakistan has been an economically successful sector even 

during financial crises. Pakistan has also become a preferred destination for international 

software companies to launch their operations due to the availability of skilled 

professionals, sound ICT infrastructure, and industry’s expansion potential (ITCN ASIA, 

2019). This technology-driven industry has assumed a central role in the dynamics of an 

emerging knowledge society and knowledge economy (Arain, Tunio, & Shah, 2014). It 
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serves as a critical lever of economic growth and has an overall multiplier effect in the 

economy (Hassan, 2000). According to the Global Competitiveness Index report in 2018, 

Pakistan in innovation with the software industry as a leading sector. Therefore, this study 

has focused on the ICT sector in Pakistan. 

1.3  Theoretical and Contextual Background of the Study 

1.3.1 Theoretical Analysis 

 

The fundamental concern of every firm is to ensure its survival by balancing the opposing 

demands of exploitation and exploration to achieve continuous innovation (Nowacki & 

Monk, 2020; Venugopal, Krishan, Kumar, & Upadhyayula, 2019; Ahammad, Glaister, & 

Junni, 2019; Brix, 2019; Hughes, 2018; Chen, 2017). Werder and Heckmann (2020) 

conducted a systematic review of 88 research papers and identified a complication: there 

was a lack of research on the nature of ambidexterity, its business-oriented process model, 

and the influence of context. They suggested that future research about ambidexterity 

should investigate the mitigation of the conflict between exploration and exploitation. 

Other recent studies (Wu & Wu, 2016; Junni et al., 2015) have recommended that both the 

consequences and the combination of several precursors of organisational ambidexterity 

be investigated. Pertusa-Ortega and Molina-Azorin (2018) also endorsed the joint analysis 

of antecedents and outcomes to cover the entirety of organisational ambidexterity and 

management practices. 

Existing research has identified that HR practices principally contribute to the 

emergence of ambidexterity (Patel, Messersmith, & Lepak, 2013). However, there is 

limited knowledge about the role of strategic HR management (HRM) frameworks or 

methods as antecedents of ambidexterity (Swart, Turner, Rossenberg, & Kinnie, 2019). 

Therefore, based on existing literature, the present study has applied ability, motivation, 

and opportunity-enhancing HR practices as these have been established as strong indicators 

of ambidexterity (Caniels & Veld, 2016; Ahammad, Lee, Malul, & Shoham, 2015; Mom 

et al., 2018, 2015; Junni et al., 2015). It has further been shown that employees’ 

ambidexterity leads to organisational ambidexterity, because the successful attempts of 
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employees in executing both explorative and exploitative activities automatically reflect at 

the organisational level. 

The concept of the employees’ ambidexterity refers to the extent to which an 

employee is involved in both explorative and exploitative behaviour (Bledow, Frese, 

Anderson, Erez, & Farr, 2009). Engaging employees in pursuing both regular and new 

activities is a massive challenge for any organisation (Adler, Goldoftas, & Levine, 1999). 

In recent times, many studies have moved beyond organisational ambidexterity to focus on 

employee-level ambidexterity (Swart, Turner, Rossenberg, & Kinnie, 2019; Prieto & 

Perez-Santana, 2012; Junni et al., 2013; Caniels & Veld, 2016; Haversman, Hartog, 

Keegan, & Uhl-bien, 2016). This study further explores employees’ ambidexterity and its 

contribution to organisational ambidexterity. 

Lubatkin (2006) indicated that ambidexterity is a learning process that improves 

employees’ current competencies (like skills, knowledge, and processing mechanisms) and 

routine operations. A current researcher in this domain suggested that goal-oriented 

employees develop ambidexterity as they are keen to learn new knowledge and develop 

skills along with enriching their existing competencies (Hoesksema, 2017).  

Wright and Ulrich (2017) argued that motivated and skilled employees contribute 

positively to organisational outcomes like organisational ambidexterity. Mom et al. (2018), 

renowned researchers of ambidexterity, conducted an empirical study on employee and 

managerial ambidexterity for three different firms. According to them, intrinsically 

motivated employees can resolve the conflict between exploration and exploitation and 

develop ambidexterity more efficiently; future research should delve into the exploration 

of the effect of extrinsic motivation on employees’ ambidexterity. According to Vallerand 

(2004) extrinsically motivated employees engage in activities only for the financial reward 

or compensation and not pleasure. The current study has focused on increasing employees’ 

goal-orientation and extrinsic motivation to get the desired result—that is, continuous 

innovation. 

Werder and Heckmann (2020) delineated the lack of research on the influence of 

contextual factors on ambidexterity. According to Garcia et al. (2017), an ambidextrous 
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manager can be instrumental in the execution of employees’ ambidexterity. A meticulous 

understanding of the leadership role of managers is thus required for employees’ 

ambidexterity (Mom, Fourne, & Jansen, 2015). Existing research remains unclear about 

the role of leaders in fostering a balance between the two opposing types of innovation 

(Watson & Cromarty, 2016; Reilly & Tushman, 2013). Therefore, the present study has 

examined the moderating influence of an ambidextrous manager. 

Intense and evolving competition requires firms to continuously innovate to sustain 

their competitive advantage (Dess & Picken, 2000). Every organisation aims to surpass its 

rivals for long-term success (Delery & Roumpi, 2017; Aversa, Haefliger, & Reza, 2017), 

and organisational ambidexterity positively affects competitive advantage (Helfat et al., 

2007). This study provides meaningful insight into the effect of employees’ and 

organisational ambidexterity on competitive advantage. 

1.3.2 Contextual Analysis 

 

A new paradigm has been observed wherein it is not merely innovation but balanced 

innovation that is required for technological change and, subsequently, economic growth 

and competitive advantage (Chen, 2017). Today’s complex global economy relies heavily 

on ambidexterity or the simultaneous execution of exploration- and exploitation-based 

innovation.  

Exploration includes risk-taking, discovery, experimentation, flexibility, etc., while 

exploitation comprises refinement, efficiency, production, etc. When the firm focus is on 

exploration, resources may be squandered on new ideas, experimentation, and research that 

may not yield high profit. On the other hand, exploitation-based companies focus only on 

selling existing products and services to generate maximum revenue and ignore innovation. 

Ericsson is the best example of strong radical innovation. The telecom company set up 100 

research and development centres for enhancing global mobile communication, went into 

steep decline, and returned to exploitation for business profitability (Rodriguiz, 2014). 

Therefore, organisations must simultaneously balance maintaining the quality of past 

product and services and a futuristic innovation-oriented outlook.  
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Within an industry that is highly dynamic and competitive, software companies 

must have unique characteristics for their long-term success (Wang, 2014; Klein, 2002). 

Rapid technological developments have transformed the business landscape completely. 

These developments serve as a catalyst to improve companies’ performance, 

communication, production capabilities, security, decision making, and overall 

effectiveness. ICT speeds up innovation in business, resulting in smarter apps and 

enhanced data storage, processing, and distribution. In a nutshell, the growth in ICT has 

led the world into a virtual universe by erasing geographical constraints and birthing a new 

global operating model (Ministry of Planning, Development and Reforms, 2017).  

This shift has created an underpinning need for the use of technology in every 

aspect of life. Consequently, developing strategies for contextual ambidexterity has 

become the need of every business, small or large.  

In response, Pakistan’s Vision 2025 has been formulated to emphasise building 

competitiveness in the current globalised era through a competitive knowledge economy 

and balanced innovation. Pakistan’s youth-dominated demography indicates strong 

potential for a knowledge-based digital industry promoting balanced innovation. Its ICT 

sector has been revolutionised with the recent introduction of 3G and 4G technology and 

is poised to move to the next level with qualified human capital and continuous and 

balanced innovation to develop a sustainable competitive advantage (Ministry of Planning, 

Development and Reforms, 2017).  

The abovementioned report identified the biggest loophole that retarded the growth 

and competitive advantage of certain industries and held the Pakistani economy back 

internationally: the lack of research and development and balanced innovation. According 

to the Global Competitiveness Report of 2017–2018, Pakistan’s score was 3.67 (on a scale 

of 1–7); its overall rank was 115 out of 137 countries and 60 out of 137 on the 12th pillar, 

innovation. Similarly, in the Global Innovation Index (GII) of 2018, Pakistan was ranked 

at 92 out of 126 economies, a considerable improvement over its 2017 rank (113). 

Furthermore, it scored 20.4 and ranked 72 in the knowledge and technology output 

indicator in 2018. (In the knowledge and technology output calculation, software spending 

indicates the strength of the economy.)  
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ICT capabilities are the core driver of innovation and competitive advantage. 

Developing countries generally capitalise on software companies to improve effective 

productivity, performance, and overall industry competitiveness (Dabla, 2004; Grace, 

Kenny, & Qiang, 2004; Hameed, 2007). Emerging global economies such as India, South 

Korea, and China depend heavily on ambidexterity (Luo & Rui, 2009) in the software 

sector for their GDP growth (Arian, Tunio, & Shah, 2014). Pakistan has hitherto lagged 

behind its geographical peers in capitalising on technological breakthroughs, but the advent 

of its Vision 2025 intends to capitalise on the knowledge economy by promoting efficient 

and sustainable software companies to move ahead in the global competition. The 

strengthening of Pakistan’s ICT infrastructure, workforce training and education, data 

protection, entrepreneurship, and innovation will be part of a holistic strategy. The 

introduction of e-education, e-health, e-government, and e-governance is likely to boost 

both public and private adoption of technology in Pakistan.  

Adding to the dilemma is the conclusion that innovation in Pakistan is almost dead. 

However, the knowledge-intensive service sector, particularly the ICT sector (software 

companies), is more innovative than the manufacturing sector. The core concern for this 

sector is to maintain organisational ambidexterity between exploitation and exploration 

activities for long-term survival. Researchers have rarely found ambidextrous 

organisations due to innovation imbalances (Waheed, Xiaoming, Ahmad, & Waheed, 

2020). Software companies are more focused on exploitation of existing product and 

services for revenue generation. Their management relies more on ongoing, low-risk 

projects. On the other hand, explorative activities may be riskier, involve more research 

investment, and provide delayed earnings owing to initial gestation problems.  

There is a dire need for creative products and services beyond the current 

knowledge base to improve organisational flexibility and refine existing knowledge for 

productivity and higher earnings. Companies should resolve this paradox by giving 

opportunities to employees to divide their time between exploration- and exploitation-

based activities. Without ambidexterity, organisations cannot achieve a sustainable 

competitive advantage (Junni, Sarala, Taras, & Tarba, 2013). An ambidextrous ICT sector 

can increase organisational performance by combining existing and new resources.  
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1.4 Specific Problem Statement 

 

The inexorable advance of globalisation has inflicted vigorous and swift competition, 

which requires firms and their employees to innovate continuously for productivity through 

exploitation of existing ICT resources as well as to build competitive advantage through 

exploration of new ICT resources to counter rapid obsolescence of innovations. The 

employees and management of the software companies should maintain balance between 

the two activities. Despite a thorough analysis of ambidexterity in the literature, no process 

or model has been found for its effective implementation. Therefore, this study presents a 

multilevel model comprising HR practices, ambidextrous managers, employees’ extrinsic 

motivation and goal-orientation, employee and organisational ambidexterity, and 

competitive advantage. The progression of ambidexterity moves from the individual to the 

organisational level. Based on literature that highlighted the effect of increased 

ambidexterity of both managers and employees on organisational ambidexterity, this study 

focused on methods of improving the cognitive abilities and motivation of software 

company employees to use both right and left simultaneously and decide between new or 

existing activities. The presence of an ambidextrous manager can further boost this 

phenomenon. 

 1.5  Contributions and Theoretical Gaps of the Study  

 

Despite the impressive advancements by earlier studies, there is no integrated model of 

ambidexterity that can assist practitioners in handling the complex challenge of 

ambidexterity. Therefore, a cohesive framework comprising multilevel relationships of 

strategic HR practices as antecedents, with employees’ goal-orientation and extrinsic 

motivation as mediators, organisational outcomes like employees’ ambidexterity, 

organisational ambidexterity, and competitive advantage in the presence of an 

ambidextrous manager (moderator) were proposed and analysed. 

Existing literature has focused only on organisational-level ambidexterity and 

ignored this phenomenon at the employee level (Mom, Chang, Cholakova, & Jansen, 

2018). According to Zimmermann et al. (2018), many researchers have lately focused their 
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attention on employees’ ambidexterity. The contextual approach of ambidexterity focuses 

on employees’ ambidexterity and believes that employees should be allowed to manage 

time between exploration and exploitation. In response to this, the present study not only 

investigated employees’ ambidexterity but also examined its linkages with organisational 

ambidexterity, a pressing issue that needs a resolution. The existing gaps in literature and 

the key contributions of this study are highlighted as follows. 

First, while previous research on ambidexterity has focused on theoretical 

approaches to organisational ambidexterity (Suh et al., 2019), few studies have explored 

employees’ ambidexterity (Schnellbacher et al., 2019; Swart, Turner, Rossenberg, & 

Kinnie, 2019). Moreover, little knowledge exists regarding the impact of specialisation of 

exploration and exploitation activities at the individual level (Veld & Caniels, 2016; Zacher 

et al., 2014). Similarly, a few more studies have highlighted an enormous array of earlier 

research that explored and debated ambidexterity at organisational level (Prieto & Perez-

Santana, 2012; Junni et al., 2013; Caniels & Veld, 2016; Haversman, Hartog, Keegan, & 

Uhl-bien, 2016). Whereas a little attention to employees’ ambidexterity and its antecedents 

by theoretical and empirical literature (Schnellbacher & Heidenreich, 2020). There has 

been an increasing call to explore employees’ ambidexterity in the future (Mu, Riel, & 

Schouteten, 2020; Zimmermann, Raisch, & Cardinal, 2018; Birkinshaw & Gupta, 2013). 

Therefore, the current study has addressed and empirically tested this gap.  

Second, there is scant research examining the influence of HR bundles as 

antecedents of organisational ambidexterity (Ahammad, Glaister, & Junni, 2019; Swart, 

Turner, Rossenberg, & Kinnie, 2019; Kaupila, 2018; Lee & Meyer-Doyle, 2017; Kim, 

2019; Swart, Güttel, & Hansen 2017; Haversman, Hartog, Keegan, & Uhl-bien, 2016; 

Junni et al., 2013; Prieto & Pilar Perez Santana, 2012). This indicates future scope for 

research into the role of strategic HR practices and the mediating role of ambidexterity 

between HR practices and organisational outcomes (Yang & Yang, 2020; Veld & Caniels, 

2016). Thus, the present study has addressed these two gaps of literature by investigating 

the role of AMO-enhancing HR practices building employees’ ambidexterity and 

empirically validating the mediating role of ambidexterity. 
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Third, various research studies have suggested examining the mediating role of 

cognitive and motivational factors between HR practices and employees’ ability to face the 

challenge of incremental and discontinuous innovation (Mom, Chang, Cholakova, & 

Jansen, 2018; Smith & Tushman, 2005). According to Hoeksema (2017), it would be 

interesting to study the factors that influence employees' goal-orientation, leading to 

employees’ ambidexterity. Similarly, prior research has highlighted the need to explore the 

role of extrinsic motivation in influencing employees to pursue explorative and exploitative 

behaviour simultaneously (Kaupila, 2018; Lee & Meyer-Doyle, 2017). 

To fill these gaps, this study has developed an HR perspective to empirically 

validate the mediating effect of employees’ goal-orientation (cognitive factor) and extrinsic 

motivation-orientation (motivational factor) on ability-enhancing and motivation-

enhancing HR practices and employees’ ambidexterity. 

Fourth, multilevel organisational studies recommend that organisational context 

plays a large role in increasing higher-level performance (Kozlowski & Chao, 2012). 

Existing research highlights the need to explore the roles of organisational context 

(Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017) as well as opportunity-enhancing HR 

practices that influence employees input in maximising organisational outcomes (Kim, 

2019; Mom, Chang, Cholakova, & Jansen, 2018; Jiang, Lepak, Hu, & Baer, 2012). 

Therefore, the present study has addressed this gap and investigated the moderating effect 

of opportunity-enhancing HR practices on employee and organisational ambidexterity.  

Fifth, the present study empirically validates the multilevel integrated model of 

organisational ambidexterity in line with previous studies that have pointed out the 

incompleteness and lack of precision of the theories of strategic HRM and ambidexterity 

without top-down and bottom-up validation (Jiang et al., 2013; Wright & Ulrich, 2017). 

Moreover, to address the limited work on multilevel aspects of HR practices leading to 

individual ambidexterity (Swart, Turner, Rossenberg, & Kinnie, 2019), this study has used 

the multilevel mechanism at both individual and organisational levels.  
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Sixth, there is limited understanding and empirical evidence for the concepts of 

ambidexterity and competitive advantage (Jurksiene and Pundziene, 2016). Therefore, the 

empirical investigation of this relationship has been a huge challenge for researchers 

(Preda, 2014; Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017). Existing theories confirm 

innovation as a predictor of the competitive advantage (He and Wong, 2004; Jansen et al. 

2006); furthermore, the higher the ambidexterity is, the higher the competitive advantage 

will be (Preda, 2014; Swart & Kinnie, 2013; Prieto & Santana, 2012). The present study 

has accepted the challenge of empirically examining this relationship.  

Seventh, there is a lack of research on the role of an ambidextrous leader in the 

simultaneous execution of these two contradictory activities (Haversman, Hartog, Keegan, 

& Uhl-bien, 2016; Watson & Cromarty, 2016; Reilly & Tushman, 2013). The nature of 

leaders’ support for this phenomenon at both employee and organisational levels needs to 

be further explored in the future (Luo, Zheng, Ji, & Liang, 2018; Rosing et al., 2011; 2016). 

Mom et al. (2015) indicate that the ambidextrous leadership of managers must be 

examined. Studies have suggested viewing such leadership as a moderator between 

ambidexterity and performance (Garcia, Cortes, Lajara, & Saez, 2017; Jansen et al., 2008). 

Similarly, Kassotaki (2019) indicates future scope for empirically testing the degree of an 

organisation leader’s orientation towards exploration and exploitation in their organisation. 

Consequently, the present study has highlighted this knowledge gap and empirically 

investigated the role of ambidextrous managers as moderators between goal-orientation 

and extrinsic motivation-orientation of employees and employees’ ambidexterity. 

Eighth, while the ability to achieve ambidexterity has been a key theme since its 

introduction by March (1991), this phenomenon has been explored more at the 

organisational than at the employee level. However, research on antecedents of 

organisational ambidexterity is still in its nascent stage (Venugopal, Krishnan, Kumar, & 

Upadhyayula, 2019). Therefore, the current study has examined the antecedents of both 

organisational ambidexterity and employees ambidexterity. 

Lastly, this study contributes to the execution of group design and data collection 

using time lags, in line with the recommendation of Schnellbacher et al. (2019), to 
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eliminate common method biasedness and establish indubitable causal relationships. A few 

other studies also emphasise the same (Vallina, Moreno-Luzon, Ferrer-Franco, 2019; Syed, 

2019); therefore, this study has used group design and collected data in different periods 

for the empirical investigation.  

To summarise, this study focuses on building a system through which AMO-

enhancing HR practices lead to employees’ ambidexterity. New insights into the 

simultaneous implementation of both employee and organisational ambidexterity by 

validating a unique multilevel model augment the existing literature. The principal goal of 

this study is to fill the literature gaps mentioned in Table 1.1.  

   Table 1.1  

  Theoretical Gaps 

Variables Theoretical Gaps 

Antecedents (ability-

enhancing HR practices; 

motivation-enhancing HR 

practices) 

Future research may examine the role of ability- and motivation-

enhancing HR practices as antecedents of ambidexterity (Yang & 

Yang, 2020; Panogopoulos, 2020; Kim, 2019; Ahammad, Glaister, 

& Junni, 2019; Swart, Turner, Rossenberg, & Kinnie, 2019; Kaupila, 

2018; Lee & Meyer-Doyle, 2017; Swart, Güttel, & Hansen 2017; 

Haversman, Hartog, Keegan, & Uhl-bien, 2016; Birkinshaw & 

Gupta, 2013; Junni et al., 2013; Prieto & Santana, 2012). 

Opportunity-enhancing 

HR practices 

Multilevel organisational studies have recommended that an 

organisational context, through opportunity-enhancing HR practices, 

can increase employees’ input to maximise organisational outcomes. 

Future studies must explore the moderation role of opportunity-

enhancing HR practices between employee and organisational 

ambidexterity (Panogopoulos, 2020; Kim, 2019; Mom, Chang, 

Cholakova, & Jansen, 2018; Jiang, Lepak, Hu, & Baer, 2012; 

Kozlowski & Chao, 2012).  



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

15 
 

Employees’ goal 

orientation 

There is a need to examine the mediating role of employees’ goal-

orientation towards employees’ ambidexterity (Kaupila, 2018; 

Hoeksema, 2017; Lee & Meyer-Doyle, 2017).  

Employees’ extrinsic 

motivation 

The mediating role of cognitive and motivational factors in HR 

practices–employees’ ambidexterity should be explored (Mom, 

Chang, Cholakova, & Jansen, 2018; Smith & Tushman, 2005). 

Employees’ ambidexterity There is an increasing call to explore employees’ ambidexterity 

given the scant literature in this field (Schnellbacher & Heidenreich, 

2020; Mu, Riel, & Schouteten, 2020; Suh et al., 2019; Swart, Turner, 

Rossenberg, & Kinnie, 2019; Zimmermann, Raisch, & Cardinal, 

2018; Caniels & Veld, 2016; Haversman, Hartog, Keegan, & Uhl-

bien, 2016; Birkinshaw & Gupta, 2013). 

Organisational 

ambidexterity 

The emergence of ambidexterity is a new field, and its antecedents 

are still in their nascent stage (Du & Chen, 2020; Venugopal, 

Krishnan, Kumar, & Upadhyayula, 2019). 

Competitive advantage Jurksiene and Pundziene (2016) claim that there is no empirical 

evidence of organisational ambidexterity’s influence on competitive 

advantage. Therefore, a huge challenge for future research is to 

empirically investigate this relationship (He and Wong, 2004; Jansen 

et al., 2006; Swart & Kinnie, 2013; Preda, 2014; Kuncore, 

TisnawatiSule, Prabowo, & Aziz, 2017).  

    

1.6  Aim of the Study 

The primary aim of this study is to explore the role of employee and organisational 

ambidexterity (at the individual and firm levels) in gaining competitive advantage for the 

software industry in Pakistan. Moreover, it also explores how an ambidextrous leader 

(manager) enhances the choices of a motivated and goal-oriented employee between 

exploration and exploitation. The direct role of organisational ambidexterity and the 

indirect role of employee ambidexterity in increasing competitive advantage is also 
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investigated. Based on ambidexterity theories, both top-down (HRM to employees’ 

ambidexterity) and bottom-up (employees’ ambidexterity to organisational ambidexterity) 

performance approaches are empirically tested.  

Simply, the study aims to find a direct effect of ability- and motivation-enhancing 

HR practices on employee goal-orientation and extrinsic-motivation, respectively, and 

their indirect (mediating) effect on employees’ ambidexterity. The organisation’s ability to 

reconcile this dichotomy is an interactive function of employee ambidexterity and 

organisational opportunity-enhancing HR practices like involvement in decision-making 

and information sharing.  

The emergence of HR practices and ambidextrous leadership can play a crucial role 

to increase a firm’s performance and competitive advantage. Therefore, the overall purpose 

of the present study is to examine the phenomenon of ambidexterity in the context of 

Pakistan. Table 1.2 elaborates the research questions and objectives of the study, which are 

investigated empirically in the analysis that follows. 

Table 1.2  

Research Questions and Objectives 

 Research Questions    Research Objective(s) 

R1 How do ability-enhancing HR 

practices increase employees’ goal-

orientation and employees’ 

ambidexterity? 

1 

 

                                    

2 

To examine the relationship of the ability-

enhancing HR practices with employees’ 

goal-orientation. 

To investigate the direct relationship 

between ability-enhancing HR practices 

and employees’ ambidexterity.  

R2 How do motivation-enhancing HR 

practices (i.e. job enrichment, 

performance appraisal, and 

incentive rewards and benefit 

packages) affect employees’ 

3 

 

 

To examine the relationship between 

motivation-enhancing HR practices and 

employees’ extrinsic motivation-

orientation. 
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extrinsic motivation orientation and 

employees’ ambidexterity? 

4 To investigate the direct relationship 

between motivation-enhancing HR 

practices and employees’ ambidexterity. 

R3 

 

 

 

 

What role does employees’ goal 

orientation and employees’ 

extrinsic motivation orientation 

play in the development of the 

employees’ ambidexterity? 

5 

 

 

6 

 

To measure the relationship of employees’ 

goal-orientation with employees’ 

ambidexterity. 

To measure the relationship between 

employees’ extrinsic motivation-

orientation and employees’ ambidexterity. 

R4 What is the role of ability-

enhancing HR practices in 

organisational ambidexterity and 

competitive advantage? 

7 

 

 

  8 

To examine the role of the ability-

enhancing HR practices as an antecedent of 

organisational ambidexterity. 

To examine the role of ability-enhancing 

HR practices as an antecedent of the 

competitive advantage. 

R5 What is the role of motivation-

enhancing HR practices in 

organisational ambidexterity and 

competitive advantage? 

9 

 

 

10 

To examine the role of motivation-

enhancing HR practices as an antecedent of 

organisational ambidexterity. 

To examine the role of motivation-

enhancing HR practices as an antecedent of 

the competitive advantage. 

R6 What is the role of employees’ 

ambidexterity in increasing 

organisational ambidexterity? 

11 To examine the direct association of 

employees’ ambidexterity with 

organisational ambidexterity. 
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R7 How is organisational 

ambidexterity associated with 

competitive advantage? 

12 To examine the direct relation of 

organisational ambidexterity with 

competitive advantage. 

R8 Does employees’ goal-orientation 

mediate the relationship between 

ability-enhancing HR practices and 

employees’ ambidexterity? 

13 To test the mediating role of employees’ 

goal-orientation on the relationship 

between ability-enhancing HR practices 

and employees’ ambidexterity. 

R9 Does employees’ ambidexterity 

mediate the relationship between 

ability-enhancing HR practices and 

organisational ambidexterity? 

14 To test the mediating role of employees’ 

ambidexterity on the relationship between 

ability-enhancing HR practices and 

organisational ambidexterity. 

R10 Does organisational ambidexterity 

mediate the relationship between 

ability-enhancing HR practices and 

competitive advantage? 

15 To test the mediating role of organisational 

ambidexterity on the relationship between 

ability-enhancing HR practices and 

competitive advantage.  

R11 Does employees’ extrinsic 

motivation-orientation mediate the 

relationship between ability-

enhancing HR practices and 

employees’ ambidexterity? 

16 To test the mediating role of employees’ 

extrinsic motivation-orientation on the 

relationship between motivation-

enhancing HR practices and employees’ 

ambidexterity. 

R12 Does employees’ ambidexterity 

mediate the relationship between 

motivation-enhancing HR practices 

and organisational ambidexterity? 

17 To test the mediating role of employees’ 

ambidexterity on the relationship between 

motivation-enhancing HR practices and 

organisational ambidexterity. 

R13 What is the mediating role of the 

Organisational Ambidexterity on 

the relationship between 

18 To test the mediating role of organisational 

ambidexterity on the relationship between 
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motivation-enhancing HR practices 

and competitive advantage? 

motivation-enhancing HR practices and 

competitive advantage.  

R14 Do employees’ goal-orientation, 

employees’ ambidexterity, and 

organisational ambidexterity 

sequentially mediate the 

relationship between ability-

enhancing HR practices and 

competitive advantage? 

19 To examine the sequential path between 

ability-enhancing HR practices and 

competitive advantage through the stage 

one mediator, employee goal-orientation; 

stage two mediator, employees’ 

ambidexterity; and stage three mediator, 

organisational ambidexterity. 

R15 Do employees’ extrinsic 

motivation-orientation, employees’ 

ambidexterity, and organisational 

ambidexterity sequentially mediate 

the relationship between 

motivation-enhancing HR practices 

and competitive advantage? 

20 To examine the sequential path between 

ability-enhancing HR practices and 

competitive advantage through the stage 

one mediator, employee goal-orientation; 

stage two mediator, employees’ 

ambidexterity; and stage three mediator, 

organisational ambidexterity. 

R16 How does an ambidextrous manager 

moderate the relationship between 

employees’ goal and extrinsic 

motivation-orientations and 

employees’ ambidexterity? 

21 

 

 

 

22 

To examine the moderating role of the 

ambidextrous manager in the relationship 

between employee goal-orientation and 

employees’ ambidexterity. 

To examine the moderating role of the 

ambidextrous manager in the relationship 

between employees’ extrinsic-motivation-

orientation and employees’ ambidexterity. 

R17 How do opportunity-enhancing HR 

practices moderate the relationship 

between employees’ ambidexterity 

and organisational ambidexterity? 

23 To find out the moderating role of 

opportunity-enhancing HR practices in the 

relationship between employees’ 
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ambidexterity and organisational 

ambidexterity. 

1.7 Significance  

 

This study not only has managerial and theoretical implications but also illustrates how 

ambidexterity is a socially desirable phenomenon that has robust contributions in economic 

development. The significance of the study has been discussed from all these perspectives 

in this section. 

First, from the managerial perspective, there is a knowledge gap in the practical 

implementation of ambidexterity in today’s intensely competitive environment. The 

current study may serve as a guide for decisionmakers in software companies facing the 

problem of ambidexterity. Effective HR practices are recommended as an important tool 

to improve employees’ goal-orientation, extrinsic motivation, and ambidexterity. HR 

departments can play a vital role in implementing and enhancing ambidexterity through 

provision of extrinsic motivational factors (incentives, reward and benefits, job 

enrichment, and performance appraisal) and focusing on building goal-oriented skills and 

abilities (selective hiring, training and development, and job enlargement) of employees. 

The present findings established that software companies do have a problem of 

ambidexterity at both employee and organisational levels, which should be resolved 

quickly by the management. 

In addition, ambidexterity of managers was found to be crucial for enhancing 

employees’ ambidexterity in the software sector. Moreover, the positive relationship of 

employees’ ambidexterity with organisational ambidexterity was empirically validated. 

Therefore, decision makers should focus more on employee-level ambidexterity to 

automatically increase organisational ambidexterity. The study may further help 

practitioners in strengthening the relationship between employees’ ambidexterity and 

organisational ambidexterity. Opportunity-enhancing HR practices like employees’ 

participation in the decision-making process, information sharing, and appreciation of their 

ideas are very helpful in creating synergies between the employee- and organisational-level 

ambidexterity. Based on the finding of the study that organisational ambidexterity 
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contributed positively towards competitive advantage, the main goal of the advisors of 

software companies should be to promote ambidexterity for an edge over competitors and 

greater innovation in Pakistan.  

From a theoretical perspective, ambidexterity is one of the toughest challenges as 

there is no blueprint that the management can follow for its successful execution. Balanced 

innovation leading to economic growth is scarce in Pakistan as well as in developing 

countries around the world. This study provides a basis for practitioners and management 

to enhance employees’ ambidexterity through an integrated modelling approach 

comprising the effect of mediators and moderators on both antecedents and outcomes of 

ambidexterity. 

The novelty of the present study is in testing for the interaction and mediating role 

of unexamined variables in achieving competitive advantage. In doing so, it empirically 

proved and extended the work of Mom et al. (2015) and Rosing (2011), regarding an 

ambidextrous role of managers to enhance employees’ ambidexterity. The impact on 

employees’ ambidexterity stemming from ability- and motivation-enhancing HR practices 

tested positive and significant for the mediating effects of employees’ goal-orientation and 

extrinsic motivation-orientation, respectively, a first in this domain. Previous studies 

examined the role of intrinsic motivation-orientation and recommended the study of 

extrinsic motivation-orientation by future researchers. This study established ability- and 

motivation-enhancing HR practices as antecedents and opportunity-enhancing HR 

practices as moderators of ambidexterity, opening avenues for future researchers. Overall, 

it addressed a multilevel integrated model of HR practices, ambidexterity, and competitive 

advantage with a process-oriented approach. 

From the economic perspective, Pakistan’s ICT industry has been successful even 

during financial crises. Pakistan is preferred by international software companies for 

launching their operations (ITCN ASIA, 2019). Today’s complex global economy relies 

heavily on the simultaneous execution of both exploration- and exploitation-based 

innovation leading to economic growth and competitive advantage (Chen, 2017). The 

growth of ICT industry has created a virtual world by eliminating international boundaries 

and giving birth to a new global operating model (Ministry of Planning, Development and 

Reforms, 2017). In response, Pakistan’s Vision 2025 stresses on building competitive 
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advantage over rivals through ambidexterity. This study focuses on factors that can help 

Pakistan’s ICT sector take the lead on their competitors.  

Today’s intensely competitive economy compels software companies to innovate 

through existing and new ICT resources. Logically, exploration- and exploitation-based 

innovation are structurally different (Uhl-Bien & Arena, 2017). Only ambidextrous 

software companies can succeed by balancing this trade-off and continuously ideating for 

new and innovative products. 

In the past, developing countries have capitalised on software companies to 

improve overall industrial competitiveness (Dabla, 2004; Grace, Kenny, & Qiang, 2004; 

Hameed, 2007). Emerging economies like India, South Korea, and China depend heavily 

on ambidexterity (Luo & Rui, 2009) in the software sector for their GDP growth (Arian, 

Tunio, & Shah, 2014). The policy makers of software companies should reflect on the dire 

need for creative products and services beyond the existing knowledge base for improved 

organisational flexibility and knowledge refinement to foster productivity and earnings. 

They can reconcile this paradox by giving opportunities to employees to divide their time 

between exploration and exploitation activities in order to become globally competitive. 

The world’s leading companies owe their success to employees’ ambidexterity. The 

management of Pakistani software companies should reorient their existing exploitation-

dominant business models towards ambidexterity by incorporating exploration.  

From a social perspective, as discussed earlier, ambidexterity is intrinsic in global 

competition. Given Pakistan’s present economic scenario and the rapid obsolescence of 

modern innovations, organisations that are unilaterally focused either on exploration or 

exploitation face the risk of wasting valuable resources on unsuccessful ideas or being 

outperformed by innovative competitors, respectively. This study can guide software 

companies in Pakistan in implementing an ambidextrous structure to perform effectively 

and better than their rivals.  

This study has provided an integrated model of the antecedents and consequences 

of ambidexterity, which will help the software companies’ management to promote not 

only organisational but also employees’ ambidexterity to cater to local as well as global 

competition. This can further improve Pakistan’s GII ranking and the state of the overall 
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economy. This study empirically supports the demand for balanced innovation as 

highlighted by the Pakistani government in their Vision 2025. This study is also significant 

in using the methodology of multilevel analysis to check the relationship between the 

employee- and organisational-level ambidexterity. Data were collected at the two levels 

separately in different time lags and then tested on AMOS software. The present analysis 

is the first of its kind in the Pakistani context. 

1.8 Delimitations  

 

There are many recommended antecedents of the ambidexterity in the literature, but a 

present study has examined the role of only HR practices in building employee and 

organisational abilities to implement exploration and exploitation simultaneously. Out of 

the many HR practices, the current study focused primarily on ability-enhancing (selective 

hiring, training and development, and job enlargement), motivation-enhancing (job 

enrichment, reward, and benefit packages), and opportunity-enhancing HR practices 

(participation in decision making and information sharing). The current study has used only 

two types of innovation, exploration, and exploitation. However, different types of 

innovation (product, process, market, and organisational) have not been studied yet (Varis 

& Littunen, 2010).  

The current study has used only two cognitive and motivation-enhancing factors, 

employees’ goal-orientation, and employees’ extrinsic motivation-orientation as mediators 

(as suggested by the literature). There are many other cognitive and motivation-enhancing 

factors that may be considered by future researchers. Furthermore, the leadership role of 

the manager has been investigated as a moderator in this study.  The cross-sectional (not 

longitudinal) data has been used in the study. 

The mixed-method approach has as recently gained momentum through a research 

strand and rapidly spread through the social and behavioural sciences (Timans, Wouters & 

Heilbron, 2019). According to the positivist paradigm, research objectives, and factors, the 

quantitative method is appropriate and justified to conduct this study (Devault & Karolak, 

2020; Kauber, 1986).  The current study has used only the quantitative method. However, 

mixed methods may be applied in further studies.  
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The current study has used only “group” as a unit of analysis, not individuals or dyads. 

The data regarding demographic variables including age, gender, experience, and 

education, etc have not been tested since the scope of the study didn’t include this analysis. 

However, it has been recommended for future investigations to use these variables as a 

moderator. The current study has collected data only from the ICT industry of Pakistan. 

Future studies may consider extending the analysis to other industries or countries.  

1.9  Summary 

 

In summary, the theoretical model developed for this study was hypothesised and then 

tested, as shown subsequently. It investigated how employees contribute to organisational 

ambidexterity and competitive advantage. Furthermore, the top-down and bottom-up 

approaches in the AMO model were used to examine how HR practices play an important 

role in developing motivational and cognitive abilities of the employees. This study also 

examined the ambidextrous role of the manager as a moderator in the relationship of 

employees’ goal-orientation and extrinsic motivation-orientation with employees’ 

ambidexterity. All the relationships used in the model are supported by the overall theory 

of ambidexterity (Tushman & O’Reilly, 1996) and the different theories of motivation and 

strategic HRM. Hence, the overall model comprising several smaller models offers 

theoretical and practical contributions, especially for employees’ ambidexterity, 

managerial ambidexterity, and organisational ambidexterity. 

The rest of this study is divided into four chapters. A brief description of the 

chapters is given below.  

Chapter two describes the definitions, origin, and explanations for all the constructs 

of the study. Literature-based evidence lending strong theoretical support for their mutual 

associations and the detailed hypothesis are also discussed in the second chapter of the 

study.  

Chapter three discusses the research design of the dissertation, including research 

philosophy, strategy, type, approach, study setting, time-horizon, population, sampling 

strategy, pilot study, instrument development, and statistical techniques used to collect, 

analyse, and interpret data.  
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Chapter four discusses data cleaning, descriptive analysis, correlation, and factor 

analysis, both exploratory and confirmatory. Multilevel structural equation modelling 

(SEM) has been used to analyse the relationships within the study. The mediation and 

moderation analysis are also explained in this chapter along with the summary of results. 

The last chapter discusses all the research questions along with the hypothesis and 

the underlying literature supporting their acceptance. Furthermore, theoretical and practical 

implications, limitations, and recommendations and conclusions of the study are also 

presented.  
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CHAPTER 2 

LITERATURE REVIEW 

2.1 Chapter Overview  

 

The current thesis aims to empirically study the model of organisational and employee 

ambidexterity, along with AMO practices and competitive advantages in the Information 

Technology sector of Pakistan. The concept of organisational ambidexterity has gained 

momentum in organisational research in the last few years (Simo, Jover & Grass, 2020; 

Chinedu, Obiageli & Onyinye, 2016) because organisations faced a challenge in pursuing 

both sustainability and innovativeness over time (Armour, 2015). Previous literature 

portrays a passionate interest in organisational ambidexterity theory, mostly post the 2000s 

(Attar & Kalfaoglu, 2020). Thus, researchers call for more research on ambidexterity 

because of the role of management, leadership, and HR practices in handling contradictory 

demands of exploration and exploitation are still less clear (Mom, Chang, Cholakova & 

Jansen, 2018; Oreilly &Tushman, 2013; Zacher, Robison & Rosing, 2014). 

March (1991) noted that achieving both exploration and exploitation together 

within an organisation is the cause of significant stress present in the heart of an 

organisation’s long-term existence. It also ensures the current viability and future success 

of the organisation. O’Reilly & Tushman (2013) suggested that future studies should be 

focused on the problem identified by March (1991). Similarly, the role of employees’ 

ambidexterity as a driver of organisational ambidexterity and competitive advantage has 

received little attention in theoretical and empirical scholarship (Mom, Chang, Cholakova 

& Jansen, 2018; Caniels & Veld, 2016; Chinedu, Obiageli & Onyinye, 2016; Junni et al., 

2013; Prieto & Perez-Santana, 2012). Consequently, the present chapter discusses the 

issues mentioned above, and the result of this study contributes to the literature of 

ambidexterity. 

Along with theoretical gaps of ambidexterity in the literature, robust contextual 

gaps are also present in the software companies. As compared to the world, Pakistan is 
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relatively slow to catch up to ambidexterity in the ICT sector. There is a need to recognize 

its significance and contribution to the country’s economy. Pakistan’s ICT sector is shaping 

up. Almost 20,000 plus IT specialists have graduated since 2010, which could have 

benefited the domestic market of over 200 million and initiated successful 700 plus 

technological start-ups since then. This sector has a broad scope and very high potential to 

improve financial conditions. These young entrepreneurs and graduates have billion-dollar 

ideas; for instance, Skype was developed by a group of young Estonians in 2003, but later 

it was sold to Microsoft for $8.5 billion. WhatsApp was sold to Facebook for $19 billion, 

almost three times of Pakistan’s defense budget. 

The position of Pakistan as compared to other south Asian countries in the ICT 

sector is still in its nascent stages. Pakistani government is trying to get a place in the global 

setup, it has become the 4th number in freelancing. The Export Policy Map will also be 

very effective, it includes technology parks, digital skills training, and other incentives, 

innovative youth (Ministry of IT, 2020). The Fourth Industrial Revolution (4IR) will bring 

the next wave of jobs in areas like robotics, artificial intelligence (AI), nanotechnology, 

quantum computing, biotechnology, The Internet of Things (IoT), 3D printing, and 

autonomous vehicles. These projects are IT-based and ensured ambidexterity. The Global 

Competitiveness Index and Ease of the Doing Business Index of Pakistan also shows some 

giant strides towards ambidexterity.  

The Pakistani government also took initiatives and the proposed regulatory 

structure which is extremely helpful for the ICT sector. The first-ever Digital Pakistan 

Policy was approved to transform the ICT sector in 2018 to double the overall IT exports 

by 2020. This policy also includes multipurpose objectives, like job creation, ending 

corruption, and promoting the economy. This policy's core pillars are access and 

connectivity, training, innovation and entrepreneurship, digital infrastructure, e-

government, and digital skills.  Similarly, the Khyber Pakhtunkhwa government developed 

a digital policy (2018-2023) to meet the challenges and facilitate the growth of the ICT 

sector. The Pakistan Annual Plan 2019-20 aims to improve the ICT sector by improving 

infrastructure, quality of skilled human resources, and hastening execution of public e-

services for citizens. The development of Pakistan's agriculture sector using technology, 

Agrisurge 2020 Innovation Challenge was virtually launched with the collaboration of the 
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Ministry of IT and the Food and Agriculture Organisation of the United Nations (FAO). 

The Agrisurge 2020 Innovation Challenge was developed to revolutionize agriculture in 

Pakistan and increase the resilience of food systems.  

To find out the real problems in this context, semi-structured interviews were 

conducted with the employees, managers, and higher management of the software 

companies located in Islamabad. According to higher management, both types of 

innovation explorative and exploitative are present in the industry. Their major challenge 

is the simultaneous execution of both types to cater to the current and future organisational 

needs. According to them, not only top management but the lower management and 

employees can also solve this problem through their ambidextrous character.  Especially 

team leaders, supervisors, and managers can play a very important role in it through their 

ambidextrous behaviour and HR practices enhancing the employees’ motivation and 

abilities. For this purpose, detailed training sessions are conducted for them to tackle the 

challenge of balancing exploration and exploitation. These two types of innovation 

compete for a scarce resource, however feedback from lower-level employees especially 

software engineers can provide meaningful insight for practitioners.   

Human capital lies in the heart of Pakistan’s vision 2025. It envisions utilizing 

human capital as a basic element for competing in the global arena. When employees of 

software houses jointly pursue these conflicting activities, then a problem can be resolved. 

Employees’ responses in the interviews showed that the management stance to increase 

employees’ extrinsic motivation and building cognitive skills plays a significant role in the 

emergence of innovation.  

Moreover, strategic human resource practitioners and experts of these software 

companies can increase abilities and motivation of the employees in this 

regard.  Employees’ involvement in the decision-making process and supporting their idea 

from top management can play a vital role to enhance their ambidexterity. In all this 

process, the important factors which are highlighted by the managements are available 

organisational resources both, financial and human resources, the attitude of the person 

hiring for a particular job, fair HR practices, recruiting competent persons, proper 

performance evaluation and a reward system.  Therefore, these all factors are used as 
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independent variables of ambidexterity and competitive the advantage in a cluster of the 

ability-enhancing, motivation-enhancing, and opportunity-enhancing HR bundles. 

Pakistan lacks creative mindsets to balance explorative and exploitative innovation. 

There is a need for an ambidextrous workforce in software companies to solve problems. 

This industry relies on both technical/specialized skills for designing and developing IT 

products and business models. Due to a lack of knowledge, Pakistan cannot make a niche 

in gaming (Apple Store and Google-generated 80% of their revenue through it). Software 

companies should train and provide proper education and a free environment for their 

workers to divide time for exploration and exploitation by themself. 

Based on the above policies, the future of the ICT sector is very bright. The proper 

implementation of the HR practices highlighted in this dissertation will help the employees 

become ambidextrous and bring balanced innovation. Employees are the key source of the 

organisational level outcomes like organisational ambidexterity and competitive 

advantage. Software companies will be able to focus on both exploration and exploitation 

through employees’ ambidexterity. The supporting role of an ambidextrous manager also 

contributes positively to increase employees and organisational ambidexterity. 

The literature review has been presented in nine sections. Section 2.1 explains the 

chapter overview and introduction of the study; section 2.2 explains concepts and 

definitions of all the variables used in the hypothesized model. Section 2.3 outlines the 

theoretical reflection related to all the relationships projected in the study. Next, section 

2.4 highlights the literature gap(s) related to the topic under investigation. Section 2.5 

explains Substantiating evidence from the literature. Section 2.6 comprises of the 

contextual background of the problem in the software companies in Pakistan. Section 2.7 

explains the theoretical framework of the current study. Section 2.8 explains the hypotheses 

of the study. Last section 2.9 describes a summary of the literature review chapter. 

2.2 Concepts and definitions 

 

This section deliberates the definitions of all the variables of the study. Organisational 

ambidexterity is a multilevel phenomenon consisting of upward and downward 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

30 
 

approaches, i.e., from an organisational context guiding employees on how to face this 

challenge and from the employees' perspective, how their behaviours contribute to 

organisational ambidexterity (Birkinshaw & Gupta, 2013; O'Reilly & Tushman, 2013). 

Similarly, multilevel strategic human resource management theory also recommends that 

organisational elements contribute to its positive consequences by influencing employees' 

behaviour (Wright & Ulrich, 2017). This study has used the AMO framework describing 

HR practices influencing employees, contributing to organisational ambidexterity and 

competitive advantage. Therefore, a brief introduction of HR practices has been presented 

in this chapter before describing all the constructs. 

The effect of these HR bundles on Employees' Ambidexterity was examined both 

directly and indirectly. Employees' Goal Orientation was examined as a mediator between 

Ability-enhancing HR practices and Employees' Ambidexterity. In parallel, the extrinsic 

motivation orientation was examined as a mediator between motivation-enhancing HR 

bundles and employees' ambidexterity. The ambidextrous manager's role as a moderator to 

support employees' ambidexterity was also studied on these two paths. Moreover, the role 

of employee ambidexterity in boosting organisational ambidexterity was also investigated. 

The role of Opportunity-enhancing HR practices was examined as a moderator between 

these two levels of ambidexterity. The final association between Organisational 

Ambidexterity and Competitive Advantage were also studied in this thesis. The 

comprehensive detail about these variables is highlighted in this chapter. However, table 

2.1 explains the operational definitions of the key variables used in this thesis. 

Table 2.1 

Operational Definitions 

S. N Variables Operational Definitions 

1 Ability-enhancing 

HR Practices 

  

Ability-enhancing practices are those policies that endorse 

employees have required competencies and skills to complete task 

effectively (Luis & Sanchez, 2020). HR practices particularly 
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structure the abilities of employees to increase their knowledge and 

enhance their skills (Prieto & Santana, 2012).  

2 Motivation-

enhancing HR 

Practices 

  

Motivation-enhancing HR practices direct employees to achieve 

organisational goals through performance management, 

compensation, rewards, and benefits, etc. (Ujma & Ingram, 2019). 

The level of utilizing the expertise and capabilities of the employees 

in real workplace illustrates their level of motivation stimulated by 

personal incentive, institutionalized incentives, provision fair 

compensation plans, career development, and knowledge sharing 

(Hong, Bai & Park, 2017; Savaneviciene & Stankeviciute, 2011; 

Katou, 2008; Paauwe & Boselie, 2005, Harris et al., 2002; 

Whittaker & Marchington, 2003). 

3 Opportunity-

enhancing HR 

Practices 

  

Opportunity-enhancing HR practices focused on empowerment 

building, employees’ autonomy, involvement in decision-making 

and information sharing with them (Ujma & Ingram, 2019; Wood 

& Wall, 2007). Organisational context can play a very important 

role to facilitate employees by involving them in decision making, 

removing the barrier, and increasing new paths for participation 

(Hong, Bai & Park, 2017; Savaneviciene & Stankeviciute, 2011). 

4 Goal Orientation 

  

Goal orientations are believed to create different perceptual-

cognitive frameworks for how individuals approach, interpret, and 

respond to achievement situations. Goal orientations build cognitive 

frameworks of employees to focus on their perception, approaching, 

understanding, and reacting to the situation for maximizing 

productivity (Theis & Bipp,2020; Janssen & Yperen, 2004). Goals 

are crucial to increase employees’ understanding of the task and 

their work floor outcomes (Dweck, 2000).  
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5 Extrinsic 

Motivation 

Orientation 

  

Motivation is a psychological term which explains employees’ 

behaviour according to their desire which leads to increase in 

performance (Filimonov, 2017). Extrinsic motivation direct 

employees towards the accomplishment of goals through the 

provision of financial benefits, compensation, performance 

appraisal and rewards (Shkoler & Limura, 2020).  

6 Employees’ 

Ambidexterity 

  

Employee ambidexterity is an individual’s psychological trait and 

self-regulating capacity to flexibly adapt the demands of 

exploration and exploitation (Garcia, 2017). Individual cognitive 

ability is to pursue both activities simultaneously to reach the 

organisational goal is employee ambidexterity (Schnellbacher & 

Heidenreich, 2020; Good & Michel, 2013).   

7 Organisational 

Ambidexterity 

  

The process of maintaining balance between exploiting existing 

processes and exploring new ideas is called organisational 

ambidexterity (Mari, Ali & Hassan, 2020; Schnellbacher, 

Heidenreich & Wald, 2019; Schindler, 2015). The study (Reilly & 

Tushman, 2017) defines it as the organisational ability to meet the 

demands of both new markets and existing markets. 

8 Managerial 

Ambidexterity 

  

Managers’ ability to work equally well with both hands for facing 

the challenging nature of ambidexterity (Solander, 2020). The 

ambidextrous role of the manager is considered decisive and vital 

for the emergence of ambidexterity (Haversman, Hartog, Keegan & 

Uhl-bien, 2016). Ambidextrous managers allow pursuing diverse 

contradictory conflicts to bring innovation and novelty via 

integration (Uhl-bien & Arena, 2017). 

9 Competitive 

Advantage 

  

It refers to the capabilities and resources of the firm that give it an 

advantage over its rivals (Wiggins & Ruefli, 2002, p. 84). To have 

a good business performance, companies should have a sustainable 
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competitive advantage by providing organisational ambidexterity 

(Kuncore, TisnawatiSule, Prabowo & Aziz, 2017). 

  

2.2.1 AMO Framework  

 

AMO framework is a powerful model that presents a better understanding of the linkage 

of human resource practices and performance at the employee and organisational levels 

(Marin-Garcia & Tomas, 2016). Moreover, it is a well-acknowledged, integrated 

theoretical model that describes employees’ behaviour through psychological and 

situational constructs (Hughes, 2007). An expert and trained employee will accomplish a 

better job, and a motivated employee will perform additional duties. Similarly, the work 

environment also plays an important role. Employees cannot perform well if they are only 

competent and motivated. Opportunities played a distinctive role in enhancing their 

performance further. A business psychologist Anne-Marie Finch concluded that the AMO 

framework increased abilities, motivation, and employment opportunities to boost their 

performance. Therefore, existing literature concluded that employee performance 

combines the following factors: ability, motivation, and opportunity (Ybema, Vuuren & 

Dam, 2017; Appelbaum, 2000; Boxall & Purcell, 2011). 

The HR practices are more effective as a bundle than individual practices (Choi, 

2014; Chuang & Liao, 2010; Demirbag et al., 2014). Previous studies show that AMO HR 

practices are positively related to organisational performance (Arthur, 1994; Huselid, 1995; 

Sun, Aryee & Law, 2007). However, the companies' future and success are heavily based 

on the feedback of the highly dedicated, motivated, well-experienced, and competent 

employees. Considering AMO HR bundles used in this study consist of the following 

domains, selective hiring, training, development, job enrichment, performance appraisal, 

rewards and benefits, job enlargement, information sharing, and participation in decision-

making processes. This core HR bundle structure is a blend of 'best practices' that are 

logically sounded, systematic, and empirical based (Ismail, Abdelrahman & Majid, 

2018). Therefore, this study used the practices mentioned above and their effects on 

ambidexterity at the individual and organisational levels.  
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2.2.1.1 Origins of AMO Framework 

 

The origin of the AMO framework initiated from the theoretical dialogue between 

industrial and social psychologists. Industrial psychologists believed that employees’ 

productivity is the output of training and staffing (skill). However, social psychologists 

considered motivation an important factor to increase the employees’ performance 

(Maclnnis & Jaworski, 1989). The proposed collaborative model of ability and motivation 

described the performance as the function of these two variables P = f (A x M) (Vroom, 

1964). Consequently, this model considered only personal dimensions (ability and 

motivation) that affect performance and ignored a very important and decisive role external 

environment in this relationship. Thus, to explain the role of the external environment, 

Blumberg and Pringle (1982) explained a novel framework in which the understanding of 

motivation and ability was extended, and the new variable opportunity was introduced as 

an external environment element.  

Consequently, employees’ performance became a function of all these three factors: 

ability, willingness, and opportunity to perform the different tasks on the work floor. These 

studies highlighted all three variables (opportunity, ability, and motivation etc) and 

considered them very important indicators of performance as a collaborating model (P = f 

(O x C x W).  

This model was the first time presented by Bailey (1993) and then Appelbaum et al 

(2000) developed it further. Bailey (1993) recommended that three components are 

required to ensure the employee's effort: employees should be skillful and trained, they 

received an appropriate amount of motivation and organisational context should provide 

opportunity for decision-making. Therefore, based on this concept and its linkage with 

strategic human resource practices, the model was also presented by Appelbaum et al 

(2000). AMO is the abbreviation stands for following three elements’ ability, motivation 

and opportunity that boosts up employee performance (Claudia, 2015; Knies & Leisink, 

2014; Kroon, Voorde & Timmers, 2013; Munteanu, 2014).               

The AMO framework believed that employees’ performance is the result of 

adequate abilities and skills, their motivation level, and opportunities for involvement in 
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the decision-making process (Boselie, 2010; Boxall & Purcell, 2003; Choi, 2014). As a 

result, the model is developed from the core constructs of psychology, related to enhancing 

skills, motivation and providing the opportunity of participation to employees which 

further increased organisational productivity (Harney & Jordan, 2008).  

This AMO structure has grown and enhanced in succeeding studies. Many 

researchers discovered only HR practices are not important, an employee perception 

regarding the quality of these practices is also important (Boxall & Macky, 2009; 

Ehrnrooth & Björkman, 2012; Wright & Nishii, 2007). There is a need to differentiate 

between proposed, real, and perceived AMO strategic human resource practices 

(Vermeeren, 2010). Moreover, managerial perspective can play a very important role 

in explaining the employee-based perspective regarding AMO HR practices. Well-

designed and planned HR practices can’t guarantee to increase employees’ 

performance and effective implementation until the organisation has competent and 

capable front-line managers. These managers ensured effective implementation of HR 

practices to increase employees’ abilities. They increased their motivation level and 

provided them opportunities to participate in the administrative and decision-making 

process and the new changes (Bainbridge, 2015; Ozcelik & Uyargil, 2015).  The next 

section will explain the complete model of the AMO HR bundles. 

 

2.2.1.2 AMO Model 

 

The theory of AMO assumes that HR practices are independent of each other. These HR 

practices enhance employee characteristics via improving abilities, increasing motivation, 

and providing opportunities in the decision-making process of the organisation. 

Consequently, these employees contribute to organisational success.  
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Figure 2.1 AMO Model 

Human resource practices referred to an employee’s recruitment system that 

comprises a set of procedures planned to enhance performance and commitments of the 

employees, for the purpose of fulfilling the organisation objectives (Alagaraja, 2012; 

Guest, 1997). The following factors frame the human resource practice, for example, the 

external environmental factors (e.g., economic, technology, the culture of the society, 

political and legal environment, international pressures, competitors, customers and 

regulators), the company strategy (e.g., reducing cost or paid more attention on product 

differentiation) and the characteristics of the organisation (e.g., management style, 

industrial factors, the size of the organisation large or small). Research in the last decades 

showed that the field of HRM has successfully discovered the connection between AMO 

practices and business productivity. The results of several studies concluded that a positive 

association of HR practices and business productivity (Block & Pickl, 2014; Gerhart & 

Kühlmann, 2014).     

Existing HR literature revealed that the AMO model clarified the role of HR 

policies in the employees’ development through enhancing their abilities, motivation and 
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provision of opportunities to utilise these skills (Currie, Burgess, & Hayton, 2015; Lepak, 

Liao, Chung, & Harden, 2006; Pruneda, 2014).  These practices influenced and employee’s 

ability, motivation, and opportunity which further contributed to the firm performance 

(Gerhart, 2005).   

To align HR strategy with the AMO framework, HR practices are divided into these 

categories.  There are three dimensions of these HR practices: New skills are required, 

usage of those skills through job design, and structuring the incentive plan in such a way it 

will motivate employees to put more and extra efforts to get those jobs are done 

(Appelbaum et al., 2000). The employees’ performance, abilities, motivation level, chances 

to contribute more efforts can be enhanced by planning these practices through which 

business performance can be increased (Rabl, Jayasinghe, Gerhart & Kühlmann, 2014). At 

the time of implementing these practices in the organisation, make sure that all the 

employees are contributing to the achievement of common objectives of the firm 

(Robineau, Ohana &Swaton, 2015). 

In this context, the concept of synergy states that use of employees’ combined 

efforts and practices give more performance as compare to the sum of the individual efforts 

put by the employees separately. Considering all the facts, it is concluded that introducing 

the concept of self-managed work teams without the guidance and help of management of 

the organisation and lack of training will give less output as compared to the expected 

output initially planned from group mates (Kroon et al., 2013; MacDuffie, 1995). Likewise, 

other authors identified that neither employees’ ability not level of employees’ motivation 

solely can achieve to the maximum performance (Sarikwal & Gupta, 2013). 

There is no general agreement which demonstrates the clear-cut and accurate 

process of how human resource systems function to achieve the aims (Block & Pickl, 2014; 

Demortier et al., 2014). The well-known name of this mystery is "black box” of HRM. In 

this regard, a study was conducted and presented an analysis that shows the connections 

between human resource management and performance between 1994 and 2003 and 

discover that several researchers accept the presence of the “black box”, however, hardly 

few of them made an attempt to show their concern about it (Boselie et al., 2005). 

The organisation applied AMO-enhancing HR practices to bring management tools 

for leadership that lead to employee and organisational performance. High employee 
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performance in the term of innovation and ambidexterity is a strong factor that contributes 

to organisational success. The skills and expertise to perform a task are the “abilities”. 

Along with abilities, employees want the motivation to perform tasks successfully and 

opportunities to give their insights at the organisational level. Ability-enhancing HR 

practices comprised of selective hiring, in-depth training and job enlargement. These 

practices will motivate employees both intrinsically and extrinsically. Lastly, opportunity-

enhancing HR practices also have a very important role to connect and strengthen the 

employees’ roles in improving organisational performance. These factors provide 

opportunities for employees to contribute to the organisational level. 

This study is using AMO-enhancing SHR practices to increase employees and 

organisational ambidexterity and competitive advantage. Research has examined the link 

of ability-enhancing HR practices with the goal-orientation of the employees which will 

increase their ambidexterity. The three components of ability-enhancing HR practices 

selective hiring, in-depth training, and job enlargement was used to increase the goal-

orientation and ambidexterity of the employees. This connection of variables is also 

supported by the theory of goal-orientation (Dweck, 2000). The first element, selective 

hiring refers to the process of selecting employees after a thorough analysis of their 

expertise, interpersonal skills, and willingness to learn (Chuang et al. 2013; (Bouwmans, 

Runhaar, Wesselink & Mulder, 2017). According to one more study, the basic purpose of 

selective hiring is to choose the right candidate for the job (with the right KSAs) and then 

train them (Beurskens, 2016). The second element is the comprehensive training. It is the 

structured program executed for the attainment and transfer of a series of skills. The 

extension of training periods to employees’ goal orientation process is also its part (Snell 

& Dean, 1992). Whereas, the third element is job enlargement, a process of broadening the 

scope of jobs to understands a variety of responsibilities and procedures to perform jobs 

(Axtell & Parker, 2003). 

The motivation-enhancing HR practices consist of job enrichment, performance 

appraisal, and rewards and benefits package necessary to increase employee extrinsic 

motivation orientation. Job enrichment is defined as the process of development of jobs 

“vertically” leads toward increasing employees’ responsibilities of autonomy and decision-

https://www.sciencedirect.com/science/article/pii/S0742051X10000405#bib23
http://journals.sagepub.com/doi/full/10.1177/1741143217751078
http://journals.sagepub.com/doi/full/10.1177/1741143217751078
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making (Hackman & Oldham, 1976). Paying attention to commitment, behaviour, and 

reward rather than results and control will increase employees’ motivation (Deci, Koestner, 

& Ryan, 1999). Behavioural appraisals focus on the personal development of employees 

and increased their progress for effective productivity (Delery & Doty, 1996). Similarly, 

rewards and benefits packages emphasised long-lasting relationships, high-quality 

outcomes, and joint accomplishments of employees (Delery & Doty, 1996). Consequently, 

the present time has investigated the role of these three motivation-enhancing HR practices 

leads to an increase in employees’ motivation.   

Recently, multilevel models strategic human resource management has suggested 

that HR practices not only increase the abilities and motivation of the employees but also 

offer sufficient opportunities to give insight to organisational outcomes (Mom, Chang, 

Cholakova & Jansen, 2018; Jiang et al., 2012; Lepak et al., 2006). Opportunity-enhancing 

HR practices consist of two elements, involvement in decision making and information 

sharing. The collaboration of these elements offers opportunities to employees to work for 

accomplishing organisational outcomes (Jiang, Lepak, Hu, & Baer, 2012). The first is 

participation in decision making is the process that describes the extent to which employees 

participate in top-level decisions of the organisation (Hage & Aiken, 1967). The second 

component is information sharing which is a process of sharing information among top-

bottom and bottom-up and parallel boundaries within an organisation (Zacharatos, Barling, 

& Iverson, 2005). These opportunity-enhancing HR practices provide a platform for 

ambidextrous employees to argue and give positive insights to structure a balanced 

portfolio of both exploration and exploitation. Therefore, this study measured the 

moderating role of opportunity-enhancing HR practices between upward relationships of 

employees’ ambidexterity with organisational ambidexterity within the organisation. 

 

2.2.1.3 Competitive advantage A Crux of AMO HR Practices 

 

Competitive advantage has been considered as the core outcome of AMO HR practices. 

Organisations can gain it by enhancing employees’ abilities, motivation, and opportunity 

(Appelbaum et al., 2000). The role of strategic HR practices is very crucial in generating 

the competitiveness of the organisation. A theoretical link between competitive advantage 
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and human resource management can be strengthened through AMO HR practices 

(Appelbaum, Bailey & Berg, 2000). Moreover, all these three factors have a strong link 

with both exploitation and exploration innovation simultaneously (Beurskens, 2016). 

Therefore, this study explored the influence of AMO HR practices on employee 

ambidexterity and opportunity-enhancing HR practices strengthening the relationship of 

employee ambidexterity and organisational ambidexterity. 

 

2.2.2    Ability-enhancing HR Practices 

 

The abilities refer to those competencies of employees which are required to execute 

effective HR practices (Looise, Riemsdijk & Bos-Nehles, 2013). While ability-enhancing 

HR practices particularly structured the abilities of employees to increase their knowledge 

and enhance their skills (Prieto & Santana, 2012). This argument is supported by a few 

more research studies. According to them employees’ knowledge, skills, and abilities are 

influenced through these practices (Delery & Doty, 1996; Lepak & Snell, 1999; 

Subramaniam & Youndt, 2005).   

The ability is also known as the acronym of understanding, abilities, and 

competencies (Fu et al., 2013). Traditionally, these practices included selective hiring and 

comprehensive training as a source to increase the knowledge and skills of employees 

(Soltesz, 2016).  Currently, job enlargement is also believed as a part of ability-enhancing 

HR practices (Mom, Chang, Cholakova & Jansen, 2018). Thus, recent research studies 

concluded these three practices selective hiring, job enlargement, and comprehensive 

training and development program (Hong, Bai & Park, 2017).  Many research studies are 

in support of this argument and concluded that ability-enhancing HR practices, including 

training and development, expanding job roles, and selective hiring increases employees’ 

abilities (Katou, 2008; Kehoe & Wright, 2013; Paauwe & Boselie, 2005; Wright & Kehoe, 

2008). While among them thorough and structured training was proved the most effective 

practice (Prieto & Santana, 2012).  

These ability-enhancing practices influenced functional employees and integrate 

their abilities to deal with two opposing demands of sustainability and innovativeness 

(Lengnick-Hall, 2003; Kaupplia, 2010). Therefore, these employees are not only effective 

https://www.tandfonline.com/doi/full/10.1080/09585192.2017.1296880?scroll=top&needAccess=true
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in obtaining and understanding new knowledge (Brown & Duguid, 1991) but also for 

executing effectively existing knowledge (Wright & Snell, 1998; Taylor & Greve, 2006) 

to show ambidexterity (Mom, Chang, Cholakova & Jansen, 2018). The effect of ability-

enhancing HR practices on goal-orientation of the employees was explored in this study.  

 

2.2.2.1 Selective Hiring 

 

Today's world focus more on knowledge-based personnel while companies are typically 

engaged in filling specialized positions in the organisation that needs distinctive skill 

sets. The trend of traditional methods for recruitment has been reduced. Companies 

don’t involve in long time-consuming processes like collecting resumes, conducting job 

affairs, and calling everyone to appear to an initial meeting. Consequently, HR 

specialists are proactively involved in the implementation of selective hiring. These 

practices confirm that the right employees with the required competencies are essential 

in the organisation (Huselid, 2010). Waiganjo (2013) revealed that selective hiring is 

primarily about toning the strategic need of the organisation and operational need of 

the organisation for human resource in order to ensure full use of those resources. 

According to Paul and Anantharaman (2003) the good hiring process guarantees the 

existence of right employees with the necessary qualifications and expertise that boosts 

up productivity and consequently increasing financial performance.  

It is very important to recruit, select, and place the right employees in the 

organisation. The result of the study found that most of the employees in the 

organisations were selected on the basis of selective hiring that leads to a positive 

outcome in organisational performance (Sabwami, 2015). The selection process of the 

employees is mostly based on intuitions and their policies regarding performance 

rather than on considerable realistic evidence (Wood, Burridge, Rudloff, Green & 

Nolte, 2015). However, it lacks clarity about the matching process of the human 

resource with organisational overall and operational level outcomes. Therefore, it is 

needed to fully investigate the AMO model and its link with organisational 

performance. Many studies have used it but did not test the full model in their analysis 
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(Sabwami, 2015). This study has investigated the entire relationship of software 

companies.  

 

2.2.2.2   Comprehensive Training  

 

Edwin B. Flippo defined training as an act of intensifies employees’ knowledge, skills, 

and expertise for performing the specific jobs in the company. Organisational 

performance depends upon employees’ performance. There is always needed to invest 

in training and development programs for the employees in order to enhance their 

creative skills, motivation, competencies, and productivity (Arisha & Nasir, 2018). 

Effective training and development increase the morale of employees that leads to 

creativity and innovation. Their knowledge, understanding, and learning attitudes 

automatically boost up, which results in a high level of performance. Moreover, the 

extent of the employees’ participation in training and development programs is 

motivated by social support for participation (Bell et al. 2017). Consequently, 

management and colleagues’ attitude and behaviours in planned and structure training 

and development significantly to the extent of employees of involvement in training 

(Kraimer et al., 2011). Correspondingly, training and development also play an 

important role in influencing employees’ motivation and participation levels (Bell et 

al., 2017).  

There is very an impressive return over investment in training and 

development. The quality, content, and duration of the training connect its purpose 

with effective implementation. Training programs have been classified into different 

training approaches and projects, while employee performance categorized under the 

task and appropriate performance (Arisha & Nasir, 2018). These practices empower 

employees in skill development that led to effective change implementation. The role 

played by these practices in the change implementation process is still needs to 

explore. The study (Vohra & Maheshwari, 2018) empirically investigated the role of 

training and development practices in implementing change and found a positive 

relationship between these constructs. 

https://www.emeraldinsight.com/doi/full/10.1108/EJTD-11-2018-0113
https://www.emeraldinsight.com/doi/full/10.1108/EJTD-11-2018-0113
https://www.emeraldinsight.com/doi/full/10.1108/EJTD-11-2018-0113
https://www.emeraldinsight.com/doi/full/10.1108/EJTD-11-2018-0113
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2.2.2.3 Job Enlargement 

 

This concept is defined as the circumstances under which employees are exchanged to 

different places and allocations to perform additional duties for his normal routine (Dessler, 

2005, p.138). The job enlargement has a strong influence on the employees’ motivation 

and satisfaction, and organisational commitment (Hellgren & Sverke, 2001). One view of 

the researchers argued that a high level of the job enlargement leads to a decrease in the 

social collaboration processes of the workforce on the work floor. This decrease in social 

interaction automatically decreases the employees’ motivation (Donaldson, 1975). 

Additionally, due to high work pressure in organisations, management needs to transform 

employees' work activities. This process has increased the work performance of the 

workforce and minimizes cost (Burchell et al., 1999; Saleem, Shahenn & Saleem, 2012).  

There are different forms of job enlargement that increase employees’ performance. 

It can be done through task structuring, the task arrangement, and the meaningfulness of a 

job. Task structuring refers to the level that the task is made clear to the employees who 

are performing it. It is also defined as a division of the task into different responsibilities. 

Robert House (1996) explained that well organized and planned task increases the 

motivation of the employees due to its clear direction. The task arrangement ensures 

integration of a different component of the job like planning, controlling, and implementing 

(Hackman & Oldham, 1975). It also refers to the ability to maintain a balance between 

personal life and work life. While a meaningful job relates to the employees’ intrinsic 

motivation, it is the responsibility given to the employees to prove themselves through their 

knowledge and skills in the performance (Hackman & Oldham, 1980).  

2.2.3 Motivation-enhancing HR Practices 

 

Employees’ willingness and aspiration are very important to complete the job successfully. 

This study will focus to increase employees’ ambidexterity through HR practices. These 

practices focused on increasing employees’ motivation that includes compensation, 

performance appraisal, commitment-based rewards, and feedback. These practices are also 

improved through personal incentive and institutionalized incentives (McGovern, 1999; 
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Whittaker & Marchington, 2003; Harris et al., 2002). Previous studies argued that the 

motivation of the employees can be increased by the provision of right and fair 

compensation plans, career growth and information sharing (Katou, 2008; Wright & 

Kehoe, 2008). These practices deal with individual aspiration either extrinsic or intrinsic 

to accomplish certain tasks which can be enhanced by (Munteanu, 2014; Raiden et al., 

2006). 

The HR practices consist of job enrichment, performance appraisal, and incentive 

and rewards. These practices increased the motivation of the employees to outperform their 

work. The level of utilizing the expertise and capabilities of the employees in the real 

workplace illustrates their level of motivation (Savaneviciene & Stankeviciute, 2011). 

Victor Vroom’s expectancy theory (1964) believed that employees’ motivational levels 

boost up automatically when they expect positive outcomes and their 

attractiveness.  Furthermore, team and firm-based incentive programs also develop the T-

shaped skills of the employees to handle diverse work requirements (Hong, Bai & Park, 

2017). Furthermore, employees’ commitment level and intangible rewards depict their 

intrinsic motivation while financial and tangible rewards showed extrinsic motivation of 

employees.  

 

2.2.3.1   Performance Appraisal 

 

Performance appraisal has been extensively studied by researchers and practitioners (Bayo-

Moriones, Galdon-Sanchez & Martines-de-Morentin, 2019). This is very important to 

measure the performance of the employees in organisations and management research. The 

most common method for evaluating employees’ performance is feedback from 

supervisors which is a time-consuming process (Cappelli & Conyon, 2018, p. 88). It is 

defined as a formal process of evaluating the performance of every employee by the 

supervisor over a time of almost one year (Wilkinson, Bacon, Snell & lepak, 2019). This 

system is specifically designed to encourage and reward loyal and competent employees 

(Rosen et al., 2017). One more study explained it as a process of evaluating employees’ 

job performance along with the requirements of the job (Xavier, 2015). This process also 

includes ratings and different dimensions to assess the performance. Mangers give scores 
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to those dimensions which can be summed up to generate the overall performance of the 

employees (DeNisi & Murphy, 2017).  

Many studies in the HRM literature empirically investigated that employees’ 

satisfaction have a positive relationship with performance appraisal (Pulakos, Hanson, 

Arad & Moye, 2015). The organisational culture reflects that there is a possibility that the 

performance evaluation process is directly related to the positive outcomes (Oliver et al., 

2019). The study (Moriones, Sanchez & Morentin, 2019) established to evaluate the effect 

of employees’ characteristics on the policies of performance appraisal. Accordingly, there 

are three dimensions of performance appraisal. These are measures used for evaluation 

performance who will evaluate performance and how frequently performance appraisal 

was executed in the organisation. The performance appraisal is a quite new concept and 

comes on the hot list of the developing areas of HRM researchers and practitioners (Hassan 

et al., 2017). One of the main disorders faced by Human Resource Management (HRM) is 

to launch both an effective and fair performance appraisal system. An effective 

performance appraisal system is challenging to design for highlighting understanding, 

skills, and abilities that can lead them towards future military force in the army (Evans & 

Bae, 2018). 

2.2.3.2 Incentive Reward and Benefits Package 

 

Incentive reward and benefits packages both have benefits for the employees in terms of 

satisfaction, their morale, etc., and employers’ in terms of increase in performance and 

productivity (Scott, 2019). Accordingly, the study (Alfandi & Alkahsawneh, 2014) stated 

that incentive has been taken as a very crucial factor to boost up employees for putting 

great efforts and to work more efficiently. Ekpudu, Ehimen, and Ojeifo (2014) argued that 

financial incentives and rewards played a very important role in raising employee 

motivation. Research on reward and benefits packages includes the areas of performance-

related pay, total reward systems, and team rewards (Murphy, 2018). One of the famous 

studies in literature concluded that financial incentives and rewards should be properly 

evaluated and regularly reconsidered after revision to ensure relevance, association with 

system goals, efficiency, and equity (Glazier et al., 2019). Therefore, this study included 
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incentive reward and benefits packages as motivation-enhancing HR practices for software 

engineers to increase their extrinsic motivation that further increases the employees’ 

ambidexterity, organisational ambidexterity, and competitive advantage of the software 

companies located in different cities of Pakistan.  

2.2.3.3 Job Enrichment      

     

The term job enrichment has been defined differently by different people at different times. 

But in all, it is the process of making the work of employees more enjoyable by introducing 

motivational elements in the job. This is basically an effort for increasing employees’ 

motivation by providing the opportunity to use their abilities. The crux of job enrichment 

is to help employees in building a sense of self-management and self-confidence 

(Kokemuller, 2008).  The basic purpose of this HR practice is to develop a sense of 

responsibility in the employees and they can control their job. It aimed at giving employees 

more control over their job and making them have a sense of responsibility. It is one of the 

valued goals to achieve individual performance in the organisation. Moreover, it is a 

significant change in the quality of the job that raises the extent of self-sufficiency, opinion, 

and importance of the job which allowed workers to have better control and feedback in 

their work setting (Indradevi & Vijay, 2015).  

            Yasdani, Yaghoubi and Giri (2011) outlined the definition of job enrichment as 

process of making changes in the job content for making tasks more thought-provoking in 

order to increase productivity. Job enrichment has three basic forms: skill variety, task 

identity and task significance. Employees’ motivation can be increased through a mutual 

sense for these forms including autonomy. Norton et al. (1979) conducted research and 

empirically validated about existence of the job enrichment. McLean and Sims (1978) 

conducted research on this concept and explained different definitions and considered the 

conclusions and final outcomes of this concept of job enrichment. The article also 

demonstrated about various inadequacies in the theory and its submissions and summarized 

these deficiencies to avoid isolations. The research evidence of their article concluded that 

social scientists should develop an approach that enables researcher to evaluate directly 
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employees and ask different questions regarding meaning that their job has for them, their 

motivation at workplace and type of satisfaction they get or don’t from it.  

King-Taylor (1977) in her article on job enrichment and motivation suggested that 

jobs needs to design and reviewed to meet the requirements and fulfillments of the 

employees as individuals not as robots. The author concluded that this is not technique 

rather it is comprised of different ways to manage employees which should be inherited in 

the management philosophy, organisational structure, culture, and climate.  This concept 

is the crux of employees’ involvement and participation. Therefore, it is suggested to have 

proper brainstorming sessions during which employees should get involved for jobs 

suggestions regarding improvement and possible changes, indeed more interesting and 

challenging. As a result of this, more efficient and productive platform of job enrichment 

initiated.  

Collins and Raubolt (1975) empirically validated the relationship between 

employee contextual factors, work-related job features and forces opposing to the job 

enrichment programs. Moreover, there are three components of the job enrichment in the 

literature: these are task significance, task identity and skill variety (Hackman & Oldham, 

1975). These all three are job features should be considered in the model.  

2.2.4    Opportunity-enhancing HR Practices 

 

Environmental and contextual structures represent opportunities that facilitate employees’ 

action (Siemsen et al., 2008). While the organisational climate provides the necessary 

support and roadmap for performing task (Boxall & Purcell, 2003). In preceding studies, 

opportunity has been defined as an employee’ work environment includes involvement of 

the top management, job design, situational constraints, employees’ empowerment and 

engagement in problem-solving or decision-making process (Waldman, 1994; Purcell, 

Kinnie, Hutchinson, Rayton, & Swart, 2003; Looise, Riemsdijk & Bos-Nehles, 2013).  

These practices can be involvement initiatives and information sharing by the top 

management, support of ideas teamwork, employees’ independence etc (Katou, 2008; 

Paauwe & Boselie, 2005, Wright & Kehoe, 2008). Moreover, these practices also affect 
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employees and their perception about organisation cares about their wellbeing 

(Subramony, 2009). In addition, one more study (Prieto & Santana, 2012) said employees 

can increase multi-level knowledge and expertise through their empowerment. These 

practices also increase employees’ empowerment to increases high-quality skills and 

expertise of the employees to achieve organisational goals, (Hong, Bai & Park, 2017).  

Similarly, organisational context can play a very important role to facilitate 

employees by involving them in decision making, removing barrier, and increasing new 

paths for participation (Savaneviciene & Stankeviciute, 2011). Among opportunity-

enhancing practices, adequate and timely information sharing with employees is very 

strong factor (Bunderson & Sutcliffe, 2002). Therefore, the present study has used these 

practices to facilitate the relationship between employees’ and organisational 

ambidexterity. 

 

2.2.4.1 Employees’ Participation in Decision Making 

 

Employee participation in the decision-making is the discussion process of ideas and 

information interchange. According to (Armstrong, 2006) this mechanism ensures that 

chance is provided to the employees to give feedback and suggestions for improvement of 

organisational performance. Few more studies in literature also supports this argument and 

that employee participation in decision making is the key element for executing quality 

and advancement in management initiatives (Fuller et al., 2015; Lam et al., 

2015;  Netland, 2016). This process also ensures the long-lasting connection of 

employees with their firm due to high level of motivation and commitment (Sun et al., 

2007). This is one of the very important HR practice among all other forms of HR 

practices (Murphy et al., 2018). 

Employees’ involvement in decision making process increased innovation and 

creativity in the organisation (Palomino, Perlines, Estevez & Broncano, 2018). 

Workforce represent an important source of novel information and ideas which are 

very helpful in performing specific tasks, general tasks and very helpful in problem 

solving process (Detert & Burris, 2007; Milwood & Roehl, 2018). The study (Yahya & 

Goh, 2002) explained that level of participation in decision-making process by non-

https://www.tandfonline.com/doi/full/10.1080/09585192.2017.1296880?scroll=top&needAccess=true
https://www.tandfonline.com/doi/full/10.1080/09585192.2017.1296880?scroll=top&needAccess=true
https://www.emeraldinsight.com/doi/full/10.1108/TQM-10-2018-0135
https://www.emeraldinsight.com/doi/full/10.1108/TQM-10-2018-0135
https://www.emeraldinsight.com/doi/full/10.1108/TQM-10-2018-0135
https://www.emeraldinsight.com/doi/full/10.1108/TQM-10-2018-0135
https://www.emeraldinsight.com/doi/full/10.1108/IJCHM-01-2018-0023
https://www.emeraldinsight.com/doi/full/10.1108/IJCHM-01-2018-0023
https://www.emeraldinsight.com/doi/full/10.1108/IJCHM-01-2018-0023
https://www.emeraldinsight.com/doi/full/10.1108/IJCHM-01-2018-0023
https://www.emeraldinsight.com/doi/full/10.1108/IJCHM-01-2018-0023
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managerial staff varies from one organisation to another. Whereas one more study 

regarding HR professional participation in decision-making is very important for 

theoretical scholars and organisational practitioners (Zhao, Sheehan, Monash & 

Cooper, 2018).  

2.2.4.2 Information Sharing 

 

Human resource management and development literature showed significant scholarly 

attention towards understanding the concept of the information sharing (Nifadkar,Wu & 

Gu, 2017).   Moreover, this study further concluded that scholarly researchers have not 

paid sufficient attention for empirically investigating the concept of information sharing by 

supervisors. Those studies who analyzed the supervisors’ information sharing focused only 

on work‐related information sharing while ignoring information related to personal life and 

family problems.  This process is defined as the mechanism of exchanging ideas and 

various insights related to different topics with the subordinates (Ellisetal. 2017; 

Vandenberghe, Bentein & Panacoccio, 2017; Janssen & Gao, 2015).  

When the process of sharing information is executed in the firm then different 

signals are grouped together for gaining accurate and timely information during 

arrangement process (Pei & Yan, 2018). There are different approaches of the information 

sharing approaches present in the literature and has been widely used for both service and 

manufacturing industries of the world. Amazon is one the company that shares meaningful 

information with its suppliers regarding product sales, product availability, and order 

logistics issues and processing (Chopra & Meindl, 2001). The exchange of the 

meaningful information between non-managerial employees and top-management 

could be either upward or downward direction that appears in the form of vertical 

information sharing (Parker & Kyj, 2006).Literature used agency theory regarding 

upward communication from subordinates to the supervisors in the support of this 

theory (Lambert, 2007). This study (Parker & Kyj, 2006) is also in support of 

argument. One more study worked on this area and found positive relationship of 

employees’ performance with vertical information sharing from management 

(Nguyen, Evangelista & Kieu, 2019).  

 

https://www.sciencedirect.com/science/article/pii/S0019850117303899#bb1135
https://www.emeraldinsight.com/doi/full/10.1108/JABES-06-2018-0026
https://www.emeraldinsight.com/doi/full/10.1108/JABES-06-2018-0026
https://www.emeraldinsight.com/doi/full/10.1108/JABES-06-2018-0026
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2.2.5    Employees’ goal-orientation 

Goal Orientation theory stated that goals are crucial to increase employees’ motivation for 

understanding nature of the task and for rising work floor outcomes (Dweck, 2000). It 

typically includes two types of goals: learning goal orientation and performance goal 

orientation (Nicholls, 1984). The intrinsic understanding of concepts, ideas, tasks, and their 

application refers to ‘‘learning goal orientation’’. Whereas “performance goal approach” 

focuses on outperforming from colleagues and staying motivated. Both learning and 

performance-oriented employees contribute positively to employee-ambidexterity.  

Previous research highlighted this dichotomous conceptualization of employees’ 

goal orientation and many times argued that learning goal orientation is more useful for 

several than performance goal orientation (Button et al., 1996). Learning-goal oriented 

employees are more productive as compared to performance-oriented employees and 

approach or avoidance-oriented employees.  Another group of scholars argued that 

performance-oriented employees are also productive because these employees also 

perform well and want to become superior to their colleagues 

This study represents the reflection of learning-goal theory related to the 

employees’ goal orientations and their explorative and exploitative behaviour to pursue 

both simultaneously. Employees’ goal orientation will influence their learning processes 

of intuiting and interpreting, useful for generating both exploration and exploitation 

(Crossan et al., 1999). Some motivated employees set goals to increase new knowledge 

and learn new skills (learning-goal oriented employees). Similarly, few other employees 

emphasised more on expanding their existing competencies through effort and set goals 

accordingly (performance-oriented employees). Both employees set goals having different 

orientation but leads towards gaining ambidexterity.  Research suggested that proactive 

learning-goal oriented employees are explorative in nature while, performance-oriented 

employees are exploitative in nature. The performance avoidance employees are less 

competent and cannot explore and exploit in the organisation. 

However, recently few research scholars stated in their studies that performance 

goal orientation also have very good beneficial effects specifically regarding actual 

https://www.sciencedirect.com/science/article/pii/S0742051X10000405#bib23
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performance of the employees. Performance-oriented employees are more motivated to 

outperform form their co-workers and to express their dominance and always try to avoid 

failure and looking incompetent from them (Jansen & Yperen, 2004). Correspondingly, 

VandeWalle (1997) defined learning goal orientation defined as a process of self-

development to acquire new knowledge and skills, mastering new situations, and 

improving one's competence.  

Various theorists describe learning goal orientation, a self-regulatory process 

(Elliot & Church, 1997; Gong et al., 2009) which involves individuals’ ability to manage 

their motivation and behaviour to achieve goal striving mechanism (Bandura, 1991). It is 

basically an integrated pattern of perceptions, attributions, and affect that force to behave 

in various ways for approaching and engaging to achievement-oriented activities (Ames, 

1992, p. 261). Another study defines learning goal orientation as a process of individual’s 

purpose to participate in the challenging tasks, an enthusiasm of self-improvement (Button, 

Mathieu, & Zajac, 1996).  

Learning goal-oriented employees are more concerned with developing both 

aptitude and task mastery at the workplace (Dweck & Leggett, 1988) either through route-

wise tasks that is, a baker refines his or her soufflé-making skills or through shifting into 

non-routine tasks that is: a baker develops a new recipe (Benner & Tushman, 2003; 

Levinthal & March, 1993). Similarly, other research studies (DeRue & Wellman, 2009; 

Gong & Fan, 2006) describes learning goal-oriented employees consider failures as a pit 

stop which boost up their effort level and motivate them to attempt different strategies apart 

from seeking feedback of the past performance. Employees with high learning goal-

orientation are more goals oriented and opportunities seeker. They develop their refined 

skills in exploitative activities and actively participate in exploring new areas (Bell & 

Kozlowski, 2002; Elliot & Church, 1997; Gong et al. 2009).  

March in 1991 and Gupta in 2006 empirically investigated that exploration and 

exploitation are both learning related activities may be related to learning completely new 

tasks or improving existing activities. So, we can conclude that ambidextrous employees 

can be both learning-goal oriented and performance-oriented employees. 
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2.2.6    Extrinsic Motivation Orientation 

 

Motivation is the psychological term which explained employees’ behaviour according to 

their desire which will lead towards increase in performance (Filimonov, 2017). An 

employee involvement and active participation at workplace showed their level of 

motivation whereas others have zero interest and inspiration for work involvement and 

participation (Ryan & Deci, 2000). Similarly, Amabile (1993) argued that unmotivated 

employees put very small effort in organisational tasks, produce lower quality of work, and 

are less creative as compared to the motivated. These are willing to participate in 

performing tasks, produce high quality of the work, and are more creative and innovative. 

According to the study (Parashar & Shaw, 2016) motivation is that kind of energy which 

moves employees towards performing a certain task like increasing their willingness to 

engage in work and which will automatically increase the organisation’s effectiveness and 

competence. 

Motivation has two types: intrinsic motivation and extrinsic motivation (Levina & 

Vilnai-Yavetz, 2018). Extrinsic motivation refers to process when employees are not 

engaged in any activity because of pleasure and enjoyment but they always expect financial 

reward and compensation which are external to the activity (Giancola, 2014; Vallerand 

(2004). Extrinsic motivation is the employees’ desire to complete tasks with the intention 

to attain positive financial benefits like bonus, incentive or to keep away from negative 

outcomes like punishment.  

Herzberg's (1964) dual-factor theory proposed two types of factors that influence 

employee motivation and satisfaction on work floor. The first one is the hygienic factors 

that provide extrinsic motivation to employees (salary, work conditions, interpersonal 

relations with peers) and help them to avoid dissatisfaction. The second factor is intrinsic 

motivation that increases employees’ satisfaction intrinsically (self-fulfillment, 

achievement, enjoyment, and sense of importance). These two types of motivations are 

important. Almost 40 years of research concluded about relationships extrinsic and 

intrinsic motivation and its different impact on employee performance (Nerstad et al., 

2017). A very well-known theorists (Mom, Chang, Cholakova & Jansen, 2018) conducted 

many empirical studies on ambidexterity, explored the positive effect of intrinsic 
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motivation on employee ambidexterity and calls for research on extrinsic motivation with 

employee ambidexterity. Few other studies also supported this argument and concluded 

employees concentrated more on those tasks that are directly related to the incentives and 

ignored those tasks which are not incentivized (Gibbons, 2005; Holmström & 

Milgrom,1991) Thus, current study investigated the relationship of extrinsic motivation 

and employee ambidexterity. 

 

2.2.7    Employees’ Ambidexterity  

 

Employee ambidexterity is an individual’s psychological trait and self-regulate capacity to 

adapt the opposing nature of exploration and exploitation (Garcia, 2017). The study of 

(Kobarg et al., 2015; Mom, Bosch, & Volberda, 2009) stated that it is the behavioural 

orientation towards uniting exploitation and exploration. In the same way, individual 

cognitive ability to pursue both simultaneously to reach organisational goal is employee 

ambidexterity (Good & Michel, 2013).   

Organisations can achieve ambidexterity through supportive work environment 

where individuals can make their own decisions regarding existing and new process to 

respond organisational level (Gibson & Birkinshaw, 2004). Exploitation at employee level 

may consist of utilization of current information and abilities for instant improvements in 

existing processes (Gibson & Birkinshaw, 2004; Kang & Snell, 2009). Comparatively, 

explorative activities at employee level consist of behaviours like searching new product 

and process innovation, its competitive solutions and behaviours, which increases 

employee learning of new skills or knowledge (Gibson & Birkinshaw, 2004; Kang & Snell, 

2009). 

Furthermore, studies in the field of psychology (Eysenck, 1967) and economics 

(Reagans, Argote, & Brooks, 2005) suggested specialization of employees in different 

activities of the jobs (Veld & Caniels, 2016) are necessary to carry out these two processes 

(Gibson & Birkinshaw, 2004; Kang & Snell, 2009). Similarly, Tempelaar and Kauppila 

(2016) defined employee ambidexterity as a multidimensional construct that involve 

employees to pursue both contradictory activities of utilization existing process and 

https://reader.elsevier.com/reader/sd/pii/S0167487016304676?token=83FB4ABDCABA1AEF2445A9D9E846E913BEE4C684C9D7EFFA490B5C17D98FEBEDE803156EFA6375B70EEF2F66A6AA3C3F#pfe
https://reader.elsevier.com/reader/sd/pii/S0167487016304676?token=83FB4ABDCABA1AEF2445A9D9E846E913BEE4C684C9D7EFFA490B5C17D98FEBEDE803156EFA6375B70EEF2F66A6AA3C3F#pfe
https://reader.elsevier.com/reader/sd/pii/S0167487016304676?token=83FB4ABDCABA1AEF2445A9D9E846E913BEE4C684C9D7EFFA490B5C17D98FEBEDE803156EFA6375B70EEF2F66A6AA3C3F#pfe
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innovating new process simultaneously. Employees’ ambidexterity contributes positively 

to the achievement of the organisational ambidexterity. 

 

2.2.8    Organisational Ambidexterity 

 

In 1996, Tushman and O’Reilly for the first time explained and defined organisational 

ambidexterity as “the ability to simultaneous execution of innovation related to existing 

process and new process”. Since that time, this topic gained interest of the scholars and 

many empirical research studies were observed (Reilly & Tushman, 2017; Turner, Swart 

& Maylor, 2013). Duncan’s (1976) proposed his analysis of dual design structure of the 

exploration and exploitation innovation in order to build ambidexterity in organisations. 

One more study (Uhl-Bien & Arena, 2017) supported Duncan’s analysis and suggested 

exploration and exploitation should be divided into two different units.    

In scholarly research, this topic grasps the interest of researchers and gains the 

outpouring of studies. Ambidexterity is one of the managerial challenges refers to mental 

balancing act required executing explorations of new opportunities even as they work 

thoroughly to exploit existing capabilities (Tushman & O’Reilly, 2004). The study (Reilly 

& Tushman, 2017) defined it as the organisational ability to compete simultaneously in 

both mature technologies and existing markets and new technologies and new markets. As 

a result, many research studies concluded that ambidexterity is an integrated construct 

which focus on the firm’s dual orientation towards explorative and exploitative innovation 

(Cao et al., 2009; Gibson & Birkinshaw, 2004; Tushman & O’Reilly, 1996). It has three 

approaches: sequential, structural, and contextual ambidexterity. This study will use 

contextual ambidexterity because it will analyze the employees’ behaviour whether to 

engage in using existing skills and process or building new.  

Few studies in the literature argued that exploration and exploitation have 

essentially different logics which originate tension in implementation of both 

simultaneously (Papachroni et al., 2016; Lavie et al., 2010; March, 1991).  In the same line, 

increase in changing customer demands and competition, organisations must maintain 

balance between these two concepts (Garcia et al., 2017). Ambidextrous organisations 
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faced challenges of implementing these processes because exploitation tends to be built on 

past knowledge and acquire new knowledge to build on existing knowledge and 

exploration based on significant new knowledge acquisition and requires rapid absorption. 

This type of organisation can explore and exploit both new opportunities and existing 

competences and skills (Lubatkin et al., 2006). Moreover, it is the management tradeoff of 

dual organisational systems, first focused on alignment of current predictabilities and the 

other focused on adaptation to novel potentials or “wears the hat” of the job today’s job 

and “wearing the hat” of the tomorrow’s job simultaneously (Bodwell, & Chermack, 2010; 

Huiskonen, Kraslawski & Awan, 2017).  

Contextual ambidexterity, very dominant approach emphasised on developing an 

organisational culture that facilitates the behavioural capacities of employees to pursue 

exploration and exploitation simultaneously having opposite goals (Gibson & Birkinshaw, 

2004). The study (Zimmermann, Raisch, & Birkinshaw, 2015) suggested that this 

phenomenon is specifically useful for those organisations which do not have resources and 

size to adapt structural solutions to it. Gibson and Birkinshaw (2004) further said 

contextual ambidexterity are ultimately employees’ responsibility to decide about their 

division of the time between these ̀ two processes of conflicting demands. Extending above 

approaches of ambidexterity, scholars moved their focus on discussion towards the active 

role employees in minimizing the tensions between these types of innovation (Birkinshaw 

& Gupta, 2013; Zimmermann et al., 2017).  

External factors can affect ambidexterity are environmental dynamism, 

infrastructure, government policies, technological improvement, market orientation and 

competitive intensity etc.  

 

2.2.9    Competitive Advantage 

 

Porter (1980) introduced the term competitive advantage in his strategy theory. It refers to 

the capabilities and resources of the firm that give it advantage over its rivals (Wiggins & 

Ruefli, 2002, p. 84). The study (Barney, 1991) defined this term as “firm resources 

represented by four attributes: valuable, rare, imperfectly imitable and there cannot be 

strategically equivalent substitutes for this resource. Accordingly, Hittet and colleagues 

https://www.sciencedirect.com/science/article/pii/S0148296317304344#bb0210
https://www.sciencedirect.com/science/article/pii/S0148296317304344#bb0210
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argued that when organisation originates the value-creating strategy which rival firms are 

unable to duplicate or its imitation becomes very costly for them then that organisation has 

sustainable competitive advantage (Hitt et al., 2012 p.5).  

Competitive advantage exists when a particular company performance is higher 

than its competitors and has high profit in the same industry. In literature, the theory of 

strategic management states that there are two primary but contradictory schools of thought 

to achieve the competitive advantage. First is a resource-based view (RBV), which 

emphasizes resources a firm has at hand (internal environment) as a driving force of 

competitive advantage. While second is an industrial-based view which considers 

industries (external environment) to be a significant driver of competitive advantage 

(Huang & Lee, 2012). In the resource-based view (RBV), we can observe, acquiring 

innovative skills, exploring novel concepts, encouraging paradigm shifts (exploration) and 

improving existing capabilities as well as operational efficiency (exploitation); as a result, 

we can assume that these are two diverging approaches and competes for rare 

organisational resources (He & Wong, 2004).  

Resource-based view (RBV) focused on the firm’s internal environment and 

considered internal resources and processes as a facilitator of the competitive advantage to 

compete in the market.  While, industrial-based view emphasised on external market, and 

industry for maximizing competitive advantage and firm performance (Peteraf & Bergen 

2003; Porter 1980, 1985, 1996). This view is used by present research and emphasised on 

internal resources of ambidexterity to gain an edge when competing with rivals. In 1960, 

initial theories of competitive advantage originate and among them two most important 

theories were the market-based and the resource-based views (Wang, 2014).  

Increase in power of the competitive forces allowed firms to innovate to create 

constantly new advantages (Dess & Picken, 2000). Ambidextrous organisations can 

achieve competitive advantage (Benner & Tushman, 2003; Tushman and O’Reilly, 1996). 

To have a good business performance, companies should have a sustainable competitive 

advantage by providing organisational ambidexterity (Kuncore, TisnawatiSule, Prabowo 

& Aziz, 2017). The more ambidexterity within the organisation, the more will be 

competitive advantage (Preda, 2014). 
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2.2.10 Managerial Ambidexterity 

 

Leadership has been considered decisive and vital for emergence of ambidexterity 

(Haversman, Hartog, Keegan & Uhl-bien, 2016). The theory of ambidextrous leadership 

was first time presented by Rosing (2011). According to her leaders have three attributes. 

Opening leader behaviour to foster exploration, closing behavior to encourage exploitation 

and third is temporal flexibility to switch between both behaviours according to the 

situation (Rosing et al., 2011). In previous literature, stable leadership attributes like 

transformational leadership, transactional, servant leadership has been empirically 

validated with discontinues and incremental innovation (Jansen et al. 2008; Gibson & 

Birkinshaw, 2004). To further advance this phenomenon, this study will examine the 

dynamic trait of the leader due to changing nature of the ambidexterity. Leaders allow 

pursuing diverse contradictory conflict to bring innovation and novelty via integration 

(Uhl.Bien & Arena, 2017). So, leader’s behaviour to encourage both utilization of existing 

resources and new resources simultaneously will be explored in relation with employees’ 

ambidexterity. 

Disagreement on the concept of ambidexterity is how it can be achieved, still exists. 

Recent studies addressed this knowledge gap and focused on managerial ambidexterity 

(Awojide, Hodgkinson & Ravishankar, 2018). In the same way, Mom et al. (2015) argued 

that managers’ abilities to pursue both activities for new and old product innovation 

increased employees’ performance in more ambiguous and interdependent work 

contexts.  According to them, future researcher should investigate managerial 

ambidexterity. Moreover, front-level ambidextrous managers played very important role 

in emergence of ambidexterity and firm’ performance at organisational level. And only 

few researches focused to investigate the relationship of ambidextrous leaders at lower 

managerial level (Haversman, Hartog, Keegan & Uhl-bien, 2016). Therefore, present study 

empirically investigated the manager ambidextrous role as a moderator to enhance 

employee-level ambidexterity.  
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2.3       Theoretical reflection related to all the relationships projected in 

the study 

 

This section will shed light on the main theory used in the study to support all the 

relationships of the study. Furthermore, few micro-level theories to support the proposed 

relationship will also be discussed. The theoretical model has been entirely made by the 

reflection of one main theory of ambidexterity and few other theories which will be 

explained one by one. The section 2.3.1 explains the theory of ambidexterity. Section 2.3.2 

presents expectancy theory while section 2.3.3 is related to the contingency theory of 

organisation. In the same way, section 2.3.4 describes learning goal orientation theory and 

last two sections 2.3.5 and 2.3.6 provides details about the multi-level and resource-based 

view of the organisation.  

 

2.3.1        Theory of Ambidexterity (underpinning theory) 

 

The theory of ambidexterity has basic premise that organisations should facilitate new and 

existing market changes simultaneously to gain organisational outcomes. This concept 

refers to the organisation's ability of satisfying management demands of today's business 

as well as being adaptive to the external changes of the environment simultaneously.  This 

concept was first used by Duncan (1976) and later developed and generated by March 

(1991) work in the late 20th century. He initially emphasised on theories of rationality 

based on choice, how to choose between exploration and exploitation. This is the major 

concern and tension of every business.  

According to him, this phenomenon is affected by the context of the organisations. 

Strategies of the management can play very important role to build context. Moreover, the 

role of environment instability also has great impact on it. March proposed sequential 

ambidexterity. According to that, organisations should implement these two contradictory 

processes in a sequence. The balance between utilization of existing resources and 

emergence of new ideas can be managed. This type of organisation can learn and gain 

competitive advantage. 

https://en.wikipedia.org/wiki/Adaptive
https://en.wikipedia.org/wiki/James_G._March
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            After March's (1991) work, Tushman, and O’Rielly (1996) proposed structural 

ambidexterity. According to them, both exploration and exploitation should be 

implemented simultaneously in any organisation. There should be two separate structures 

for this dichotomy but the presence of both is vital. Later, in 2007, they proposed the 

dynamic nature of ambidexterity and the role of senior leadership in its effective 

implementation. In 2014, their review paper suggested that much work is needed to explore 

the concept identified by March. In 2004, Gibson and Birkinshaw proposed the third form 

of ambidexterity that is contextual ambidexterity. According to them, context can play a 

very important role and organisations should provide a platform to the employees to decide 

about exploration or exploitation. According to them, organisations should implement both 

processes simultaneously. 

Rosing et al. (2011) presented the first theory of ambidextrous leaders and 

innovation. According to her, the presence of a leader can bring innovation and further 

promote ambidexterity inside the organisation.  When an organisation maintains a balance 

between explorative activities like search, risk-taking, experimentation, invention, or 

innovation whereas exploitative activities like production, efficiency, selection, 

implementation, and execution. 

Sequential ambidexterity is the temporal cycling of these two types of innovation. 

Whereas contextual ambidexterity is a balanced type of ambidexterity and involved 

behavioural and social means to integrate these two concepts together. Literature 

emphasised more on the contextual ambidexterity and at the employee level. Therefore, 

this study has used contextual ambidexterity. 

The studies of Mom et al. (2009; 2015; 2018) also contributed to the literature of 

ambidexterity. They emphasised managerial ambidexterity especially lower-level 

management and its impact on the organisational level. This study has applied 

ambidexterity theory and investigated the role of context, strategic human resource 

practices to increase employees’ and organisational ambidexterity in the presence of 

ambidextrous leadership of managers. According to this theory, the antecedents of 

ambidexterity can be the role of leader or manager, job enrichment, job enlargement, 

building trust with supervisors, shared vision, decentralization, recruitment, and 

https://en.wikipedia.org/wiki/Exploration
https://en.wikipedia.org/wiki/Risk
https://en.wikipedia.org/wiki/Experiment
https://en.wikipedia.org/wiki/Innovation
https://en.wikipedia.org/wiki/Production_(economics)
https://en.wikipedia.org/wiki/Efficiency
https://en.wikipedia.org/wiki/Selection_(biology)
https://en.wikipedia.org/wiki/Implementation
https://en.wikipedia.org/wiki/Execution
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training.  These all are used in this study to analyze this concept across different levels of 

the organisations and competitive advantage as their antecedents already identified by the 

March. 

2.3.2        Supporting Theories 

 

This section describes the supporting theories of the hypothetical model proposed in this 

study.  

 

2.3.2.1 Victor Vroom’s expectancy theory 

 

In 1960’s Victor Vroom, a very famous sociologist, for the first time, proposed the 

expectancy theory. The expectancy theory stated that employee motivation can be 

determined by their beliefs related to the relationships of effort or performance and job 

outcomes. This theory assumed that employees’ behaviour is the consequence of choosing 

the right option from available alternatives to increase pleasure and decrease pain.  

Vroom recognized that individual factors such as behaviours, abilities, knowledge, 

and expertise contribute to the employee's performance. He linked the effort, performance, 

and motivation of the employees. For this purpose, he used the following factors 

expectancy, instrumentality, and valence to link this relationship. Expectancy is related to 

the belief that an increase in effort will lead to an increase in performance.  The availability 

of the right resources (raw materials, time, etc.), right skills to perform the job and 

provision of the necessary support, and timely information sharing, etc from top 

management are necessary to complete the task. Instrumentality refers to the phenomena 

of receiving valued outcomes based on your performance. The third factor is valence, 

which represents the significance that an employee gives to the expected outcome. The 

expected importance of the outcome will vary from person to person. Crucially, Vroom's 

expectancy theory believed in perceptions and applicable to different situations where 

employees perform tasks because they expect outcomes in return. Thus, we can conclude 

that this theory is related to employees’ involvement and interest in achieving 

organisational goals.  
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In the reflection of expectancy theory, the proposed study has built relationships 

between motivation-enhancing HR practices and employee extrinsic motivation which will 

increase employee ambidexterity. Employees will be motivated to exert a high level of 

effort when they expect these positive outcomes and rewards from organisations. These 

practices will increase the extrinsic motivation of employees because they are promoted 

and compensated (bonus, salary increase, commission, etc.) by judging their behaviour and 

commitment and not only results. Therefore, it is concluded that when employees are 

extrinsically motivated, they will do extremely well to maintain a balance between 

explorative and exploitative innovation. Every employee must be ambidextrous and pursue 

both explorative and exploitative innovation to increase organisational ambidexterity and 

competitive advantage. 

 

2.3.2.2   Resource-Based View (RBV)            

In the 1980s and 1990s, the concept of resource-based view emerged after the publication 

of major contributions by Wernerfelt, related to the resource-based view, Prahalad and 

Hamel's work related to the core competence of the firm, and Barney’s research on 

organisational resources and competitive advantage. According to these studies, the 

resource-based view plays a very important role in achieving competitive advantage. 

Barney (1991) stated that the resource-based view believed that internal resources are 

necessary to increase organisational outcomes. It is an ‘inside-out’ view and considered 

organisational internal resources a basis to manage organisational processes and 

obtaining a competitive advantage.  

According to previous literature, the internal resources of the firm play a vital role 

in the success and failure of the organisation in the marketplace (Dicksen, 1996). These 

internal sources can become sources of gaining a competitive advantage over their rival 

firm. The following model depicts the resource-based view and its key elements:  

As we know, Resource-based view focuses on internal resources and internal 

processes as a means of gaining a competitive advantage. Ambidexterity is an internal 

resource of any organisation because it is basically the mindset of equally adapting the use 

https://www.strategicmanagementinsight.com/topics/competitive-advantage.html
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of both left hand and right hand. Every organisation must be explorative and exploitative 

to increase its competitive advantage and ambidexterity is the process of maintaining a 

balance between explorative innovation and exploitative innovation. Because the balance 

between these two types of innovation is important for firm success and gaining 

competitive advantage.  Therefore, this study has explored that organisational 

ambidexterity brings a competitive advantage in the Information and Technology sector of 

Pakistan. 

2.3.2.3   Social Exchange Theory 

 

Social exchange theory is one of the most dominant conceptual paradigms in the studies of 

organisational behavior initiated from the work of Blau (1964) and Organ (1988a, 1990) 

social exchange theorists. Social researchers used this theory to describe the motivational 

basis and rationale of their positive attitude. According to the social exchange theory, 

individual behaviors and their social relationships are embedded in an exchange process. 

In any relationship of human beings, individuals considered the risks and rewards. 

Social exchange theory is widely used in the workplace because it is included in 

very influential theoretical paradigms in organisational behavior. This theory focused on 

the exchange relationships between different levels of the organisation like exchange 

relationships among employees, employees and supervisors, and employees and 

organisation. As we know that performing tasks in the organisation is to give and take the 

process and we spend a large amount of time of our lives at the workplace. It makes perfect 

logic because employees are always involved in the exchange relationships. Every 

employee must hit the wall at one point or another and then asked whether moving around 

the company was considerable or not. In fact, the most hardworking employee of the 

organisation will demand feedback and positive response.  

This study has used the social exchange theory to make their employees ambidextrous 

and gaining a competitive advantage.  This study has used the exchange relationship on 

multi-level, from top to bottom and from bottom to top. The AMO HR practices are 

focusing on increasing the abilities of employees through selective hiring, training, and 

job-enlargement which increase their cognitive ability of the learning-goal approach. 
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Similarly, motivation-enhancing HR practices focused on increasing the motivation of 

employees. These two HR practices focus to develop the attitude of employees towards the 

effective application of both exploration and exploitation simultaneously. Lastly, 

opportunity-enhancing HR practices provide opportunities for empowerment to employees 

for increasing organisational ambidexterity and competitive advantage.  

2.4      Identify the literature gap(s) pertaining to the topic under study 

 

The literature on ambidexterity suggested that there is a need to study how to implement 

this process effectively. Previous studies focused on the role of the senior team and top 

management to manage both processes of exploitation and exploration. Moreover, these 

studies have focused on organisational ambidexterity and ignored the role of employees 

(Zimmermann, Raisch & Cardinal, 2018; Birkinshaw & Gupta, 2013; Prieto & Perez-

Santana, 2012; Junni et al., 2013; Caniels & Veld, 2016; Haversman, Hartog, Keegan & 

Uhl-bien, 2016). This study will address the above relationships and empirically test it. 

The relationship of HR practices with ambidexterity has been explored in very few 

research studies and insufficient literature evidence exist (Kaupila, 2018; Lee & Meyer-

Doyle, 2017; Birkinshaw & Gupta, 2013; Swart, Güttel & Hansen 2017; Haversman, 

Hartog, Keegan & Uhl-bien, 2016; Junni et al., 2013; Prieto & Pilar Pérez Santana, 2012). 

Thus, it will be very appealing to investigate the role of HR practices in future research 

studies. One more call exists about the mediating role of ambidexterity between HR 

practices and organisational outcomes (Veld & Caniëls, 2016). Thus, the present study will 

address these two gaps of literature and investigated the role of AMO-enhancing HR 

practices in building employee ambidexterity. The mediating role of ambidexterity will 

also be empirically validated.  

The third contribution of the study is about the most pressing gap in the literature. 

Various research studies suggested examining the mediating role of cognitive and 

motivational factors between HR practices and employee’s ability to face challenges of 

incremental and discontinues innovation (Mom, Chang, Cholakova & Jansen, 2018; Smith 

& Tushman, 2005). According to Hoeksema (2017), it would be interesting to research in 

the future about those factors that influence employees' goal orientation leading towards 
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employees’ ambidexterity. Similarly, previous research studies highlighted the gap 

regarding extrinsic motivation developing individual employee to show explorative and 

exploitative behavior simultaneously (Kaupila, 2018; Lee & Meyer-Doyle, 2017).  

To fill these gaps of literature, this study will develop an HR practices perspective 

incorporating context for ambidextrous employees. This study will validate the mediating 

role of employees’ goal-orientation (cognitive factor) and extrinsic motivational 

orientation (motivational factor) between ability and motivation-enhancing HR practices 

and employee ambidexterity. 

The most alluring question about the role of organisational context with 

ambidexterity exists in this literature.  Multilevel organisational studies recommend that 

organisational context play a significant role in increasing higher-level performance 

(Kozlowski & Chao, 2012; Kuncore, TisnawatiSule, Prabowo & Aziz, 2017). Moreover, 

employees’ input to maximize organisational outcomes may depend on opportunity-

enhancing HR practices and needs to explore in future studies (Mom, Chang, Cholakova 

& Jansen, 2018; Jiang, Lepak, Hu, & Baer, 2012). Therefore, this study will address this 

gap and investigate the moderation of opportunity-enhancing HR practices between 

employees’ ambidexterity and organisational ambidexterity.  

The present study will also be contributed by empirically investigating the multi-

level integrated model of organisational ambidexterity. Because previous studies suggested 

that the theory of strategic human resource management and ambidexterity will become 

incomplete and imprecise without validating bottom-up relationship (Jiang et al., 2013; 

Wright & Ulrich, 2017). One more call existed about exploring the relationship between 

HR practices.  Their co-existence can create conflict (Smith & Tushman, 2005; Mom, 

Chang, Cholakova & Jansen, 2018; Lepak et al., 2006). Thus, the present study will address 

this gap, and the relationship between HR practices will be empirically analyzed.   

The previous literature showed a limited understanding of the concepts of 

ambidexterity and competitive advantage. While a huge challenge for future research 

studies is to empirically investigate this relationship (Preda, 2014; Kuncore, TisnawatiSule, 

Prabowo & Aziz, 2017). Existing theories on innovation and competitive advantage 
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recognized exploration and exploitative innovation drive the competitive advantage of the 

organisation.  The higher level of ambidexterity the higher will be a competitive advantage 

(Preda, 2014; Swart & Kinnie, 2013; Prieto & Santana, 2012). Therefore, the present study 

will accept the challenge and empirically examine it.  

The literature of ambidexterity showed little research has been conducted to 

investigate the role of an ambidextrous leader in the emergence of two contradictory 

activities simultaneously (Haversman, Hartog, Keegan & Uhl-bien, 2016; Watson & 

Cromarty, 2016; Reilly & Tushman, 2013). Leaders support this phenomenon at both 

employee and organisational level and need to be further explored in future (Luo, Zheng, 

Ji & Liang, 2018; Rosing et al., 2011; 2016). According to Mom, Fourne, and Jansen 

(2015) a strong call exists to examine the ambidextrous leadership of managers. It would 

be more interesting if researchers will examine it as a moderator between ambidexterity 

and performance (Garcia, Cortes, Lajara & Saez, 2017; Jansen et al., 2008). Consequently, 

the present study will address this knowledge gap and empirically investigate the 

ambidextrous manager as a moderator between goal-orientation and extrinsic-motivation 

orientation of employees and employee ambidexterity. 

One the basis of above literature gaps, this study introduced a system in which 

AMO-enhancing HR practices lead towards exploration and some fasten exploitation. A 

new insight about employees’ ability, motivation, and opportunity-enhancing HR practices 

in implementing both exploration and exploitation simultaneously followed by unique 

cross-level mechanisms will be added in literature. The main purpose of this study is to fill 

various above-mentioned literature gaps suggested by various research studies and try to 

clarify areas of confusion. 

2.5 Substantiating evidence from the literature 

 

This part of the literature review elaborated the substantiating evidence from the literature 

related to all construct used in this study. As discussed earlier, the basic aim of this study 

to investigate the direct and indirect impact of AMO practices on employees and 

organisational ambidexterity and competitive advantages in the presence of an 

ambidextrous manager. The research on ambidexterity revealed that these practices 
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considered an important antecedent of both the employee and organisational behavior of 

improving an old system and bringing a new system (Patel, Messersmith & Lepak, 2013). 

According to the study, (Boselie et al., 2005) these practices focused on increasing 

employees’ performance by improving their abilities, increasing motivational incentives, 

and providing opportunities to perform.  In the same way, some other studies also 

supported argument and stated that these practices can improve skills and abilities, the 

motivation of employees and provide them work environment to support and avenues to 

show expression to innovate and gain sustainable competitive advantage (Becker & 

Huselid, 1998; Lado & Wilson, 1994).  

The relationship and substantiating evidence among different variables of the 

proposed theoretical model will be discussed one by one separately in different sections. 

Section 2.5.1 has discussed the substantiating evidence of ability-enhancing HR practices 

and employees’ goal orientation. The section 2.5.2 provided substantiating evidence of 

ability and motivation-enhancing HR practices and employee ambidexterity. The section, 

2.5.3 presented the substantiating evidence of the relationships between motivation-

enhancing HR practices and extrinsic motivation orientation. The section, 2.5.3 presented 

the substantiating evidence of the relationships between employee goal orientation and 

employee ambidexterity. Similarly, section 2.5.5 has explained the substantiating evidence 

of the relationship between employees’ extrinsic motivation orientation and employees’ 

ambidexterity. Section 2.5.6 has explained the substantiating evidence of employees’ 

ambidexterity and organisational ambidexterity. Section 2.5.7 has provided details about 

substantiating evidence of organisational ambidexterity and competitive advantage. 

Section 2.5.8 has provided details about substantiating evidence of the ambidextrous 

manager as a moderator between the relationship of employees’ extrinsic and goal-

orientation with employees’ ambidexterity. The last section 2.5.9 provided details about 

the relationship of opportunity-enhancing HR practices as a moderator of employee 

ambidexterity and organisational ambidexterity. 

 

 

 

http://journals.sagepub.com/doi/full/10.1177/1741143217751078
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2.5.1    Ability-enhancing HR Practices and Employees’ Goal Orientation 

 

Effective implementation of SHRM practices contributed to the positive outcomes of 

organisation (Appelbaum et al., 2000; Butts et al., 2009). These practices and human 

capital components must be aligned with organisational strategy to reach strategic goals 

like a competitive advantage (Wright, Dunford & Snell, 2001; Wright & McMahan, 2011). 

A very well-known study considered HR practices (Ability, Motivation and Opportunity 

practices) as a primary tool utilised by organisations to derive specific behaviors from their 

employees (Li, Pak, Kim & Li, 2016). These practices are used to boost employees’ 

motivation, skill, and adaptability (Adler et al. 1999) to help their employees to achieve a 

diverse goal (Wright & Snell, 1998). Among all AMO practices, ability-enhancing 

practices focused on increase employees’ knowledge, ability, and skill levels at both 

individual and organisational level (Subramony, 2009).  

Some recent research studies stressed the effect of ability-enhancing HR practices 

on employees’ goal orientation to boost learning and performance (Chuang et al., 2013). 

These practices namely selective hiring, training and job enlargement were renowned as a 

positive contributor to employees’ goal-orientation (Bouwmans, Runhaar, Wesselink & 

Mulder, 2017). The second study of the authors was qualitative in nature and conducted 

in-depth interviews on AMO-enhancing HR practices contributing to employees’ abilities, 

motivation and opportunities which have positive effects on their goal-orientation and 

innovation (Bouwmans, Runhaar, Wesselink & Mulder, 2018). Therefore, this study has 

investigated employees’ goal orientation through these practices. 

The most used HR practices included selective hiring, training, and job enlargement 

(Soltesz, 2016; Mom, Chang, Cholakova & Jansen, 2018). The first one is selective hiring 

which is the process to bring highly qualified candidates with skills that best match the job 

description and the learning-goal orientation of employees (Soltesz, 2016; Pfeffer, 1998). 

The second is comprehensive training considered as a strong indicator to increase the 

expertise, competencies, and capabilities of employees (Soltesz, 2016). Moreover, it 

played a very significant role to increase the learning and ambidexterity of employees 

(Gibson & Birkinshaw, 2004; Kang & Snell, 2009). According to (Soltesz, 2016) in-depth 

training connected employees from different parts of the organisation and established a 

http://journals.sagepub.com/doi/full/10.1177/1741143217751078
http://journals.sagepub.com/doi/full/10.1177/1741143217751078
http://journals.sagepub.com/doi/full/10.1177/1741143217751078#_i3
http://journals.sagepub.com/doi/full/10.1177/1741143217751078#_i3
http://journals.sagepub.com/doi/full/10.1177/1741143217751078#_i3
http://journals.sagepub.com/doi/full/10.1177/1741143217751078#_i3
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more diverse social network that increases their goal orientation. Similarly, job 

enlargement by engaging employees in different roles and tasks affects their abilities to 

increase their goal orientation (Chuang et al., 2013). 

These all relationships were tested based on goal-orientation theory. According to 

goal-orientation theory, employees can increase their knowledge and skills through direct 

interaction with tasks (enactive mastery experience) and through observing different 

processes (mastery modeling) (Bandura, 1986, 1997). Goals are significant to increase the 

motivation of employees, to interpret their task, and increased work outcomes (Dweck, 

2000). Initially, researchers used two types of goal orientation, mastery and performance 

goals. But now three-dimension typology of goal orientation (the learning orientation, 

performance approach orientation, and performance-avoidance orientation) has been used 

by different multi-level studies (Gong, Kim, Zhu & Lee, 2013; Chen, & Sacramento, 2011). 

The learning goal is the individual’s willingness and motivation to learn leads to 

ambidexterity (Colquitt & Simmering, 1998).  Employees having high learning goal 

orientation are more adaptive to challenging tasks, always demonstrate flexibility and make 

an extra effort and modify their strategies (Buckley, 2011, p. 684).   Whereas performance-

oriented employees are more motivated to outperform their co-workers and to express their 

dominance and always try to avoid failure and looking incompetent from them (Jansen & 

Yperen, 2004). These preferred those activities which increased their performance as 

compared to others and these are exploitative in nature. Based on the above literature, this 

study proposed the following hypothesis. 

Hypothesis 1: Ability-enhancing HR has a positive relationship with employees’ goal 

orientation. 

 

2.5.2    Ability and Motivation enhancing HR Practices and Employee 

Ambidexterity 

 

HR bundles established an organisational context that facilitated employees’ explorative 

and exploitative innovation (Patel et al., 2013). These practices developed an 

organisational context that promotes employees’ abilities and motivation levels (Garaus et 

al., 2016; Patel et al., 2013) and builds opportunities for further development (Fu et al., 

https://www.sciencedirect.com/science/article/pii/S0742051X10000405#bib23
https://www.sciencedirect.com/science/article/pii/S0742051X10000405#bib23
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2015). Moreover, the high-level presence of these practices contributed to employees’ 

innovative and ambidextrous work behavior (Veld & Caniëls, 2016). This relationship was 

also proved by a recent study and found a positive and significant connection between HR 

practices and ambidexterity (Nicholson, Khan, Akhtar & Tarba, 2020). 

In any service industry, employees must fulfill the demands for searching for new 

ideas and innovation and refining existing skills and competencies. Whereas, AMO HR 

practices have a strong linkage with the ambidexterity of both employees and organisation 

(Yu, Gudargan & Chin, 2018; Junni et al., 2015; Garaus et al., 2016). In support of this 

argument, Lengnick-Hal (2003) also concluded these practices improved an employee’s 

ambidexterity. Another study emphasised job enlargement to fulfill employees’ need 

through assigning various roles and tasks to make them ambidextrous (Floyd & Lane, 

2000; Gibson & Birkinshaw, 2004). Similarly, in-depth training programs of the employees 

also develop their abilities to show ambidexterity (Caniels & Veld, 2016). This thesis 

investigated the effect of these HR bundles and employee ambidexterity in the IT service 

sector of Pakistan. Based on understanding the previous literature, the current study 

proposed the following hypothesis.  

Hypothesis 2: Ability-enhancing HR practices are positively related to employees’ 

ambidexterity. 

Hypothesis 4: There is a positive relationship between Motivation-enhancing HR 

Practices with the Employees’ Ambidexterity.  

2.5.3    Motivation-enhancing HR Practices and Extrinsic Motivation Orientation 

 

The second bundle of HR practices is motivation-enhancing human resource practices. It 

comprised of job enrichment, performance appraisal, and rewards and benefits packages 

(Subramony, 2009). These practices enhanced the employees’ motivational level required 

to increase organisational outcomes (Mustafa, Bilal, Mahmood & Murtaza, 2017; Pintado, 

2015). One more empirical research argued that employees’ perceptions of HR practices 

improved their performance at the workplace. The written HR policies by HR managers 

are not effective (Edgar & Geare, 2005).  

The major challenge faced by the HR manager is to keep employees motivated and 

innovative. Both financial and non-financial rewards motivated employees to give 

https://www.sciencedirect.com/science/article/pii/S2340943618300719#bib0355
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maximum outcome (Lawler, 1971; Milkovich and Newman, 1996; Dar et al., 2014). The 

first component of motivation-enhancing HR practices, job enrichment proved a positive 

relationship with employee motivation by research conducted in private hospitals (Magaji 

& Nanli, 2015). The second component has also a positive relationship with the 

motivational level of employees. According to Malik and Aslam (2013) employees' 

behavioral appraisal is a critically important aspect to achieve the motivation of employees 

which further increased organisational performance.  

In the same way, commitment-oriented rewards and compensation played a 

significant role to retain motivated employees (Carraher et al., 2006; Reio & Callahon, 

2004). This result was supported by many research studies (Khan& Mufti, 2012; Ingalens 

& Rousell, 999; Rizal, Idrus, Djumahir, & Mintarti, 2014; Ahammad, Lee, Malul & 

Shoham, 2015). As compared to other motivation-enhancing techniques, rewards are the 

most effective tool to gain employees’ motivation (Dar & Bashir, 2004). This study has 

used these three types of practices based on the expectancy theory of Vroom (1964). 

Victor Vroom’s expectancy theory believed that employees will be motivated to 

exert a level of effort when they expect positive outcomes and their attraction. They will 

be more motivated if their effort is related to performance and performance is related to 

reward (bonus, salary increase, promotion, etc.), and reward is related to personal goals 

setting. Extrinsic motivation defined as a process of the external rewards such as money, 

fame, grades, and admiration used to increase motivation of employees and get a high level 

of effort in work. This type of motivation is based on external rewards, compensation, and 

incentives are provided to the employees. This literature guides us to develop the following 

hypothesis: 

Hypothesis 3: There is a positive relationship between firm motivation-enhancing HR 

practices 

and employees’ extrinsic motivation orientation. 

 

2.5.4    Employee Goal Orientation and Employee Ambidexterity 

 

Goal-oriented employees seek to understand something new and innovate (Dweck & 

Leggett, 1988). The creative mind of these employees maintains a balance between 

https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Faisal+Ahammad%2C+Mohammad
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Mook+Lee%2C+Sang
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Malul%2C+Miki
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Shoham%2C+Amir
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Shoham%2C+Amir
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explorative and exploitative activities (Weisberg, 1999). The study (Weisberg, 1999) has 

found that this concept is essential for creativity which leads to innovation. Moreover, 

individual learning goal and individual performance-approach goal has a positive 

connection with individual innovation, but an individual performance-avoidance goal has 

a negative relationship (Gong, Kim, Zhu & Lee, 2013). Previous scholars suggested 

employee learning-goal orientation contributed to building abilities and increased 

knowledge (Kozlowski et al. 2001) which enhances creativity (Gong, Huang & Frah, 

2009), innovation (Runhaar, Sanders & Yang, 2010), and employee ambidexterity 

(Hoeksema, 2017).  

Research on ambidexterity has made an interesting debate on two main types of 

goal orientation. The role of learning-oriented employees in exploration and performance-

oriented employees in exploitation.  High learning-oriented employees learn for long-run, 

face challenges, and avoid mistakes (Elliott & Dweck, 1988) as a result they adapt 

exploratively behaviors (Gong, Hung, & Farh, 2009; VandeWalle, 2001). In contrast, 

performance-approach oriented employees’ belief that their ability is predetermined 

(VandeWalle, 2001).  This relationship has been tested by a few more studies and argued 

that learning-oriented employees improved competence in the existing trajectory 

(exploitative learning) and performance-oriented focused on shifting it into a new 

trajectory (explorative learning) employee ambidexterity (Benner & Tushman, 2003; 

Gupta et al., 2006; March 1991).  

            In addition, ambidexterity involved learning processes in which high learning-goal 

orientated employees need to learn how to use old skills (exploitation) and how to develop 

new skills (exploration) (Hoeksema, 2017). As a result, employees become more 

competent and superior from other colleagues in performance (Hirst, Knippenberg, & 

Zhou, 2009). Similarly, one more study result revealed that learning-oriented employees 

were positively related to explorative innovation while performance-goal oriented 

employees were related to exploitative innovation (Jansen & Yperen, 2004). According to 

Kim, Zhu, and Lee (2013) found learning goal-orientation and the performance-approach 

goal is positively related to employee creativity via team information exchange.  

Goal-orientation leads employees towards learning (Colquitt & Simmering, 1998) 

while ambidextrous employees need learning-goal orientation to develop and enhance their 
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skills required for the implementation of ambidexterity (Hoeksema, 2017). The 

firm having learning-goal oriented employees can bring ambidexterity by both inbound 

and outbound knowledge flows (Chen & Liu, 2018). Similarly, product innovation requires 

a combination of both exploration and exploitation and their balance (Jimenéz, Costa & 

Rabeh, 2018).  

The existing research recommends that employee ambidexterity can be achieved 

by improving their cognitive skills (Mom, Chang, Cholakova & Jansen, 2018; Bledow et 

al., 2009; Hoeksema, 2017). Thus, this study will use learning-goal orientation as a 

cognitive factor for enhancing employee ambidexterity that leads to organisational 

ambidexterity and competitive advantage. The strategic management literature also 

believed in learning and innovation as a driver of competitive advantage is (Anning-

Dorson, 2018; Preda, 2014; Slater & Narver, 1995; Tajeddini, 2015). Based on previous 

literature, this study hypothesized that: 

Hypothesis 5: There is a significant association between employees’ goal orientation and 

employees’ ambidexterity. 

 

2.5.5    Extrinsic Motivation Orientation and Employee Ambidexterity 

 

Organisations can effectively utilise its incentive and compensation system to motivate 

extrinsically employees for the joint emergence of exploration and exploitation (Meyer-

Doyle & Lee, 2017). One more study investigated the same relation and concluded 

motivation-enhancing HR practices enhanced frontline employees’ motivation to meet 

efficiency and flexibility demands of ambidexterity (Yu, Gudargan & Chin, 2018; 

Ahammad, Lee, Malul & Shoham, 2015).   

Extrinsically motivated employees are more ambitious, creative, persistent, and 

innovative which further force them to increase their performance efficiently (Parashar, 

2016, p. 8). In the same way, the researcher found empowerment and extrinsic motivation 

has a positive effect on employee ambidexterity (Caniëls, Neghina & Schaetsaert, 2017). 

The result of one more study indicated that service sales ambidexterity is jointly determined 

by the interaction of abilities and motivation of the employees (Sok, et al., 2016). 

https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Faisal+Ahammad%2C+Mohammad
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Mook+Lee%2C+Sang
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Malul%2C+Miki
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Shoham%2C+Amir
https://www.emeraldinsight.com/author/Cani%C3%ABls%2C+Marjolein+CJ
https://www.emeraldinsight.com/author/Neghina%2C+Carmen
https://www.emeraldinsight.com/author/Schaetsaert%2C+Nico
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Therefore, the present study will also check the relationship of extrinsically motivated 

employees and their ability to draw a straight line between exploration and exploitation. 

On the basis of the above-mentioned theoretical understanding, the following hypothesis 

is generated:  

Hypothesis 6: There is a positive relationship between employees’ extrinsic motivation 

orientation and employees’ ambidexterity.   

 

2.5.6    Employee Ambidexterity and Organisational Ambidexterity 

 

Ambidexterity has appeared as one of the leading problems that bring simultaneous 

innovation for both new and existing activities (Chang & Hughes, 2012). These two are 

fundamentally different logics involving very different structures. There are three 

theoretical views of organisational ambidexterity discussed one by one in the literature. 

First is the contextual view on ambidexterity, which suggested that the organisational 

context should facilitate high levels of incremental and radical innovation (Gibson & 

Birkinshaw, 2004). Ambidextrous employees are engaged in those activities which lead 

towards gaining optimum performance in terms of innovation (Rosing, Frese, & Bausch, 

2011).  

Second is the structural view on ambidexterity suggested that there should be two 

independent structures in any organisation for its simultaneous implementation (Benner & 

Tushman, 2003; Lavie, Stettner, & Tushman, 2010).  The third view of ambidexterity is 

related to the sequencing of explorative and exploitative activities (e.g., Puranam, Singh, 

& Zollo, 2006). Accordingly, there should be specialized employees for implementing both 

explorative and exploitative activities required for optimum innovation (Caniels & Veld, 

2016). These three views support the contribution of employee ambidexterity in 

organisational ambidexterity. 

Ambidextrous organisations need those employees who identify and avail 

opportunities even decision-makers from top management are unaware about them 

(Zimmermann, Raisch & Birkinshaw, 2015) and then coordinate and integrate exploration 

and exploitation activities (Mom, Chang, Cholakova & Jansen, 2018). Theoretically, 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

74 
 

scholars have argued that ambidexterity required employees’ involvement in both 

explorative and exploitative in equal amounts (Veld & Caniëls, 2016). The study 

highlighted literature gap of studying this phenomenon only on an organisational-level and 

found a significant positive relationship of employees’ ambidexterity and organisational 

ambidexterity (Pertusa-Ortega et al., 2020). Following studies also found a significant 

connection between two-levels of ambidexterity (Li et al., 2015; Mom et al., 2019; Prieto-

Pastor & Martin-Perez, 2015). Therefore, the present study investigated the relationship of 

employee-level with organisational-level ambidexterity through hypothesis 11 of the study.  

Hypothesis 11: Employees’ ambidexterity has direct positive connection with 

organisational ambidexterity. 

 

2.5.7    Organisational Ambidexterity and Competitive Advantage 

 

The literature of strategic human resource and organisational ambidexterity emphasised on 

how to survive in today’s challenging economy that demands innovation (Anderson, 

Potočnik, & Zhou, 2014), ambidexterity and competitive advantage (Mom, Chang, 

Cholakova & Jansen, 2018; Preda, 2014; Kuncore, TisnawatiSule, Prabowo & Aziz, 2017). 

Competitive advantage has been considered important indicator of success (Klein, 2002). 

While organisational ambidexterity means to be competent and responsive in today’s 

business demands while at the same time being adaptive to alteration and changes in the 

environment (Chinedu, Obiageli & Onyinye, 2016). Ambidexterity plays a significant role 

in developing a firm competitive advantage (Benner & Tushman, 2003; Kuncore, 

TisnawatiSule, Prabowo & Aziz, 2017) but the coexistence of conflicting innovation 

creates tensions (Jansen, Tempelaar, Van Den Bosch, & Volberda, 2009).  

The survival of firms is based on their ability to gain a competitive advantage 

through innovation (Atuahene-Gima, 2005). Organisations can gain a competitive 

advantage by generating new ideas and resources and utilizing existing ones 

simultaneously (Anning-Dorson, 2018). Similarly, the study of (Preda, 2014) also found 

organisations having resources, innovative practices, and an organisational climate to 

facilitate creative ideas can gain a competitive advantage over rivals. In rising economies, 

leaders significantly encouraged employees towards innovation and gaining a competitive 
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advantage over rivals (Anning-Dorson, 2018). Intangible assets like employees’ 

ambidexterity help organisation to create a competitive advantage (Torres, Ferraz, Helena 

& Santos-Rodrigues, 2018; Barney, 1991; Andrews, 1971). The following hypothesis is 

developed by the guidance of the previous literature. 

Hypothesis 12: Organisational ambidexterity has a positive association with a competitive 

advantage. 

 

2.5.8    Managerial ambidexterity as a moderator 

 

The managerial trait towards the implementation of both incremental and continuous 

changes is called managerial ambidexterity (Gibson & Birkinshaw, 2004). Mom and 

colleagues argued that ambidextrous managers can perform multiple tasks of explorative 

and exploitative innovation that increases organisational ambidexterity (Mom et al., 2009; 

2015; 2018). The concept of ambidextrous leadership is new (Rosing et al., 2011) but it is 

based on three decades-old concepts that great leaders should behave according to the 

specific situation (Bass, 1985). This process emerged the dynamic behavior of the leader 

and ambidextrous is the one who promoted both exploration and exploitation for increasing 

performance.  

According to Alghamdi ((2018) leadership has considered the most successful 

predictor for employees’ innovation, learning, and organisational development. Previous 

research studies indicated that there is a very strong influence of ambidextrous leader and 

manager on the TMT ambidexterity and organisational outcomes (Venugopal, T.N, Kumar, 

2018; Luo, Zheng, Ji & Liang, 2018; Mom et al., 2009; 2015). They suggested that the 

effect of ambidextrous leaders on the employees should be investigated by future 

researchers. One more study suggested that ambidextrous leadership of managers should 

be examined as a moderator variable and especially lower-level management (Garcia, 

Cortes, Lajara & Saez, 2017; Haversman, Hartog, Keegan & Uhl-bien, 2016). Leadership 

is a very effective prophet that enables organisations to make strategies to meet future 

demands and get benefits from existing competencies. It helps organisations to differentiate 

and get a completive edge through organisational ambidexterity (Attar & Kalfaoglu, 2020). 

The role of distributed leadership between the role of HR practices and organisational 
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ambidexterity was found significant and positive (Nicholson, Khan, Akhtar & Tarba, 

2020). Therefore, this study examined the leader ambidextrous role of managers as a 

moderator to enhance employee-level ambidexterity. The above literature guides us to 

develop the following hypothesis: 

Hypothesis 21: The relationship of employees’ goal orientation and Employees’ 

Ambidexterity is moderated by an Ambidextrous Manager. 

Hypothesis 22: The relationship of Employees’ Extrinsic Motivation Orientation and 

Employees’ Ambidexterity is moderated by an Ambidextrous Manager. 

 

2.5.9   Opportunity-enhancing HR Practices as a moderator of Employee 

Ambidexterity and Organisational Ambidexterity 

 

An organisation can gain a competitive advantage when it develops a set of unique 

attributes to outperform the competitors (Wang, 2014). An organisation can become unique 

through the simultaneous pursuit of both exploration and exploitation to achieve 

ambidexterity (khan & Naeem, 2018). According to the contingency approach, the upward 

relationship between employee ambidexterity and organisational ambidexterity is 

contingent on the existence of opportunity-enhancing HR practices. It further explains how 

a specific set of HR practices affect employee behavior in the organisations (Jiang, Lepak, 

Hu, & Baer, 2012). In addition, a third component of the AMO framework, opportunity-

enhancing practice provide opportunities to the employees to contribute positively like 

giving creative ideas, providing insight into the problem solving etc. to increase 

organisational outcomes (Lepak, Liao, Chung, & Harden, 2006; Jiang, Lepak, Hu, & Baer, 

2012). Furthermore, the relationship between employees and organisational level depends 

on the situation (Fulmer & Ostroff, 2015). According to (Chen & Du, 2017) organisations 

of high technology can pursue the demands of current and future business changes in 

today’s competitive environment.  

The HR practices comprised of participation in decision making, information 

sharing, and support for ideas from top management (Gardner et al., 2001, Subramony, 

2009). Previous studies argued that ambidextrous behaviors of lower-level management 

enhanced organisational ambidexterity (Kozlowski & Klein, 2000; Zimmerman et al., 

https://www.sciencedirect.com/science/article/pii/S2340943618300719#bib0170
https://www.sciencedirect.com/science/article/pii/S2340943618300719#bib0355
https://www.sciencedirect.com/science/article/pii/S2340943618300719#bib0355
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2017; Mom, Chang, Cholakova & Jansen, 2018). These studies explained that 

organisational ambidexterity is created by combining different and complementary 

methods of employees’ exploratory and exploitative behaviors.  This study will explore 

how this relationship is contingent on the situation like information sharing, participation 

in decision making and support for the idea from the top management of the software 

companies in Pakistan. The current study developed the following hypothesis in the light 

of previous studies: 

Hypothesis 23: The relationship between Employees Ambidexterity and Organisational 

Ambidexterity is moderated by the Opportunity-enhancing HR Practices. 

Remaining hypotheses are related to the mediation relationship of different variables used 

in the research model. 

Hypothesis 13: The relationship between Ability-enhancing HR Practices and Employees’ 

Ambidexterity is mediated by Employees’ Goal Orientation. 

Hypothesis 14: The relationship between Ability-enhancing HR Practices and 

Organisational Ambidexterity is mediated by Employees’ Ambidexterity. 

Hypothesis 15: The relationship between Ability-enhancing HR Practices and Competitive 

Advantage is mediated by Organisational Ambidexterity. 

Hypothesis 16: The relationship between Motivation-enhancing HR Practices and 

Employees’ Ambidexterity is mediated by Employees’ Extrinsic Motivation Orientation. 

Hypothesis 17: The relationship between Motivation-enhancing HR Practices and 

Organisational Ambidexterity is mediated by Employees’ Ambidexterity. 

Hypothesis 18: The relationship between -enhancing HR Practices and Competitive 

Advantage is mediated by Organisational Ambidexterity. 

Based on the discussion on Hypothesis 1, 2, 13, 14, and 15 another hypothesis (serial 

mediation) of the study has been derived and stated that:  

Hypothesis 19: Employees’ Goal Orientation, Employees’ Ambidexterity and 

Organisational Ambidexterity sequentially mediate the relationship between Ability-

enhancing HR Practices and Competitive Advantage. 
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Based on the discussion on Hypothesis 3, 4, 16, 17, and 18 one more hypothesis (serial 

mediation) has been derived in the study and that is:  

Hypothesis 20: Employees’ Extrinsic Motivation Orientation, Employees’ Ambidexterity 

and Organisational Ambidexterity sequentially mediate the relationship between 

Motivation-enhancing HR Practices and Competitive Advantage. 

Hypothesis 21: The relationship of employees’ goal orientation and Employees’ 

Ambidexterity is moderated by an Ambidextrous Manager. 

Hypothesis 22: The relationship of Employees’ Extrinsic Motivation Orientation and 

Employees’ Ambidexterity is moderated by an Ambidextrous Manager. 

Hypothesis 23: The relationship between Employees Ambidexterity and Organisational 

Ambidexterity is moderated by the Opportunity-enhancing HR Practices). 

2.6 Contextual Background 

 

All the software companies of the world are using ambidexterity in their daily life to 

compete and retain existing talent and expertise. Majority companies like Google, 

Microsoft, and Apple, etc. in this sector of Information and Technology became market 

leaders due to ambidextrous practices. This study has been conducted in Pakistan to find 

out ambidexterity and problems and benefits related to this concept in real scenarios.  For, 

this purpose researcher gathered contextual data from the employees of these companies 

through semi-structured interviews. Following are the details of the interviews: 

2.6.1    Semi-structured Interviews: 

 

The long-term survival of the firm depends on its dynamic capabilities to exploit current 

resources and explore new resources (March 1991). These capabilities are embedded in the 

organisational process and system to sense new opportunities and then implement them 

either by allocating existing resources or by adapting new skills and resources. However, 

the fundamental concern of every business is to ensure both explorative and exploitative 
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innovation. The process of maintaining a balance between this tradeoff is called 

ambidexterity. 

Pakistan incorporated in the developing countries of the world. There is a lack of 

innovation practices. Moreover, organisations focused more on exploitation and ignored 

exploration and cannot achieve ambidexterity. Therefore, this study will empirically 

investigate why this problem is present and how practitioners can reduce it. 

For this purpose, unstructured and semi-structured interviews were conducted with the 

top management, managers, and employees of the software companies located in 

Islamabad. Respondents were asked questions regarding the existence of this problem. 

How ambidexterity can take place and helps organisations to gain competitive advantage. 

Researchers also interviewed management, their ambidextrous behavior, strategies, and 

process related to the execution of ambidexterity.  

a.      Exploitative and Explorative Activities: 

Many respondents agreed that software companies focused on both exploitative activities 

and explorative activities. They considered that both are very important and can be 

implemented simultaneously within the organisation. If an organisation only focused on 

exploitation, then it will fall behind as compared to other rivals in the industry. It will lead 

to the loss of clients and business contractors. Furthermore, if a company only focused on 

exploration then it will lead to the waste of resources and ignorance of existing projects 

which are very important for the growth of the company. According to them, all the 

exploitative projects are the main source of revenue for these companies.  

All explorative activities are very costly at the initial stage and will generate income 

for the company after four or five years. Therefore, they concluded that these activities 

have opposing demands but both of them are very important and should be implemented 

in the organisation simultaneously. Their professionals further argued that these activities 

are also strongly linked with each other.  These companies give assurance to enhance the 

confidence of their customers in virtue of their committed and progressive labor force. 

These companies produce superior goods and services to the asset finance and leasing 

industry by engaging in both exploitation and exploration. 
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With the passage of time where equipment is apparently smarter and inter-device 

communications have become faster, businesses in the twenty-first century merely may not 

serve without disruptive and continuous innovation. One of the leading software company 

NETSOL Technologies Enterprise enables financial institutions and leasing companies to 

maximize productiveness and efficiency, diminish extra expenses, and to make proactive 

through managing ambidexterity. Their rise holds a unique computing force with three 

constants changing and scheduled work engines for handling the most complicated leasing 

or financing cycles. It is a combination of various applications; every application provides 

a solution for a specific issue. On the other hand, it is also the leading instrument for 

subsequent use when combined. It reduces the complication at the user end, providing a 

streamlined, convenient web-based tool that is particular and intuitive at any volume level. 

This company is implementing both exploitation and exploration simultaneously.  

In the same way, Zigron is a software house incorporated in the United States in 

2006. This company is implementing contextual ambidexterity and involves employees in 

both exploration and exploitation. Zigron has also established and maintained an outclass 

infrastructure facility in Islamabad Pakistan.  Within a period of 13 years, Zigron carried 

out business with more than 70 companies in the wireless, broadcast, satellite. Company’s 

practices exclusively in the application of engineering disciplines, cloud computing (cloud 

engineering), Network functions virtualization (NFV), data analysis & IOT|M2M 

technologies. It also provides service of SAAS, data sciences, Virtual Private Network 

protocol, automation testing, consolidated and advanced data visualization. One new 

emerging and the super smart project is developed for home security. An elegant and attractive 

built home security system could be constructed particularly for your home. 

Software is developed called FraudLens for the purpose of automated prevention 

and detection of healthcare fraud, waste, and abuse (FWA). This software provides 

artificial intelligence solutions for healthcare to enhance their saving and prevent fraud, 

waste, and abuse (FWA) by moving from a decades-old “pay and chase” and “manual 

review” model to a smart, automated "detect and prevent” model. These new savings can 

be used to fund new drives.  
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The above examples showed both exploration and exploitation in the software 

companies working in Pakistan. According to the professionals, there is a need to maintain 

a balance between these two types of innovation for maximizing revenue and gaining 

competitive advantage. 

b.      Employees’ Ambidexterity: 

Implementation of the value-based system within software companies involved innovative 

ways of looking at existing processes and completely new processes. Employees are also 

engaged in utilizing existing software applications and innovating completely new 

software and application. These software engineers have a certain degree of autonomy they 

can decide about their engagement in either explorative activities or exploitative activities. 

According to them, the organisational environment provides the opportunity to engage in 

these two types of processes.  

The role of management is very critical, and their ambidextrous role also influences 

employees to engage in both new and old innovation processes. In this way, individual and 

collective behaviors played a very important role in achieving organisational 

ambidexterity. 

c.       Ambidextrous Management: 

The researcher also asked questions about the ambidextrous role of the managers. The 

ambidextrous role of the manager is to act as a role model for the employees. According to 

them, managers or team leaders engaged in both old and new projects. They encouraged 

employees to explore new apps and processes, learn new programming to compete with 

competitors. Employees further explained that these managers also focused on exploitation 

and engaged employees in the existing projects and services. Employees of the public 

software companies explained that their managers focused more on exploitative activities 

and there is less exploration in these companies. Furthermore, their performance is also 

low as compared to private software companies.  

Pakistan software export board declared its award of excellence to the leading private 

software company NetSol in 2016 and in 2017. Their vision is for the provision of better 
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aspects of goods and services to the financial institutions and leasing industry. Senior 

management encouraged employees’ ambidexterity and facilitates them through a 

supportive culture of the organisation.  

d.      HR Strategies: 

HR practices play a very important role in the development of employees. These are those 

initiatives of the top management that can bring very competent employees through 

selective hiring. This type of hiring selects those employees who are the best fit for the job 

at the workplace. According to the top management of the software companies, selection 

has been initiated and proper tests and interviews are used to organize for this purpose. 

These companies also focused on enhancing the skills of existing employees and arranged 

need-based comprehensive training programs for them on regular basis. Moreover, distant 

job roles and responsibilities are also given to the employees for boosting their skills and 

capabilities.  

The researcher asked about their strategies for increasing the motivation of the 

employees. They briefed about their compensation plans. These companies provide 

bonuses and increments to the employees on the basis of their good performance. Provision 

of both monetary and non-monetary rewards are given to increase the motivation of 

employees. Senior management also enriches their job by giving them new and challenging 

employees. Assigning this different nature of job tasks increases their motivation level 

further. 

Furthermore, HR policies also encourage employees to participate in the decision-

making process. Various problems are presented to them in formal/informal meetings and 

brainstorming sessions for solutions. Their suggestions are very meaningful for the top 

management and most of the implemented for achievement of organisational objectives. 

The company also shares meaningful and timely information with the employees. These 

practices are very helpful in developing the motivation and skills of the employees. These 

employees are more innovative and pay attention to both existing and new changes in the 

environment and behave accordingly. 
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e.       Competitive Advantage: 

There is a very strong link of ambidexterity with the competitive advantage of the 

company. The researcher asked this question to the Top management of both private sector 

and public sector software organisations. The top management of both private traded and 

publicly traded organisations linked ambidexterity with competitiveness and further argued 

that private software companies are then public software companies. The reason for gaining 

a competitive advantage by private organisations is due to their ambidexterity at different 

levels of the organisation.  

Following questions were asked to the top management in order to find out the problem 

of ambidexterity in the real scenario. Furthermore, what are the HR practices of the 

software companies, and is there any role of management in the simultaneous presence of 

both exploration and exploitation?  

➢  The management organized structured interviews and formal tests as part of 

recruitment process? 

➢  Performance appraisal process’s results are used to ascertain the training needs 

for employees. For how long these trainings are? 

➢  Increase in salary is determined on the basis of employees’ job performance? 

➢  Equal opportunity is provided to all the employees of the company to get 

individual, group and organisational level bonuses against productivity, 

performance, or other individual-performance outcomes? 

➢  Company established the formal participation process for all employees such as 

quality enhancement groups, problem-solving groups, round table discussions, or 

suggestion systems?  

➢  Does company establish the formal mechanism for communicating the financial 

results (profitability, financial position, company growth, segment reporting, 

company share price) with the employees after each quarter and annually?  

➢  The management systems (MS) of the company provide consistent help to 

achieve the overall objectives of the company? 

➢  The management systems in the company are flexible enough allowing senior 

employees to react promptly with the changes in the market. 
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➢  The company’s new goods and services advancement provides exceptional 

advantages to customers? 

➢  Top management successfully differentiates the company from competitors by 

the means of powerful advertising and promotional campaigns? 

➢   Top management constantly attempts to promote a better competitive 

advantage? 

➢  Internal operation system has decreased the cost of our products? 

The following questions were asked to the employees of the software companies, their 

explorative and exploitative behaviors, motivational level, cognitive skills, and 

ambidextrous role of the manager as a leader.  

➢  Your manager invents innovative goods and services for the customers and 

regularly applies new ideas and opportunities? 

➢  Your manager discovers and has access to the new customers in the new 

markets? 

➢  Your manager with the passage of time refines the way of providing goods and 

services to the clients?   

➢  Your manager expands services for existing clients? 

➢  Your manager involved in activities mainly concentrated on accomplishing 

short-term objectives? 

➢  Your manager takes steps to involve his team in the utilization of existing 

knowledge? You can get advanced expertise and abilities or seek a new skill by 

doing more effort? 

➢  You show determination to get something that keeps you motivated to continue? 

➢  There is not an opportunity to promote in your work? 

➢  You get rewards and extra pay for high performance? 

➢  You expand services for existing clients? 
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2.7       Theoretical Framework 

 

Organizational ambidexterity has become widely researched trend that appeals interest of 

many researchers, but gaps can still be found. According to the previous theories, both 

ambidexterity and competitive advantage are positively correlated to each other. A major 

challenge for the future researchers is to test empirically the relationship of ambidexterity 

(exploratory innovation and exploitative innovation) with competitive advantage (Preda, 

2014; Kuncore, TisnawatiSule, Prabowo & Aziz, 2017). Similarly, limited number of 

studies has conducted empirical investigations on ambidexterity at employee level and its 

antecedents and consequences (Zimmermann, Raisch & Cardinal, 2018; Veld & Caniëls, 

2016; Birkinshaw & Gupta, 2013; Zacher et al., 2014). It is extensively acknowledged that 

future research is needed. Therefore, the model of the study has illustrated the antecedents 

(AMO HR practices) and consequences (competitive advantage) of the individual-level 

and firm –level ambidexterity in the presence of ambidextrous leader.  

Ambidextrous leadership plays very important role in successful implementation 

of the ambidexterity and there is a big call for research to test the role of ambidextrous 

leaders in successful implementation of the ambidexterity (Watson & Cromarty, 2016; 

Reilly and Tushman, 2013). In the same way, literature paid remarkably little attention on 

distinct effects of HR practices on employee and organizational ambidexterity (Kaupila, 

2018; Lee & Meyer-Doyle, 2017; Birkinshaw & Gupta, 2013; Swart, Güttel & Hansen 

2017). The study (Mom, Chang, Cholakova & Jansen, 2018) suggested future researcher 

should examine the cognitive and motivational factors as a mediator in the relationship of 

strategic human resource practices and employee ambidexterity. It is extensively 

recognized that future research is needed in these areas. Therefore, this study has 

investigated the relationship of AMO-enhancing HR practices, manager’s ambidextrous 

role, employees’ ambidexterity, organizational ambidexterity, and competitive advantage. 

The theoretical framework of this study has two levels: one is group-level and 

second is individual-level. There is total six variables of group-level and data of these 

variables has been collected from the managers of software companies. These variables are 

ability-enhancing HR practices, motivation-enhancing HR practices, opportunity-

enhancing HR practices, ambidextrous leadership, organizational ambidexterity, and 
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competitive advantage. There are three variables at employee-level, employees’ 

ambidexterity, employees’ extrinsic motivation-orientation and employees’ goal-

orientation. The present study has discussed both group-level and employee-level and 

empirically validates the top-bottom and bottom-up effects of these variables. Figure 2.2 

shows simple form of the theoretical framework of the proposed study. While figure 2.3 

shows the theoretical framework having multi-levels and their relationships. 
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Figure 2.2 Proposed Theoretical Framework 
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Figure 2.3 The multi-level proposed theoretical framework 
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2.8  Hypotheses 

 

Based on the theoretical and contextual gaps identified in chapter 1 and discussion in 

chapter 2, several hypotheses have been developed. These hypotheses are related to one of 

the objectives of the study which together fulfill the overall goal of the study. All the 

hypotheses have been tested empirically to authenticate the proposed model of the 

antecedents and consequences of ambidexterity.  

Hypothesis 1: Ability-enhancing HR Practices are positively related to the Employees’ 

Goal Orientation. 

Hypothesis 2: Ability-enhancing HR practices are positively related to Employees’ 

Ambidexterity. 

Hypothesis 3: Motivation-enhancing HR Practices are positively related to Employees’ 

Extrinsic Motivation Orientation. 

Hypothesis 4: There is a positive relationship between Motivation-enhancing HR Practices 

with the Employees’ Ambidexterity.  

Hypothesis 5: Employees’ Goal Orientation is positively related to Employees’ 

Ambidexterity. 

Hypothesis 6: Employees’ Extrinsic Motivation Orientation is positively related to the 

Employees’ Ambidexterity. 

Hypothesis 7: Ability-enhancing HR practices are positively related to Organisational 

Ambidexterity. 

Hypothesis 8: Ability-enhancing HR Practices are positively related to Competitive 

Advantage. 

Hypothesis 9: Motivation-enhancing HR practices are positively related to Organisational 

Ambidexterity. 

Hypothesis 10: Motivation-enhancing HR Practices are positively related to Competitive 

Advantage. 
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Hypothesis 11: Employees’ Ambidexterity is positively related to Organisational 

Ambidexterity. 

Hypothesis 12: Organisational Ambidexterity is positively related to Competitive 

Advantage. 

Remaining hypotheses are related to the mediation relationship of different variables used 

in the research model. 

Hypothesis 13: The relationship between Ability-enhancing HR Practices and Employees’ 

Ambidexterity is mediated by Employees’ Goal Orientation. 

Hypothesis 14: The relationship between Ability-enhancing HR Practices and 

Organisational Ambidexterity is mediated by Employees’ Ambidexterity. 

Hypothesis 15: The relationship between Ability-enhancing HR Practices and 

Competitive advantage is mediated by Organisational Ambidexterity. 

Hypothesis 16: The relationship between Motivation-enhancing HR Practices and 

Employees’ Ambidexterity is mediated by Employees’ Extrinsic Motivation Orientation. 

Hypothesis 17: The relationship between Motivation-enhancing HR Practices and 

Organisational Ambidexterity is mediated by Employees’ Ambidexterity. 

Hypothesis 18: The relationship between -enhancing HR Practices and Competitive 

Advantage is mediated by Organisational Ambidexterity. 

Based on the discussion on Hypothesis 1, 2, 13, 14, and 15 another hypothesis (serial 

mediation) of the study has been derived and stated that:  

Hypothesis 19: Employees’ Goal Orientation, Employees’ Ambidexterity, and 

Organisational Ambidexterity sequentially mediate the relationship between Ability-

enhancing HR Practices and Competitive Advantage. 

Based on the discussion on Hypothesis 3, 4, 16, 17, and 18 one more hypothesis (serial 

mediation) has been derived in the study and that is:  
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Hypothesis 20: Employees’ Extrinsic Motivation Orientation, Employees’ Ambidexterity, 

and Organisational Ambidexterity sequentially mediate the relationship between 

Motivation-enhancing HR Practices and Competitive Advantage. 

Hypothesis 21: The relationship of employees’ goal orientation and Employees’ 

Ambidexterity is moderated by an Ambidextrous Manager. 

Hypothesis 22: The relationship of Employees’ Extrinsic Motivation Orientation and 

Employees’ Ambidexterity is moderated by an Ambidextrous Manager. 

Hypothesis 23: The relationship between Employees Ambidexterity and Organisational 

Ambidexterity is moderated by the Opportunity-enhancing HR Practices. 

2.9      Summary 

 

The growing interest of the employee and organisational ambidexterity has been based on 

evidence that there a strong connection of strategic human resource practices (AMO) with 

the employee and organisational ambidexterity. Those organisations who can gain and 

enhance employee and organisational ambidexterity can gain competitive advantage on 

their competitors. It was very important for researcher and organisation to increase their 

understanding of employee and organisational ambidexterity along with its antecedents and 

consequences. So, the basic purpose of this chapter was to increase the practical 

understanding of employee and organisational ambidexterity. Furthermore, there is a 

strong research calls for empirical investigation of employee ambidexterity and its 

connection with organisational ambidexterity and competitive advantage. Literature has 

paid remarkably little attention to the distinct effects of HR practices on organisational 

ambidexterity and HR practices need to be examined separately because the coexistence of 

conflicting behaviors creates fundamental challenges and tensions (Smith & Tushman, 

2005). 

This chapter has analyzed the relevant literature on the above-mentioned issues and 

proposed the most relevant model for the application of this research. This research will 

first present the multi-level integrated analysis AMO enhancing HR practices with 

employee ambidexterity and then the effect of employee ambidexterity with organisational 
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ambidexterity and organisational competitive advantage.  The detailed definitions, 

substantiating evidence and supporting theories of all the relationship of the research model 

has been discussed in detail. The role of ability and motivation-enhancing HR practices 

with each other and enhancing employee ambidexterity has been discussed in detail. The 

role of organisational context in strengthening the relationship between employee 

ambidexterity and organisational ambidexterity has been discussed through the active 

involvement of opportunity-enhancing HR practices. The connection of organisational 

ambidexterity with organisational competitive advantage has also been explored. 

Moreover, this chapter also presented the contextual background of the research problem 

in the context of Pakistan. 

Theoretical model of the study with detailed explanation has also been presented in 

this chapter. The theoretical foundation of the framework with complete justification was 

explained. Furthermore, all the hypotheses of the study, including direct, indirect, 

moderating, and sequential are also discussed in detail. 
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CHAPTER 3 

RESEARCH METHODOLOGY 

 

3.1       Chapter Overview  

Research design is the blueprint or master plan to assemble, measure and analyze the data. 

It provides an answer to the problem statement and research questions of the study 

(Sekaran, 2016 p.95). A road map of identifying means and procedure for the data 

collection and analysis is research design (Zikmund, 2013 p.65). Thoughtfully assumed 

research methodology and good theoretical base are two important factors of rigorous 

research. The design of every research relies heavily on the nature of the problem affecting 

the proposed theoretical model and existing knowledge about the topic. The research 

methodology of this study was designed after considering the background of the topic, 

research objectives, and formulated hypothesis.  

There are different stages of research design and researchers follow them to get 

accurate results. Saunders et al., (2007) referred to these stages as layers of research 

onion. These layers are broken into six main areas. The first layer is related to “positivism 

philosophy” used in the study, the second layer is related to “deductive approach”, the third 

layer is related to the data collection strategy i.e., time lag survey, the fourth layer shows 

choices of the method (mono method) and the second last layer explain cross-sectional 

time-horizon and last layer describe questionnaire as a data collection instrument along 

with statistical tests used for data analysis. 

This chapter is comprised of total of fourteen sections and explains all the layers in 

detail. Section 3.1 introduces all the steps of the research methodology used in the study. 

Section 3.2 explains the research philosophy of the current study. Section 3.3 describes the 

deductive approach and section 3.4 explains rationale for choosing quantitative research 
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methodology for the study. Section 3.5 describes time lag survey designs. Section 3.6 

provides information about the time horizon. Section 3.7 outlines the target population and 

the sampling frame of the thesis. Section 3.8 and 3.9 explain the study setting and extent 

of researcher interference, respectively. Section 3.10 presents a unit of analysis. Section 

3.11 presents measures that will be used to assess all the variables used in the study. Section 

3.12 explains the introduction and purpose and results of the pilot study. Section 3.13 

highlights detail about the statistical tests used in the thesis. Last section 3.14 describes a 

summary of this chapter.  

3.2 Research Philosophy  

     

The research philosophy positivism claims that the social world can be understood in an 

objective way. The scientist is an objective analyst and works independently by 

ignoring personal values. This research paradigm stands with the view that reality is based 

on empirical facts and controlled by the stable forces of “cause and effect” (Crotty et al., 

1998; Marczyk, DeMatteo & Festinger, 2005).  

Positivism deliberates as an organized scheme of applying deductive reasoning 

with empirical observations as a combination (Neuman, 2003). The basic assumption of 

this philosophy is to develop logical and objective methods that give the closest possible 

approximation to reality. The application of the deductive approach and the use 

of quantitative analysis to explain the interaction between different variables is the general 

rule in positivism studies. The impact of one variable on another to determine 

their relationship have been used in the positivistic paradigm (Elbaz, Agag & Alkathiri, 

2018). The philosophy of this study is also positivism and the perception and attitude of 

employees and top management regarding research variables were examined through 

research instrument (questionnaires).  

3.3 Deductive Approach 

 

This study has used the deductive approach and collected data through quantitative 

research methodology to formulate facts and figures. According to Ghadi and Mohammad 
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(2012) deductive approach is most widely used in quantitative research methodology. 

Quantitative research is basically explanatory in nature and includes much-structured data 

collection procedures to formulates facts and figures after quantifying a problem. It 

measures attitudes, behaviors, and other defined subjective variables via 

“operationalization of variables” and then generalize result on a larger sample 

population. Whereas, the deductive approach begins from the already established theory, 

then moves to the development and testing of hypotheses, and ends at revising the theory 

(Nola & Sankey, 2007). This study is initiated with an already established theory to justify 

relationships among variables and then deducing hypotheses.   

This study focused to provide a detailed information regarding characteristics of 

the variables used in study, describe the frequency of each variable in a sample; develop, 

investigate, and validate why proposed hypotheses are accepted and not 

accepted.   Therefore, explanatory research method was applied by using a survey research 

strategy.   Hypothesis testing was carried out to determine the variance in the dependent 

variables through other variables. The researcher observed and determined the proposed 

relationships between variables whether an increase in one variable corresponds to increase 

or decrease in other variables (Hair, Black, Babin, & Anderson, 2010).   

The purpose of this study was to investigate the ambidexterity between a set of 

antecedents and consequences in the software houses of Pakistan. Consequently, the results 

can be generalized among the Pakistani workplace context because this study will provide 

new insights to the top management about HR interventions. It will guide them on how 

they can increase employees and organisational ambidexterity through HR 

practices.  Furthermore, how an ambidextrous manager can strengthen the employees’ 

ambidexterity which leads to organisational ambidexterity and competitive 

advantage.  The literature reviews in chapter 2 and 3 hold a large number of 

empirical research studies that investigated variables proposed in this model by using a 

quantitative research approach. So, according to the characteristics of the theoretical model 

(descriptive nature, hypothesis testing), current research used the quantitative research 

methodology.  

https://www.emeraldinsight.com/doi/full/10.1108/QROM-06-2017-1538
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3.4 Rationale for Choosing Quantitative Method  

 

Quantitative method is more accurate and valuable than qualitative research, which 

focuses on gathering non-numerical data (Devault et al., 2020). It has been considered an 

easier and faster method because data analysis consumes less time due to statistical 

software such as SPSS, AMOS (Connolly, 2007). According to the research objectives and 

factors, the quantitative method is appropriate and justified to conduct this study. The 

research questions and objectives compel the data collection via the survey instrument. The 

positivist paradigm of measuring variables used in the study is also related to quantitative 

methods (Kauber, 1986). Moreover, inferential statistical analysis to test the hypothesized 

relationships is also related to the quantitative analysis.  This study has used multi-level 

data and analyze through multi-level SEM, which is a striking feature of quantitative 

methodology (Hesketh & Zheng, 2007).  

 Quantitative methods have been considered the most commonly used procedure in 

social sciences. Analysis of recent past studies on ambidexterity (see Table 3.1) also 

depicted that most of the researchers have used quantitative methods for data collection 

and analysis. 

Table 3.1 

Research Methodology used in Recent Past Studies on Ambidexterity  

            Research Methodology   

No    Author/Year  Title/Theme  Quantitative/  

Qualitative  

Sample Size  Statistical 

Methods   

1  Fourne, 

Rosenbusch,  

Heyden & 

Jansen,2019  

Structural and contextual 

approaches to 

ambidexterity: A meta-

analysis of organisational 

and environmental 

contingencies  

Quantitative 

Research  

  

33,492 

organisations 

sampled in 114 

primary studies 

from 1991 to 

2017   

Meta-analytic 

regression 

methods  

2  Malik, Pereira &   

Tarba, 2017  

The role of HRM practices 

in product development: 

Quantitative 

Research  

Data were 

collected from 

Multi-level 

SEM analysis  
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Contextual ambidexterity 

in a US MNC’s subsidiary 

in India  

US MNC 

subsidiary in 

India  

3  Ortega & 

Azorin,2020  

A Joint Analysis of 

Determinants and 

Performance 

Consequences of 

Ambidexterity  

Quantitative 

Research  

Data was 

collected 

from 250 

employees of 

Spanish firms  

PLS analysis  

4  Tempelaar & 

Rosenkranz,2017  

Switching Hats: The 

Effect of Role Transition 

on Individual 

Ambidexterity  

Quantitative 

Research  

20 global 

account 

managers 

employed by 

multinationals  

T-tests, EFA,  

Correlations, 

Least square 

regressions  

5  Wamba, Dubey, 

Gunasekaran & 

Akter,2020  

The performance effects 

of big data analytics and 

supply chain 

ambidexterity: The 

moderating effect of 

environmental dynamism  

Quantitative 

Research  

281 surveys 

gathered using a 

pre-tested 

questionnaire  

EFA  

Post-hoc 

regression 

analysis  

6  Partanen, Kohtama

ki, Patel 

&Parida,2020  

Supply chain 

ambidexterity and 

manufacturing SME 

performance: The 

moderating roles of 

network capability and 

strategic information flow  

Quantitative 

Research  

Data collected 

from 200 

manufacturing 

SMEs in 

Sweden  

  

Regression 

analysis  

7  Wu, Wood, Chen, 

Meyer & Liu,2020  

Strategic ambidexterity 

and innovation in Chinese 

multinational vs. 

indigenous firms: The role 

of managerial capability  

Quantitative 

Research  

Data were 

gathered from 

74 Chinese 

multinational 

enterprises 

Robust 

checks, 

Regression  
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(MNEs) vs. 60 

indigenous 

firms belong 

to high 

technology 

industries  

8  Posch & Garaus, 

2020  

Boon or curse? A 

contingent view on the 

relationship between 

strategic planning and 

organisational 

ambidexterity  

Quantitative 

Research  

Data from 

CEO’s of1,406 

Austrian 

corporate 

register compani

es were 

collected  

  

Descriptive 

statistics, 

Correlations, 

Hierarchical 

regression 

analysis,  

Chi-squared 

statistics  

9  Bustinza,  

Herrero 

&Gomes,2019  

Unpacking the effect of 

strategic ambidexterity on 

performance: A cross-

country comparison of 

MMNEs developing 

product-service 

innovation  

Quantitative 

Research  

Data from a 

survey of 338 

MMNEs was 

collected  

Structural 

Equations 

Modelling  

10  Marcel & Assen, 

2020  

Empowering leadership 

and contextual 

ambidexterity – The 

mediating role of 

committed leadership for 

continuous improvement  

Quantitative 

Research  

  Multi-level 

analysis via 

SEM  

11  Venugopal, 

Krishnan, Srinivas 

& Kumar,2020  

Finding the micro-

foundations of 

organisational 

ambidexterity - 

Quantitative 

Research  

Data collected 

from the Top 

Management 

Structural 

equation Mod

elling  
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Demystifying the role of 

top 

management behavioral in

tegration  

Team of 78 

SMEs  

12  Shamim, Zeng, 

Choksy & Shariq, 

2019  

Connecting big data 

management capabilities 

with employee 

ambidexterity in Chinese 

multinational enterprises 

through the mediation of 

big data value creation at 

the employee level  

Quantitative 

Research  

Data was collect

ed from 308 

employees of 20 

Chinese 

multinational 

enterprises  

  

Partial least 

square 

method  

13  Iborra, Safon & 

Dolz,2020  

What explains the 

resilience of SMEs? 

Ambidexterity capability 

and strategic consistency  

Quantitative 

Research  

Data was 

collected 

from 2765 

manufacturing 

SMEs  

Regression 

Analysis   

14  Caniels & 

Veld,2016  

Employee ambidexterity, 

high performance work 

systems and innovative 

work behavior: How 

much balance do we 

need?  

Quantitative 

Research  

Data were 

collected 

from 210 

employees of 

the Dutch Defen

ce organisation.  

Polynomial 

regression 

analyses  

  

15  Mom, Chang,Chol

akova &Jansen,201

8  

A Multilevel Integrated 

Framework of Firm HR 

Practices, Individual 

Ambidexterity, and 

Organisational 

Ambidexterity  

Quantitative 

Research  

Multilevel data 

from 467 

operational 

managers and 

104 senior 

managers within 

52 firms  

Correlation, 

Regression,  

SEM  
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16  Cenamor,  

Parida 

& Wincent,2019  

How entrepreneurial 

SMEs compete through 

digital platforms: The 

roles of digital platform 

capability, network 

capability and 

ambidexterity  

Quantitative 

Research  

230 

entrepreneurial 

SMEs in 

the manufacturi

ng sector in 

Sweden.  

PLS-SEM  

17  Wang,Luo,  

Maksimovv,  

Sun & Celly,2018  

Achieving Temporal 

Ambidexterity in New 

Ventures  

Quantitative 

Research  

243 new 

ventures in 

China  

Regression 

Analysis  

18  Mammassis, 

Konstantinos & 

Kostopoulos,2019  

CEO goal orientations, 

environmental dynamism, 

and organisational 

ambidexterity: An 

investigation in SMEs  

Quantitative 

Research  

156 small and 

medium-sized 

enterprises 

(SMEs)  

CFA, 

Common 

methods bias,  

Regression  

19  Dezi,Ferraris,Papa 

& Vrontis,2019  

The Role of External 

Embeddedness and 

Knowledge Management 

as Antecedents of 

Ambidexterity and 

Performances in Italian 

SMEs  

Quantitative 

Research  

119 Italian 

SMEs  

SEM Analysis

  

20  Chen,Miller & Che

n,2019  

Top management team 

time horizon blending and 

organisational 

ambidexterity  

Quantitative 

Research  

  

146 Chinese 

small- and 

medium-sized 

firms  

Correlation,  

Regression 

Analysis  
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3.5 Time-lag Survey Design 

 

This study used a time-lag survey design, which involved examines of participants’ 

responses at different points in time to illuminate biasedness from the data. The data of the 

study was collected through two different questionnaires in two-time phases with a gap of 

three weeks. The first questionnaire was related to the variables of the top management 

like Ability-enhancing, Motivation-enhancing and Opportunity-enhancing HR practices, 

Ambidextrous Manager, Organisational Ambidexterity and Competitive Advantage. On 

the other hand, the second questionnaire was used to collect data from the employees of 

software companies related to their Goal Orientation, Extrinsic Orientation and 

Ambidexterity.   

During the first-time lag, top management responded to the questions related to 

Ability-enhancing, Motivation-enhancing and Opportunity-enhancing HR practices and 

employees provided responses related to Goal Orientation and 

Extrinsic Motivation Orientation. After a gap of three weeks, data was collected from the 

same managers and employees again. The outcome variables of the study Organisational 

Ambidexterity and Competitive Advantage along with Ambidexterity of Managers were 

examined through responses of the managers in the second time phase. Similarly, 

employees of the software companies reported their answers related to Employees’ 

Ambidexterity in the second phase.   

3.6 Time Horizon 

 

The time horizon is the proposed study time-lag survey and cross-sectional. The researcher 

separated data on a temporary basis into two-time phases: time 1 and time 2. This data was 

collected from the same respondents after the time period of three weeks. This is a multi-

level study and the researcher collected data from both employees and top management in 

the form of groups with the ratio of one manager and five employees (1:5). Data regarding 

HR practices, organisational ambidexterity, competitive advantage, and an ambidextrous 

role of HR managers have been collected from top management. Whereas, employees’ 
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ambidexterity, employees’ goal orientation, employees’ extrinsic motivation, and 

competitive advantage have been recorded from employees.  

The data for the pilot study was collected in two lags from the employees of the 

following audit firms, Zigron, ABACUS Consulting, Keep Truckin, InfoGrow, Dynamic 

Solutions DOT, Punjab Information, Maven up Creatives, EXD (Ltd), Multi Biz, IT Spurt, 

etc. During the first phase, T1 data related to the HR practices were collected from the top 

management and questionnaire of the employees’ goal orientation and employees’ 

extrinsic motivation was filled from employees. Whereas in T2, senior managers reported 

their opinion through a questionnaire related to organisational ambidexterity, managerial 

ambidexterity, and competitive advantage. The data of the employees’ ambidexterity was 

reported by them during the T2 of the pilot study.  

3.7 Population and Sampling Design 

 

Population represents the total number of individuals present in the area which is targeted 

by research. This study has used software companies in Pakistan as a population. The 

sample is the smaller portion or subset of the population. There are different sample 

strategies and can be used according to the nature of the problem. The multi-stage sampling 

technique was used due to the presence of multiple stages. Figure 3.1 portrays different 

stages of the sampling. 
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Figure 3.1 Multistage Stratified Sampling  

 

Table 3.2 shows detail about the target and the working population of the current study. To 

get the true representation of Pakistan, companies were divided into five categories based 

on cities: Karachi, Islamabad, Lahore, Rawalpindi, and Peshawar, and Other small cities. 

These categories are used as different ‘strata’ in stratified sampling. These ‘stratas’ are 

further divided into two sub-groups public and private software companies via 

proportionate stratified sampling. The last two layers of multistage sampling applied 

random sampling to collect data from both managers and employees. Total 800 

questionnaires were distributed and 600 returned with a response rate of 75%.  
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Table 3.2 

Population and Sampling Design 

Population Working 

population 

Sample 

(Multi-stage Stratified Proportionate Sampling) 

Total 

Sample 

Size 

  

  

Software 

Companies 

of Pakistan 

Pakistan 

Software 

Export 

Board 

(PSEB) 

listed 

Software 

Companies 

(Total 

Companies= 

1254) 

Karachi 

(396) 

Public 

Companies 

(197) 

5 

Companies 

2 

managers 

10 

employees 

  

  

120 

  

  

  

  

  

  

  

  

Total 

number of 

employees 

= 600 

Private 

Companies 

(199) 

5 

Companies 

2 

managers 

10 

employees 

Islamabad 

(280) 

Public 

Companies 

(88) 

5 

Companies 

2 

managers 

10 

employees 

  

  

120 

Private 

Companies 

(192) 

5 

Companies 

2 

managers 

10 

employees 

Lahore 

(366) 

Public 

Companies 

(166) 

5 

Companies 

2 

managers 

10 

employees 

  

  

120 

Private 

Companies 

(200) 

5 

Companies 

2 

managers 

10 

employees 
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Rawalpindi 

(91) 

Public 

Companies 

(51) 

5 

Companies 

2 

managers 

10 

employees 

  

  

120 

Private 

Companies 

(40) 

5 

Companies 

2 

managers 

10 

employees 

Peshawar 

& Other 

Small 

Cities 

(121) 

Public 

Companies 

(54) 

5 

Companies 

2 

managers 

10 

employees 

  

  

120 

Private 

Companies 

(67) 

5 

Companies 

2 

managers 

10 

employees 

 

The sample size of the current study is 600 participants. According to Balnaves and Caputi 

(2001) appropriate sample size depends largely on nature and purpose of the study, the 

degree of accuracy requires from the results and the variation of the population. Israel 

(1992) recommended several approaches to determine sample size like using the entire 

population when the sample is small, using formulas, using data analysis procedures and 

using a sample size that is similar to other studies, etc.  

➢ The total number of employees in software companies of Pakistan is 

120,000. By using a formula at 95% confidence level the sample size is 

383 which is less than the sample size of the current study i.e., 600. 

➢ By using Structural Equation Modeling (SEM) as the main data analysis 

technique, the issue of sample size was considered from the SEM 

perspective (Anderson & Gerbing, 1998; Hair et al.,2010). According 

to Hiar et al. (2010) minimum agreed cut-off number for an adequate 
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sample size in SEM is five participants for each observed variable i.e., 

485, while a sample size obtained for this study was 600.  

➢ The sample size in this study also exceeded the required sample size 

suggested by many researchers (Kline, 1998; Garver & Mentzer, 1999), 

who claim that a sample size of 200 participants can be considered 

sufficient to achieve the desired level of statistical power with a given 

model. 

Moreover, a table showing the list of studies used a sample size smaller than of the current 

study is present in the appendices. 

3.8 Study Setting 

 

Exploratory and descriptive (correlational) research is carried out in natural settings while 

causal research is conducted in contrived lab settings (Sekaran, 2006 p.100). Thus, this 

study was conducted in the natural (non- contrived) settings because data was collected 

from the respondents in the ordinary environment at the workplace. 

3.9 Extent of researcher interference with the study 

 

The decision of researcher interference in the research setting has the direct link with the 

nature of the study. There can be a situation of excessive interference, moderate 

interference, and minimal interference. The nature of the current study is correlational and 

quantitative techniques were used for data collection, data analysis, and data interpretation. 

Researcher interference in these types of studies are minimal due to non-contrived settings 

(Sekaran, 2003 p. 99).  Therefore, this study had minimal researcher interference.  

3.10 Unit of analysis 

 

These are attributes to the level of accumulation of data collected during the final data 

analysis stage (Sekaran, 2006 p.102). The problem statement of this study focused on how 

to raise ambidexterity at two different levels: employee-level and organisational-level. So, 
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a unit of analysis was comprised of the senior managers and employees with a ratio of 1:5 

(1 senior manager: 5 employees). Data was distributed to a total of 800 employees of the 

software houses based on different geographical areas. The total number of questionnaires 

received was comprised of 600 respondents and 100 groups. Hence, the unit of analysis 

was a group for this study.   

3.11 Measures 

 

This section of the cross-sectional survey incorporates the following measures of the 

proposed study. AMO HR Practices, Goal orientation Extrinsic motivation orientation, 

Managerial ambidexterity, Employees Ambidexterity, Organisational Ambidexterity and 

Competitive Advantage. These measures will be tested on a seven-point scale ranging from 

1, “strongly disagree,” to 7, “strongly agree.” 

3.11.1 AMO-enhancing HR Practices 

 

The questionnaire for AMO HR practices was adapted from already established 

questionnaires. This index comprised of a total of eight domains of AMO HR practices. A 

standardized questionnaire was adapted from a scale of Sun et al. (2007) to measure 

comprehensive training, performance appraisal, incentive and reward, and participation in 

the decision-making process. The Cronbach’s alpha values of these subscales were equal 

to or above the 0.70 criterion (Hair, Anderson, Tatham, & Black, 1998). A Cronbach’s 

alpha value of comprehensive training was 0.69 and sample question related to is 

“extensive training programs are provided to the employees”, performance the appraisal 

was 0.61 and sample question related to is “performance appraisals are based on objective 

quantifiable results”, incentive and reward was 0.83 and sample question related to is 

“individuals in this job receive bonuses based on the profit of the organisation”, and 

participation in the decision-making process was 0.68, and sample question related to is 

“Employees in our firm are often asked to participate in decisions”.   

To obtain data on selective hiring, a modified questionnaire by Boxall (2007) and 

Wright (2003) was adapted. The sample question of the variables was “intensive selection 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

108 
 

procedure is used to hire new workers including tests for personality traits in this 

organisation” and Cronbach’s alpha value of this construct was 0.81. The scale of job 

enrichment was derived from Hackman and Oldham (1976) with the reliability of 0.82 and 

the sample question was “The amount of work I am expected to do in my job is reasonable 

to the institution”. The scale of job enlargement was adapted from Hackman and Oldham 

(1976) with a reliability value of 0.83.  

3.11.2 Employees’ Goal Orientation 

 

The scale of the employees’ goal orientation was developed by Van Yperen. There are two 

dimensions of the scale, learning orientation and performance orientation used in the 

current study (Van Yperen & Janssen, 2002). There are a total of 11 items (α=.91) of the 

employees’ learning orientation and 8 items (α = .90) of the employees’ performance 

orientation.  The seven-point Likert scale was used ranging from 1, “strongly disagree,” to 

7, “strongly agree.”  

3.11.3 Extrinsic motivation orientation 

 

The scale of extrinsic motivation orientation is adapted from the scale of Mottaz (1985), 

Brislin et al. (2005), and Mahaney and Lederer’s (2006). This scale has two dimensions 

extrinsic and intrinsic motivation and 16 items. The present study will use only 8 items 

(α=.84) of extrinsic motivation. This scale has been already adapted for service sector 

research (Ertan, 2008; Dündar et al., 2007). The sample item for extrinsic motivation is “I 

get extra pay for high performance”. 

3.11.4 Ambidextrous Manager 

 

The scale of ambidexterity at the managerial level was developed by Mom, Bosch & 

Volberda in 2009.  These authors followed several steps in the development process of this 

scale. First, a definition of ambidextrous manager level was considered. Then a total of 

fourteen items for both manager’s exploration and exploitation were developed. To 

maintain the validity of the construct, the authors considered the features of exploration 
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and exploitation identified by March (1991). Previous studies of the managerial 

ambidexterity also used and adapted this scale for the purpose of data collection (Adler et 

al. 1999; Floyd & Lane 2000; Tushman & O’Reilly, 1996).  

3.11.5 Employees Ambidexterity 

 

The scale of the employees’ ambidexterity has two dimensions, employees’ exploration 

and employees’ exploitation developed by Jansen et al, in 2006. These authors developed 

measures separately for both exploratory and exploitative ambidexterity (Abernathy and 

Clark 1985, Benner and Tushman 2003, Lewin et al. 1999, March 1991, Uzzi and Lancaster 

2003; Danneels 2002). There are total of seven-items for exploratory ambidexterity (α = 

0.86) and seven-items for exploitative innovation (α = 0.80). The sample question of the 

employees’ exploration was “we invent new products and services”. The sample question 

of the employees’ exploitation was “We increase economies of scales in existing markets”. 

To operationalize employee ambidexterity multiplication of exploration and exploitation 

with each other was completed. 

3.11.6 Organisational Ambidexterity 

 

The scale of the organisational ambidexterity was adapted from Gibson and Birkinshaw 

(2004). There are a total of six items of the organisational ambidexterity used in the current 

study. This measurement (α = 0.81) was generally accepted by the previous literature 

(Popadic, Cerne & Milohnic, 2015; Cao et al., 2009). The sample question of the 

organisational ambidexterity is “The management systems in this organisation are flexible 

enough to allow us to respond quickly to changes in our markets”. 

3.11.7 Competitive Advantage 

 

The term competitive advantage includes strategies related to product differentiation and 

cost-effectiveness (Porter, 1980; Lechner & Gudmundsson, 2014). According to Porter 

(1980), a differentiation-based strategy focused on the product that is unique and 

distinguishes it from the competitors. While the cost-based strategy focused on 
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minimization of the cost of the product in the industry. Two different scales were used to 

measure product differentiation and cost-effectiveness. The author adopted a standardized 

questionnaire grounded on an existing scale developed by Li and Zhou (2010) based on 

Porter (1985) and, Song and Perry (1997). The cost-based scale was based on Narver and 

Slater (1990) and Porter (1985). These scales are also validated and tested by Lee et al. 

(2015). The scale of the competitive advantage consists of a total of eight items.  The 

differentiation-based strategy has five items and the cost-based strategy has three items. 

The five-point rating scale (Likert scale) will be used to identify responses for this variable. 

To measure competitive advantage, the sample items are “We constantly offer overall 

differential advantage” and “We constantly offer low opening costs than our competitors”. 

3.12 Pilot Study 

 

The pilot study is basically a small-scale version act as a pre-test of the main study (Polit, 

Beck & Hungler, 2001). Although pilot testing does not guarantee the success of the main 

study, it generally increases the chance of a positive outcome. Almost 10-12% sample of 

the total sample size of the main study will be enough for conducting it (Baker, 1994).  

It may address several logistic problems of the main study.  A problem regarding 

instructions, wording, ambiguities, complexities, content, and face the validity of the 

instruments can be highlighted (Simon, 2011). This study is very useful to determine 

whether the research item yields our expected information or not. Therefore, these studies 

are also known as feasibility studies in the social sciences. This trial path may give a 

warning regarding the anticipated problems of the main study.  

The research methodology of the current study included the pilot study. The 

researcher personally conducted a pilot study and visited software companies in Lahore, 

Islamabad, and Peshawar. All the respondents of the pilot study were employees of the 

following audit firms, Zigron, Abacus, Keep Truckin, etc. The data was collected in time 

lags with a gap of almost three weeks. A total of 144 questionnaires were distributed, out 

of which 96 questionnaires were returned, with a response rate of 68 %.  The sample of 96 

questionnaires contained 80 employees from front level management mostly software 

engineers, while the remaining 16 respondents were from top-level management like HR 
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directors, CEOs. Most of the participants were male 67 % and the remaining 33% were 

females. Their age groups lied between ranges of 20 to 40 years. Almost 60% of 

respondents had 16 years of education and the remaining 40 % had 18 years of education. 

53% of participants were single and 47% were married employees.  

A questionnaire as a research instrument was used in this study and has three parts: 

The first part served as an introduction, that explain the main objectives of the study, 

instructions related to filling the questionnaire and a thanking note for the respondents and 

trying to get their confidence by assuring that your response will be solely used for the 

research purpose and we will measure average responses not individual responses. The 

second part comprised of all demographic variables, including age, gender, marital status, 

experience, and occupation. Whereas the last part of the questionnaire measured AMO HR 

practices, employees’ goal orientation, employees’ extrinsic motivation, employees’ 

ambidexterity, organisational ambidexterity, ambidextrous leadership, and competitive 

advantage.  

To seek genuine responses, a 7-point rating scale (Likert scale) was used to identify 

responses for the main variables. This study used two questionnaires in order to collect 

data from two different levels of management in time lags. First, the questionnaire is related 

to all organisational level variables, and data was collected from top management. These 

variables are AMO HR practices, organisational ambidexterity, ambidextrous leadership, 

and competitive advantage while data regarding employees’ goal orientation, employees’ 

extrinsic motivation, and employees’ ambidexterity was collected from lower-level 

employees through a second questionnaire. The first questionnaire consists of a total of 86 

items while the second questionnaire contained 41 items to measure the dimensions of the 

above-mentioned variables. 

After data collection, the researcher conducted a content analysis of the research 

items. No item was excluded from the first questionnaire on the basis of the irrelevancy, 

ambiguity, and mismatch with a cultural environment. The researcher also considered 

respondents’ educational level, cultural background, language barrier, and other factors 

and bring few changes in terms of sentence structure, rephrasing of scale items, and the 

replacement of complicated words. The scale of AMO HR practices consist of a total of 59 

items adapted from Sun et al. (2007), Boxall (2007), Wright (2003), Ichviowski (2010), 
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Guest (2007), Chow et al. (1999), Khandwalla’s (1977) and Hackman and Oldham (1976) 

which is based on a scale used in prior research (i.e., Bae & Lawler, 2000; Bamberger & 

Me- shoulam, 2000; Delery & Doty, 1996). To measure strategic AMO HR practices 7-

points the Likert scale was used ranges from 1" strongly disagree" to 7" strongly agree". 

This blend of HR practices is based on three main bundles of AMO HR practices. The use 

of traditional HR practices has been increasing doubts in the case of SMEs (Patel, 

Messersmiths & Lepak, 2013; Sels et al. 2006). Therefore, the current study used the 

updated scale of the HR bundles already used by many recent research studies of AMO 

practices and ambidexterity (Lee, Kim, Lee & Moon, 2019; Sabwami, 2015; Patel, 

Messersmiths & Lepak, 2013).  

As the dynamics of the HRM system may be quite different for small and young 

ventures because of the high costs resulting from an excessive focus on HR practices (Lee, 

Kim, Lee & Moon, 2019). Thus, due to this lack of economies of scale, new and young 

ventures don’t realize the full benefits of HR practices. Most of the software companies in 

Pakistan are young. Therefore, to ensure that top management of these young enterprises 

perceived HR policies the same as by perceived by the managers of the well-established 

software companies, the researcher conducted a pilot study from 12 managers of top 

management. The details regarding the scales of all other constructs adapted in the pilot 

study are already explained in the previous section. 

 

3.12.1   Results of the Pilot Study 

 

3.12.1.1 Reliability Analysis 

 

The pilot study was used to examine the reliability and validity of the variables. Cronbach’s 

alpha values show the consistency of all variables used in the thesis. The following table 

shows a scale of the variables and their reliability. 
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                      Table 3.3 

Reliability Analysis 

Reliability  Cronbach’s alpha 

Ability-enhancing HR practices  α=.851 

Motivation-enhancing HR practices α=.973 

Opportunity- enhancing HR practices α=.833 

Employees’ goal orientation α=.766 

Employees’ extrinsic motivation α=.822 

Employees’ ambidexterity α=.971 

Organisational ambidexterity α=.935 

Ambidextrous leadership  α=.749 

Competitive advantage α=.811 
 

3.12.2  Confirmatory Factor Analysis 

 

3.12.2.1 Ability-enhancing HR Practices 

To access the validity of the construct Ability-enhancing HR Practices, CFA was run in 

SEM using AMOS software along with a measurement model.  The items of Ability-

enhancing HR Practices showed both adequate discriminant and convergent validity with 

other constructs and as well with its own construct. All the items of Ability-enhancing HR 

Practices established acceptable factor loading that is above 0.5 (see Figure 4.1).  No items 

were deleted. Moreover, all model fitting values were in acceptable ranges, i.e., 

CMIN/DF= 3.56, GFI= 0.932, AGFI=0.901, CFI=0.976, RMSEA=0.07. The convergent 

validity of the Ability-enhancing HR Practices showed composite reliability (CR) of 0.951, 

which is above standard value 0.6 and the AVE was also 0.622 signifying acceptable 

convergent validity. 

Table 3.4 

The CFA of the twenty-six items of the Ability-enhancing HR Practices 

 Construct                                                       Indicators                                  Loadings  

Ability-enhancing HR 

Practices 

AHR1 

 

0.83 
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 AHR2 

 

0.76 

 AHR3 

 

0.82 

 AHR4 

 

0.93 

 AHR5 

 

0.90 

 AHR6 

 

0.94 

 AHR7 

 

0.99 

 AHR8 

 

0.89 

 AHR9 

 

0.94 

 AHR10 

 

0.99 

 AHR11 

 

0.90 

 AHR12 

 

0.77 

 AHR13 

 

0.75 

 AHR14 

 

0.83 

 AHR15 

 

0.81 

 AHR16 

 

0.64 

 AHR17 

 

0.68 

 AHR18 

 

0.69 

 AHR19 

 

0.90 

 AHR20 

 

0.83 

 AHR21 

 

0.87 

 AHR22 

 

0.68 

 AHR23 

 

0.68 

 AHR24 

 

0.75 
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3.12.2.2 Motivation-enhancing HR Practices 

 

The measure of Motivation-enhancing HR Practices showed adequate discriminant validity 

as well as convergent validity with own variables and with other constructs. All 

Motivation-enhancing HR Practices demonstrated an acceptable factor loading above 0.5 

(see Figure 3.3).  No items were deleted. Moreover, the model fitting values were also 

found in acceptable ranges i.e., CMIN/DF= 4.65, GFI= 0.932, AGFI=0.967, CFI=0.955 

RMSEA=0.08. Convergent validity tests also indicate that Motivation-enhancing HR 

Practices had a composite reliability (CR) of 0.973, which is above the threshold 0.6 and 

AVE was also 0.642 signifying acceptable convergent validity. 

 

Table 3.5  

The CFA of the twenty-four items of the Motivation-enhancing HR Practices 

Construct                                                       Indicators                                     Loadings  

 AHR25 

 

0.82 

 
AHR26 0.72 

 

Motivation-enhancing HR 

Practices 

 

MHR1 

 

 

0.70 

 MHR2 

 

0.72 

 MHR3 

 

0.77 

 MHR4 

 

0.69 

 MHR5 

 

0.76 

 MHR6 

 

0.90 

 MHR7 

 

0.56 

 MHR8 

 

0.80 

 MHR9 

 

0.74 

   MHR10 

 

0.78 
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3.12.2.3 Opportunity-enhancing HR Practices  

The CFA was used to assess the measure of Opportunity-enhancing HR Practices and a 

result revealed adequate discriminant validity as well as convergent validity with other 

constructs and with its own construct. All Opportunity-enhancing HR Practices 

demonstrated acceptable factor loading above 0.5 (see Figure 3.4).  No items were deleted. 

Moreover, the model fitting values were also found in acceptable ranges i.e., CMIN/DF= 

3.89, GFI= 0.945, AGFI=0.971, CFI=0.897 RMSEA=0.06. The convergent validity shows 

Opportunity-enhancing HR Practices had a composite reliability (CR) of 0.933, which is 

above threshold 0.59 and the AVE was also 0.543 in an acceptable range. 

 

 MHR11 

 

0.72 

 MHR12 

 

0.74 

 MHR13 

 

0.78 

 MHR14 

 

0.73 

 MHR15 

 

0.79 

 MHR16 

 

0.78 

 MHR17 

 

0.74 

 MHR18 

 

0.81 

 MHR19 

 

0.81 

 MHR20 

 

0.86 

 MHR21 

 

0.90 

 MHR22 

 

0.85 

 MHR23 

 

0.92 

 MHR24 

 

0.85 
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Table 3.6   

The CFA of the twenty-four items of the Opportunity-enhancing HR Practices 

 Construct                                              Indicators                                    Loadings  

3.12.2.4 Employees’ Goal Orientation 

The measure of Employees’ Goal Orientation showed adequate discriminant validity as 

well as convergent validity with other constructs and with its own construct. All the items 

of Employees’ Goal Orientation have factor loading above 0.5 acceptable ranges (see 

Figure 3.5).  No items were deleted. Moreover, the model fitting values were also found in 

acceptable ranges i.e., CMIN/DF= 5.01, GFI= 0.900, AGFI=0.871, CFI=0.973 

RMSEA=0.07. Convergent validity tests also indicate that Employees’ Goal Orientation 

had a composite reliability (CR) of 0.966, which is above the standard of minimum 0.6 and 

the Average variance extracted score (AVE) was also 0.671 in an acceptable range. 

Table 3.7  

The CFA of the nineteen items of the Employees’ Goal-orientation  

   Construct                                                Indicators                                 Loadings  

Opportunity -enhancing HR 

Practices 

OHR1 

 

0.69 

 OHR2 

 

0.96 

 OHR3 

 

0.85 

 OHR4 

 

0.91 

 OHR5 

 

0.84 

 OHR6 

 

0.68 

 OHR7 

 

0.72 

 OHR8 

 

0.69 
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3.12.2.5 Extrinsic Motivation Orientation 

The measure used for Extrinsic Motivation Orientation revealed good discriminant validity 

and convergent validity with other constructs and with its own construct. All the items of 

the Extrinsic Motivation Orientation confirmed acceptable factor loading i.e., above 0.5 

(see Figure 3.6).  No items were deleted. Moreover, the model fitting values were also 

Employees Goal 

Orientation 

GO1 

 

0.58 

 GO2 

 

0.83 

 GO3 

 

0.64 

 GO4 

 

0.67 

 GO5 

 

0.72 

 GO6 

 

0.68 

 GO7 

 

0.74 

 GO8 

 

0.75 

 GO9 

 

0.73 

 GO10 

 

0.99 

 GO11 

 

0.80 

 GO12 

 

0.71 

 GO13 

 

0.69 

 GO14 

 

0.72 

 GO15 

 

0.99 

                   GO16 

 

0.95 

 GO17 

 

0.80 

 GO18 

 

0.62 

 GO19 

 

0.64 
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found in acceptable ranges i.e., CMIN/DF= 4.11, GFI= 0.993, AGFI=0.932, CFI=0.921 

RMSEA=0.06. Convergent validity tests also indicate that Extrinsic Motivation 

Orientation had a composite reliability (CR) of 0.922, which is above the standard of 

minimum 0.6 and the Average variance extracted score (AVE) was also 0.66 in an 

acceptable range. 

Table 3.8   

The CFA of the nine items of the Extrinsic Motivation Orientation 

  Construct                                                        Indicators                                     Loadings  

3.12.2.6 Managerial Ambidexterity 

The measure of Managerial Ambidexterity showed adequate discriminant validity as well 

as convergent validity with other constructs and with its own construct. All Managerial 

Ambidexterity demonstrated acceptable factor loading above 0.5 (see Figure 3.7).  No 

items were deleted. Moreover, the model fitting values were also found in acceptable 

ranges i.e., CMIN/DF=4.12, GFI= 0.945, AGFI=0.971, CFI=0.897 RMSEA=0.06. 

Convergent validity tests also indicate that Managerial Ambidexterity had a composite 

Extrinsic Motivation Orientation MO1 

 

0.83 

 MO2 

 

0.78 

 MO3 

 

0.77 

 MO4 

 

0.81 

 MO5 

 

0.80 

  MO6 

 

0.66 

 MO7 

 

0.70 

 

 

MO8 

 

 MO9                                       

 

0.73 

 

                       0.70                   
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reliability (CR) of 0.949, which is above the standard of minimum 0.6 and the Average 

variance extracted score (AVE) was also 0.543 in an acceptable range. 

Table 3.9   

The CFA of the fourteen of the Managerial Ambidexterity 

  Construct                                                        Indicators                                   Loadings  

3.12.2.7 Employees Ambidexterity 

The measure of Employees’ Ambidexterity showed adequate discriminant validity as well 

as convergent validity with other constructs and with its own construct. All Employees’ 

Ambidexterity showed acceptable factor loading above 0.5 (see Figure 3.8).  No items were 

Managerial Ambidexterity MA1 

 

0.93 

 MA2 

 

0.89 

 MA3 

 

0.66 

 MA4 

 

0.62 

 MA5 

 

0.69 

 MA6 

 

0.70 

 MA7 

 

0.68 

 MA8 

 

0.70 

 MA9 

 

0.96 

 MA10 

 

0.87 

 MA11 

 

0.77 

 MA12 

 

0.70 

 MA13 

 

0.61 

 MA14 

 

0.61 
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deleted. Moreover, the model fitting values were also found in acceptable ranges i.e., 

CMIN/DF= 4.98, GFI= 0.914, AGFI=0.953, CFI=0.922 RMSEA=0.05. Convergent 

validity tests also indicate that Employees’ Ambidexterity had a composite reliability (CR) 

of 0.971, which is above the standard of minimum 0.6 and the Average variance extracted 

score (AVE) was also 0.511 in an acceptable range. 

Table 3.10  

The CFA of the fourteen items of the Employees’ Ambidexterity 

Construct                                                    Indicators                                  Loadings  

Employees’ Ambidexterity EA1 

 

0.83 

 EA2 

 

0.75 

 EA3 

 

0.65 

 EA4 

 

0.86 

 EA5 

 

0.96 

 EA6 

 

0.85 

 EA7 

 

0.78 

 EA8 

 

0.78 

 EA9 

 

0.80 

 EA10 

 

0.64 

 EA11 

 

0.97 

 EA12 

 

0.91 

 EA13 

 

0.98 

 EA14 

 

0.89 
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3.12.2.8 Organizational Ambidexterity 

The measure of Organizational Ambidexterity showed adequate discriminant validity as 

well as convergent validity with other constructs and with its own construct. All 

Organizational Ambidexterity shows acceptable factor loading above 0.5 (see Figure 3.9).  

No items were deleted. Moreover, the model fitting values were also found in acceptable 

ranges i.e., CMIN/DF= 4.09, GFI= 0.945, AGFI=0.971, CFI=0.903 RMSEA=0.06. 

Convergent validity tests also indicate that Organizational Ambidexterity had a composite 

reliability (CR) of 0.935, which is above the standard of minimum 0.6 and the Average 

variance extracted score (AVE) was also .543 in acceptable range 

Table 3.11   

The CFA of the six items of the Organizational Ambidexterity 

  Construct                                                            Indicators                            Loadings  

3.12.2.9 Competitive Advantage 

 

The measure of Competitive Advantage showed adequate discriminant validity as well as 

convergent validity with other constructs and with its own construct. All the items of the 

Competitive Advantage showed acceptable threshold of the factor loading that is above 0.5 

(see Figure 3.10).  No items were deleted. Moreover, the model fitting values were also 

found in an acceptable range i.e., CMIN/DF= 3.67, GFI= 0.966, AGFI=0.861, CFI=0.976 

Organizational Ambidexterity OA1 

 

0.68 

 OA2 

 

0.99 

 OA3 

 

0.80 

 OA4 

 

0.75 

 OA5 

 

0.78 

  OA6 

 

0.97 
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RMSEA=0.05. The convergent validity shows Competitive Advantage had a composite 

reliability (CR) of 0.911, which is above threshold value 0.6 and the AVE was also .612 in 

an acceptable range. 

Table 3.12  

The CFA of the nine items of the Competitive Advantage 

   Construct                                                            Indicators                                 Loadings  

3.13 Statistical Data Analysis Tools 

 

Different data analysis tools have been used to analyze the study variables.  These tools 

consist of descriptive statistics of the research respondents, Pearson’s correlation, 

multicollinearity analysis, a common method variance (CMV) and multi-level Structural 

Equation Modeling (SEM) to analyze a relationship among different variables. Basically, 

both individual-level and organisational-level data was empirically validated through 

AMOS software.  

The descriptive analysis was used to illustrates the data distribution of the thesis. 

This analysis identifies the association among variables and helps to detect outliers and 

Competitive Advantage CA1 

 

0.66 

 CA2 

 

0.90 

 CA3 

 

0.68 

 CA4 

 

0.62 

 CA5 

 

0.95 

 CA6 

 

0.75 

 CA7 

 

0.84 

 

CA8 

 

0.61 
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typo. Mean analysis was used to calculate the central tendency representing average group 

scores of data.  To evaluate the dispersion of the data from the mean value, the standard 

deviation has been used as a measure of variability.  To test the normality of the data both 

Skewness and Kurtosis analysis have been applied. The data was normal and the value of 

both skewness and kurtosis lied between acceptable ranges (− 3 and + 3)   and (−10 to +10) 

respectively. Before a hypothesis testing, SPSS software was used to evaluate the missing 

values through three different methods: pairwise deletion, listwise deletion, and swapping 

the mean with mean responses of that research respondent.  

The reliability test was used to determine the goodness of the measure by 

calculating the stability and consistency of the instrument.  The most popular test 

Cronbach's coefficient alpha was used to measure the interitem consistency of the 

multipoint-scaled items (Cronbach, 1946). The standard value of Cronbach alpha must be 

greater than the 0.70 (O’Leary-Kelly & Vokurka, 1998) and 0.60 (Sekaran, 2006).  The 

Cronbach alpha value of all variables was greater than the standard value of 0.7. Similarly, 

to find out the nature and intensity of the linear relationship between any two concepts, the 

correlation test was used. The correlation coefficient is denoted by capital (R) and its value 

lies between (+1 to 0 to -1). The R values of all the variables used in this study were 

positive.   

This study has used AMOS software to analyze the complex survey data of the 

stratification. Multilevel SEM was used to measure the path model in two levels, i.e., an 

individual-level (employees’ ambidexterity) and firm-level (organisational behavior) data. 

According to (Skrondal & Rabe-Hesketh 2004), multilevel SEM is an attractive approach 

that incorporates a latent-variable approach into the multilevel framework. This 

methodology helps the researcher to analyze associations among variables on at least two 

different levels (Meuleman, 2019). SEM has become the dominant analytical tool for 

testing cause-effect-relationships with latent variables of an entire conceptual model (Hair, 

Sarstedt, Hopkins & Kuppelwieser, 2014). This method is preferred by the researcher 

because it estimates the multiple and interrelated dependence in a single analysis.  

SEM has been recognized as the most accurate method, it includes a set of 

mathematical models, computer algorithms, and statistical methods (confirmatory factor 

analysis, confirmatory composite analysis, path analysis, partial least squares path 
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modeling, and latent growth modeling) that fit networks of constructs to data (Tarka & 

Piotr,2017; Kaplan,2008; Kline,2011). This method is often used for more complex models 

and being a flexible analytical tool there is no doubt on the correctness of its results 

(Huta,2014). Another major advantage of SEM is that it permits the use of formative 

measures, which are particularly useful for studies that aim to predict key constructs like 

competitive advantage (Albers, 2010; Diamantopoulos & Riefler, 2011). It strengths 

include simultaneous assessment of various types of relations among variables and the 

ability to rigorously examine and compare similarities among and differences between two 

or more groups of study participants (Dilalla,2000). It has been considered most 

appropriate when a variable in the model predicts more than one other variable, or when a 

variable serves both as an outcome and a predictor (Westland,2019; Raudenbush & 

Bryk,2002). 

 Structural Equation Modeling (SEM) was used to enlighten the structure of 

correlative connections of the dependent variables with one or more observed variables and 

unobserved variables (latent constructs) at the same time. This analysis also examined 

systematic relations among all the constructs including independent variables, dependent 

variables, mediating variables, and moderating variables were supported by sample data. 

Different fit indices were used to check how well the proposed model fits the data. The 

total three steps of estimation: common factor analysis, confirmatory factor analysis 

(CFA), and structural modeling are involved in this analysis (Mulaik & Millsap, 2000). 

Moreover, these steps are further categorized into two stages known as a measurement 

model and structural model. The first two steps were performed in the first stage, i.e., 

measurement model through common factor analysis and confirmatory factor analysis.  

Common factor analysis is a very suitable approach to measure the latent variable 

through the use of observed variables (Reise et al., 1993). This study has used reliability 

(Cronbachs alpha), validity and descriptive properties, factor loadings, the mean and 

standard deviation of the latent variable to measure common factor analysis.  Similarly, 

confirmatory factor analysis was used to measure discriminate and convergent validity 

before hypotheses testing.   

At the second phase, a structural model was used to estimate the direct and indirect 

association among variables of the current study. For this purpose, regression coefficients 
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and highly recommended indices were used to conduct an analysis of the current 

dissertation.  These indices include Relative chi-square CMIN/DF, Goodness-of-Fit Index 

(GFI), Adjusted Goodness-of-Fit Index (AGFI), Comparative Fit Index (CFI), and Root 

Mean Square Error of Approximation (RMSEA). 

Relative Chi-Square is an absolute fit index used to measure the model fitness of the 

study data (Cangur & Ercan, 2015; Gerbing & Anderson, 1992). This index is famous for 

the names of parsimony and stand-alone fit index. According to Carmines and Mclver 

(1981) the acceptable value for an indication of the model is 3. Moreover, Marsh and 

Hocevar (1985) recommended that 5 should be considered a maximum value and 2 should 

be considered a minimum value for an indication of goodness of model fit. 

The second indices GFI were applied to test the model fitness of structural and 

measurement model of this study. It explained the aptitude and capability of the model 

through covariance and variance ratios. GFI is used to relate the estimated model with no 

model (Byrne, 2010). The GFI has been considered an ultimate fit model and its value 

ranges from 0 to 1. In the same way, adjusted goodness fit index estimation is used by 

adjusting the degree of freedom in the model. This index connects the conjectured pattern 

without any model having a range of perfect fit between 0 and 1. The standard value of the 

AGFI should be greater than 0.08 to indicate the perfect model fit.   

The Comparative Fit Index (CFI) is the corrected form of relative non-centrality the 

index also known as the incremental fit index was also in the study. The CFI index tested 

the heteroscedastic association of the dependent and independent variables. 

Heteroscedastic relationship refers to the condition in which the inconsistency of a variable 

is not equal across the series of values of a second variable that predicts it. This relationship 

varies with the class of modifiers. The comparative fit index produces values between 0-1 

and its high value indicates a good model fit.  The standard criteria for CFI should be 

greater than .09 and is an indication of the perfect fit indicator.  

To measure further goodness of fit, Root Mean Square Error of Approximation 

(RMSEA) was used. It calculates an alteration of the observed covariance matrix per 

degree of freedom and the hypothesized covariance matrix that represents the model (Chen, 

2007). Root Mean Square Error of Approximation (RMSEA) evaluates the approximation 

of the model, including studying both sample size and degree of freedom (Byrne, 2001). 
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When the sample size is large, then this index produces a better quality of estimation as 

compared to the situation of the smaller sample sizes. The value of RMSEA varieties 

between two points 0.01 to 1. 

3.14 Summary 

 

This chapter presented detailed information about the research methodology of the current 

study. Positivism research philosophy and deductive approach were used by means of 

quantitative data in time lags.  The researcher explained that this is a completely 

quantitative research study and data was collected from both employees and higher 

management of the software companies of Pakistan. This chapter also discussed 

explanatory and correlation research methods used in the study.  Going next, a multi-stage 

stratified sampling for the purpose of data collection from registered software companies 

was described. The questionnaire was adapted from established standardized scales of the 

literature having good reliability and validity values.  

 This chapter also explained the pilot study conducted as a trial run for the main 

study. Moreover, data analysis techniques and software companies were explained in 

detail. The multilevel relationships of the model were measured and discussed by applying 

Structural Equation Modeling (SEM) technique. It consists of two sub-models: a 

measurement model and a structural model. The information about both measurement and 

structural models and their application process was discussed in detail in this chapter. 

Similarly, model fitness and measurement of the model were reflected in detail with their 

standard range values and acceptance criteria. Finally, this chapter explained AMOS 

software to analyze the data across the two levels of software companies i.e., employee 

level, and organisational level.  
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CHAPTER 4 

DATA ANALYSIS AND RESULTS 

 

4.1 Chapter Overview  

 

This chapter explains quantitative data analysis techniques and their findings used in the 

study. The data was accumulated through standardized questionnaires and AMOS software 

was used for analysis. This chapter comprised of total eight sections starting from 

descriptive statistics till moderation analysis and summary. Section 4.1 presented an 

overview of the chapter. Section 4.2 explained descriptive statistics of participants (sample 

characteristics). Section 4.3 outlined the variables’ description. Section 4.4 presented 

correlation analysis of the study. Section 4.5 explained the goodness of measure. Section 

4.6 described structural equation modeling analysis. The second last section 4.7 presented 

regression analysis for moderation used in the study.  Whereas the last section 4.8 of the 

chapter elaborated a summary of overall results and analysis. 

4.2 Sample Descriptive  

 

The target population of the current study is the software companies registered with 

Pakistan Software Export Board (PSEB). The employees of these companies were reached 

for filling the questionnaire after conducting multi-stage sampling. Several demographic 

questions were asked including gender, age, marital status, designation, qualification and 

experience.  The result of the first demographic question shows that majority respondents 

were male as compared to female. Data shows 68% respondents were male and remaining 

32% were female. Mode used for gender male was 1 while mode used for female gender 

is 2. Standard deviation was 0.47 and data was normal as skewness and kurtosis were in 

acceptable ranges 0.70 and -1.50 respectively.   

Next, demographic variable is age data shows that 39% employees were from 21-

30 years. 35% employees were from 31-40 years, 20% were from 41-50 years and 6% were 
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from 51-60 years of age. Mean of age was 1.93 and standard deviation was 0.91. Age data 

was normal as skewness and kurtosis were 0.63 and -1.54 respectively. 

The marital status of the respondents was also investigated. Majority respondents 

were married 63% and remaining 37% were single. The mean value of the marital status 

1.62 and standard deviation was 0.48. Marital status data was normal as skewness and 

kurtosis were 0.53 and -1.72 respectively. 

The data regarding education level was investigated from respondents. A majority 

of respondents were bachelors, and the remaining respondents were masters, and few were 

MS. According to data 55% were bachelors, 36% were masters and 9% respondents were 

MPhill or MS qualified. The data was normal here too because values of skewness and 

kurtosis were in range of 0.80 and -.45 respectively. The mean of education was 1.54 and 

standard deviation was 0.65.  

According to data of respondents’ experience, 7% have less than 1 year of 

experience, 17% respondents have 1-5 years of experience 24% respondents have 

experience of 6-10 years, 27% respondents have experience of 11-15 years, 19% 

respondents have experience of 16-20 years while the remaining 6% respondents have job 

experience of more than 20 years. The mean of job experience was 3.51 and standard 

deviation was 0.31. Both skewness and kurtosis were 0.07 and -0.73 respectively. These 

values show normality of the data. Respondents descriptive are presented in following 

Table 4.1.  
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Table 4.1   

Sample Descriptive  

Demographic       Codes       Frequency%    Mean       S.D    Skewness     Kurtosis 

Variables                                                                      

                                 Male                       68%                            1.33           0.47         .70         -1.50 

Gender                     Female                   32% 

                                 21-30 years            39%                   

Age                          31-40 years            35%                            1.93           0.91         .63          -1.53 

                                  41-50 years           20% 

                                  51-60 years           06% 

                                  Single                    37% 

Marital Status            Married                63%                            1.62            0.48         .53           -.54    

                                  Bachelors             55% 

Qualification             Masters                36%                             1.54            0.65        .80            -.45 

                                  MPhill/MS           09% 

                                  PhD                      00% 

                                  Less than 1 year    07% 

                                  1-5 years               17%      

 Experience               6-10 years             24%                            3.51            0.31        .07            -.73 

                                11-15 years             27% 

                                16-20 years             19% 

                                20 years & above    06% 

 

4.3 Descriptive Analysis  

 

This section explained the descriptive statistics of all variables, including minimum, 

maximum, mean, standard deviation, skewness and kurtosis.  The descriptive analysis 

showed that data is normal because values of both skewness and kurtosis were acceptable 
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standard and present between standard range i.e., +2 to -2 (George & Mallery, 2010).   

Similarly, other central tendency measures including standard deviation and mean of the 

variables also depicted normality of the data. Almost all the mean values lied between 

range (4>score<5), showed agreeableness of the respondents. The descriptive analysis 

summary is provided in Table 4.2 exhibiting in appendices. 

4.4 Correlation   Analysis  

 

The statistical technique of mutual association among two or more variables refers to 

correlation analysis. The correlation coefficient ranges from +1 to 0 to -1. Whereas +1 

shows the strong positive relationship or -1 shows negative correlation. The 0 value 

indicates neutral relationship exists between variable and both are neutral.  This analysis 

was performed to find out the relationships among used variables.  

Ability-enhancing HR practices had significant and strong positive connection with 

employees’ Goal Orientation (r=.678, p<.01). The connection of Motivation-enhancing HR 

practices with Extrinsic Motivation Orientation was also found significantly positive 

(r=.474, p<.01). Furthermore, the correlation regarding the association of both mediators’ 

employees’ Goal Orientation (r=.468, p<.01) and Extrinsic Motivation Orientation (r=.357, 

p<.01) with Employees’ Ambidexterity was significantly positive.  

As regards to the link of the Employees’ Ambidexterity with Organizational 

Ambidexterity, a strong positive correlation was found (r=.559, p<.01) between these two 

constructs. The relationship of the Organizational Ambidexterity with Competitive 

Advantage showed a positive significant correlation (r=.323, p<.01). The Ability and 

Motivation-enhancing HR bundles used as an antecedent of the Competitive Advantage, 

the connection of Ability-enhancing HR practices showed positive correlation (r=.312, 

p<.01) with the Competitive Advantage. Similarly, Motivation-enhancing HR practices 

and Competitive Advantage also showed positive correlation (r=.765, p<.01). 

Coming to the relationship between moderators and outcome variables, 

Ambidextrous Manager had a positive significant relationship with the Employees’ 
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Ambidexterity (r=.285, p<.01). In the same way, Opportunity-enhancing HR practices also 

had a significant impact on the Organizational Ambidexterity (r=.192, p<.01). 

To sum up, the mutual association of all variables study were positive and all of 

them were significantly connected with each other. The nature of the variation in one 

contrast due to change in another variable was positive. Some of them showed strong 

positive correlation and few variables had moderate positive correlation with each other. 

The table 4.2 elaborates the correlation values along with mean and standard deviation: 

Table 4.2 

Correlation Analysis      

Variable         1  2  3 4 5 6          7      8          9    Mean      SD 

AHR             1                                                                                               5.64        0.73 

OHR          .497**  1                                                                                  5.08        0.67 

MHR          .612** .470**    1                                                                     5.76        0.72 

GO          .678** .384** .434**  1                                                          5.70        0.71 

EMO          .636** .384** .474** .602**    1                                             5.66        0.72 

EAM          .493** .422** .475** .468** .357**    1                                 5.58        0.74 

OAM           .359** .192** .150** .277** .356** .559**    1                     5.08        0.95 

MAM          .257** .391** .394** .241** .207** .285** .039**    1         5.58        0.64 

CA         .312** .240** .675** .243** .209** .248** .323* .189**1 5.19        0.76 

 

Note: N=600, AHR=Ability-enhancing HR practices, OHR= Opportunity-enhancing HR practices, 

MHR= Motivation-enhancing HR practices, CA= Competitive Advantage, EMO=Employee Extrinsic 

Motivation, EAM=Employees’ Ambidexterity, GO= Goal Orientation, OA=Organizational 

Ambidexterity, MA=Managerial Ambidexterity. **. Correlation is significant at the 0.01 level (2-tailed) 

**p<.01.*. Correlation is significant at the 0.05 level (2-tailed) *p<.05. 
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4.5 Goodness of Measure 

 

The instrument developed to measure a particular concept is indeed accurately measuring 

a concept. The scale can be imperfect, biased, and have errors which can lead to an 

inaccurate result of the study. Therefore, “goodness” of measure was tested. There are two 

techniques used to assess it: reliability and validity. Reliability showed how consistently a 

measuring instrument measures the specific variable. Whereas validity explained how well 

the scale is measuring the construct. There are different types of both reliability and 

validity.  

Reliability indicated the level of the instrument is error free and consist. It can 

measure through stability and consistency. Stability of the instrument can be assessed 

through test-retest reliability and parallel-form reliability. The consistency can be 

examined through interitems consistency, reliability and split-half reliability. Content 

validity, criterion-related validity and congruent validity, these three types of variables are 

used to examine the validity of the data. This study tested “goodness’ of measure through 

both reliability and validity analysis. 

4.5.1 Reliability Analysis  

 

Consistency in the scale of a variable is called reliability in psychometrics. The details 

regarding the scales of all other constructs adapted in the study were already explained in 

the previous chapter. However, following the table shows a scale of the variables used in 

the study and their reliability. Cronbach’s alpha was calculated to measure the reliabilities 

of the variables’ scales. An acceptable value of Cronbach’s alpha value is ≥ 0.7. The result 

of the reliability is shown in Table 4.3. 
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Table 4.3 

Reliability Analysis 

S.N     Variables  No of Items Cronbach alpha  

1     Ability-enhancing HR practices         26   α=.81 

2     Motivation-enhancing HR practices        24 α=.72 

3     Opportunity- enhancing HR practices        08 α=.82 

4     Employees’ goal orientation        19 α=.75 

5     Employees’ extrinsic motivation        09 α=.91 

6     Employees’ ambidexterity        14 α=.75 

7     Organizational ambidexterity        06 α=.81 

8     Ambidextrous leadership         14 α=.76 

9     Competitive advantage        08 α=.80 

 

 

4.5.2 Validity Analysis  

 

To assess the accuracy of the instrument, researcher measured the content validity by 

ensuring that all the items are adequate and true representative of the particular concept. 

Researcher consulted different panelist and experts in the area of variable of interest and 

ensured the content validity within an instrument. Almost all the scales were adequate, and 

their items and wording were easy to understand in the cultural context of Pakistan. Very 

minute changes were made in the format and structure of the question.  

This study has used deductive approach that believed upon theory testing. 

Therefore, it is very important to measure the construct validity of the instruments used in 

the study. It will ensure that result of the measures used fits to the theories around which 

research was designed.  Factor analysis was used to measure both convergent validity and 

discriminant validity. The factor analysis main function is to recognize and ascertain the 

variable structure in the analysis model and is considered as a cornerstone of structure 

equation modeling and multiple regression analysis (Mazzocchi, 2008; Hair et al., 2006). 

 

4.5.2.1 Exploratory Factor Analysis 

 

The exploratory factor analysis is a technique used by researcher to investigate and 

understand how many variables are related and different from each other. This technique 
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allows identifying variables that are correlated with each other to form a subset known as 

factor and is completely different from other subset of variables. EFA reduces the set of 

variables in a more parsimonious one (Hinkin et al., 1997). The exploratory factor analysis 

was accompanied for the complete model of the study. Exploratory factor analysis (EFA) 

serves two main purposes which include summarizing and reduction of data. Data 

summarizing means placing the variables in the model appropriately under the specific 

factors based on logic. Whereas data reduction used to remove the number of items from 

the variable through excluding the uncorrelated items (Pallant, 2007; Hair et al., 2006; 

Fidell & Tabachnick, 2007). KMO and communalities were used to measure the accuracy 

of the model. The result of KMO was .922 and Barletts test of sphericity was also 

significant. Convergent validity and discriminant validity also met the threshold and all 

items showed loadings above the threshold (<.5) and no major cross loadings and 

correlations were observed.  The pattern matrix is reported below, Extraction Method: 

Maximum Likelihood, Rotation Method: Promax with Kaiser Normalization.  

 

Table 4.4 

Pattern Matrix 

 

Items Factor 

1      2 3 4 5 6 7 8 9  
AHR1  .797        

AHR5  .728        

AHR6  .765        

AHR7  .843        

AHR8  .737        

AHR9  .719        

AHR10  .743        

AHR17  .924        

AHR18  .938        

AHR19  .885        

AHR20  .948        

AHR21  .914        

AHR22  .769        

AHR23  .824        

AHR24  .908        

AHR25  .851        

O1      .818    

O2      .869    



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

136 
 

O3      .791    

O4      .797    

O5      .899    

O6      .836    

O7      .852    

O8      .749    

MHR1 .870         

MHR2 .859         

MHR3 .785         

MHR4 .885         

MHR6 .826         

MHR7 .817         

MHR8 .836         

MHR9 .839         

MHR10 .832         

MHR12 .853         

MHR13 .878         

MHR14 .855         

MHR17 .762         

MHR18 .837         

MHR19 .765         

MHR20 .818         

MHR21 .942         

MHR22 .859         

MHR23 .885         

EAMBI1   .731       

EAMB2   .891       

EAMB3   .925       

EAMB4   .930       

EAMB5   .910       

EAMB6   .870       

EAMB7   .870       

EAMB8   .935       

EAMB13   .884       

EAMB14   .894       

GO1     .723     

GO3     .746     

GO7     .752     

GO9     .709     

GO10     .886     

GO12     .753     

GO13     .729     

GO14     .728     

GO15     .701     

GO16     .706     

GO17     .733     
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GO18     .706     

MO1       .739   

MO2       .937   

MO3       .841   

MO4       .845   

MO5       .847   

MO6       .861   

MO7       .741   

SOA1         .868 

SOA2         .849 

SOA3         .905 

SOA4         .855 

SOA5         .838 

SOA6         .778 

CA1        .741  

CA3        .780  

CA4        .701  

CA5        .737  

CA6        .899  

CA7        .854  

CA8        .830  

SAMBI2    .733      

SAMBI3    .760      

SAMBI4    .742      

SAMBI5    .751      

 SAMBI8    .741      

SAMBI9    .725      

SAMBI10    .802      

SAMBI11    .704      

SAMBI12    .766      

SAMBI13    .849      

SAMBI14    .720      

          

Extraction Method: Maximum Likelihood.  

Rotation Method: Promax with Kaiser Normalization. 

a. Rotation converged in 6 iterations. 

 

4.5.2.2 Confirmatory Factor Analysis 

 

Confirmatory factor analysis is the more sophisticated method usually implemented in 

progressive stages of a research process which is performed through structural equation 

modeling and is used to examine the theory regarding latent process (Fidell & Tabachnick, 

2007).  
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There are two purposes for which confirmatory factor analysis is used; to test (a) 

the validity of the measurements and (Tellefsen & Thomas, 2005; Hair et al., 2006; Gerbing 

& Anderson, 1988) (b) dimensionality Exploratory factor analysis (EFA) has been 

purposively implemented in order to examine the structure of items (McGartland Rubio et 

al. 2001). There are three main criteria for assessing the Convergent validity which can be 

assessed by confirmatory factor analysis (CFA). Firstly, the factor loadings should be 

ideally 0.7, greater than 0.5 or higher; second, composite reliability should ideally 0.8 or 

higher or above 0.7. The third, average variance extracted (AVE) should be above the 

marginal value of 0.5 or greater so that adequate convergent validity can be achieved (Hair 

et al., 2006). This study has performed factor analysis under the section of the Structural 

Equation Modeling.  

 

4.6  Structural Equation Modeling Analysis  

 

Structural Equation Modeling technique is the most reliable statistical technique used to 

measure and confirm the sequential paths of the regression coefficients.  For this purpose, 

this study has used Analysis of Moment Structures (AMOS) the latest version to measure 

the direct, simple mediation, sequential mediation and moderating paths of the theoretical 

model. SEM has two models: first is a measurement model and second is the structural 

model. The following sections explained both parts of the SEM. 

4.6.1 Measurement Model 

 

This section presented both the complete measurement model and individual measurement 

models of all variables used in the study. The complete measurement model showed all 

indices are adequately fit to the data, χ² =6696.267, df =4140, p<0.001; CFI= 0.904, GFI= 

0.808, NFI= 0.783, RMSEA=0.043.  The figure 4.1 shows the complete measurement 

model. The separate measurement models of all the variables used in this are also explained 

one by one. 
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Figure 4.1 Full Measurement Model 
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4.6.1.1 Ability-enhancing HR practices  

 

The measure of Ability-enhancing HR Practices showed adequate discriminant validity as 

well as convergent validity with other variables and with its own construct. There was total 

ten items having factor loadings below 0.7 (see Figure 4.2 for details of factor loadings).  

Therefore, the following items were dropped 2, 3, 4, 11, 12, 13, 14, 15, 16 and 26. 

Moreover, the model fitting values were also found in acceptable ranges explained in table 

4.5. 

Table 4.5 

CFA for Ability-enhancing HR practices 

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 3.5 <2 

GFI 0.897 >0.90 

CFI 0.921 >0.90                                                                                      
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Figure 4.2 Measurement model of Ability-enhancing HR practices 
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4.6.1.2 Motivation-enhancing HR practices 

 

The measure of Motivation-enhancing HR Practices showed adequate discriminant validity 

as well as convergent validity with its own construct and with other variables. The total six 

items were dropped due to factor loadings below acceptable standard 0.7 (see Figure 4.3 

for details of factor loadings).  These items were 5, 11, 15, 16, 24 and 25.  The table 4.6, 

showed model fit indices including P value, CMIN/DF, GFI and CFI. 

Table 4.6 

CFA for Motivation-enhancing HR practices 

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 4.56 <2 

GFI 0.911 >0.90 

CFI 0.908 >0.90                                                                                      
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Figure 4.3 Measurement model of Motivation-enhancing HR practices 
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4.6.1.3 Opportunity- enhancing HR practices 

 

The measure of Motivation-enhancing HR Practices showed adequate discriminant validity 

as well as convergent validity with its own construct and with other variables. There were 

eight items and all of them had factor loadings above acceptable standard 0.7 (see Figure 

4.4 for details of factor loadings).  No item was dropped. The table 4.7, showed model fit 

indices including P value, CMIN/DF, GFI and CFI. 

Table 4.7 

CFA for Opportunity-enhancing HR practices 

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 3.48 <2 

GFI 0.897 >0.90 

CFI 0.921 >0.90                                                                                      
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Figure 4.4 Measurement model of Opportunity-enhancing HR practices 
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4.6.1.4 Employees’ Goal Orientation 

The measure of Employees’ goal orientation showed adequate discriminant validity as well 

as convergent validity with its own construct and with other variables. The factor loadings 

of all items were above acceptable standard 0.7 (see Figure 4.5 for details of factor 

loadings) except item number 2, 4, 5, 6, 8, 11 and 19. These were dropped due to factor 

loading less than 0.7. The table 4.8 showed model fit indices including P value, CMIN/DF, 

GFI and CFI. 

Table 4.8 

CFA for Employees’ Goal Orientation  

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 4.6 <2 

GFI 0.955 >0.90 

CFI 0.981 >0.90                                                                                      

   



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

147 
 

 

Figure 4.5 Measurement model of Employees’ Goal Orientation 
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4.6.1.5 Employees’ Extrinsic Motivation 

 

The measure of Employees’ Extrinsic Motivation showed adequate discriminant validity 

as well as convergent validity with its own construct and with other variables. The factor 

loadings of all items were above acceptable standard 0.7 (see Figure 4.6 for details of factor 

loadings) except item 8 and 9 which were dropped by the researcher. The table 4.9 showed 

model fit indices including P value, CMIN/DF, GFI and CFI. 

Table 4.9 

CFA for Employees’ Extrinsic Motivation  

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 4.97 <2 

GFI 0.977 >0.90 

CFI 0.853 >0.90                                                                                      
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Figure 4.6 Measurement model of Employees’ Extrinsic Motivation Orientation 
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4.6.1.6 Employees’ Ambidexterity 

 

The measure of Employees’ Ambidexterity showed adequate discriminant validity as well 

as convergent validity with its own construct and with other variables. The factor loadings 

of all the items were above acceptable standard 0.7 (see Figure 4.7 for details of factor 

loadings) except these four items (9, 10, 11 and 12) which were dropped by the researcher. 

The table 4.10 showed model fit indices including P value, CMIN/DF, GFI and CFI. 

Table 4.10 

CFA for Employees’ Ambidexterity  

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 4.1 <2 

GFI 0.935 >0.90 

CFI 0.901 >0.90                                                                                      
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Figure 4.7 Measurement model of Employees’ Ambidexterity 
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4.6.1.7 Organizational Ambidexterity 

 

The measure of Organizational Ambidexterity showed adequate discriminant validity as 

well as convergent validity with its own construct and with other variables. The factor 

loadings of all the items were above acceptable standard 0.7 (see Figure 4.8 for details of 

factor loadings. No item was deleted. The table 4.11, showed model fit indices including P 

value, CMIN/DF, GFI and CFI. 

Table 4.11 

CFA for Organizational Ambidexterity  

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 3.12 <2 

GFI 0.893 >0.90 

CFI 0.921 >0.90                                                                                      
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Figure 4.8 Measurement model of Organizational Ambidexterity 
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4.6.1.8 Managerial Ambidexterity 

 

The measure of Managerial Ambidexterity showed adequate discriminant validity as well 

as convergent validity with its own construct and with other variables. All the items had 

factor loadings above acceptable standard 0.7 (see Figure 4.9 for details of factor loadings) 

except item 1, 6 and 7, which were dropped by the researcher. The table 4.12, showed 

model fit indices including P value, CMIN/DF, GFI and CFI. 

Table 4.12 

CFA for Managerial Ambidexterity 

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 4.5 <2 

GFI 0.891 >0.90 

CFI 0.865 >0.90                                                                                      
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Figure 4.9 Measurement model of Organizational Ambidexterity 
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4.6.1.9 Competitive advantage 

 

The measure of Employees’ Ambidexterity showed adequate discriminant validity as well 

as convergent validity with other constructs as well as with its own construct. The factor 

loadings of all the items were above acceptable standard 0.7 (see Figure 4.10 for details of 

factor loadings) except item 1 and 3, which were dropped by the researcher. The table 4.13, 

showed model fit indices including P value, CMIN/DF, GFI and CFI. 

Table 4.13 

CFA for Employees’ Competitive Advantage  

Indices    Model Fit Summary                             Good Level of Fit 

Criteria  

 

P 0.00 >0.05 

CMIN/DF 3.55 <2 

GFI .977 >0.90 

CFI .913 >0.90                                                                                      
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Figure 4.10 Measurement model of Competitive Advantage 
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4.6.2 Structural Model 

 

The structural model of this study consists of three sub-models. These are the direct 

structural model, simple and sequential mediation structural model and moderation model. 

A direct structural model explained the direct associations of the variables. The simple 

mediation structural model explained all the indirect paths used in the study. The sequential 

mediation structural model illuminated the paths of the sequential mediation. While the last 

one, the moderation structural model discussed about moderating the effects of the 

moderators used in this thesis. 

The model fit indices of the current model showed the complete model displays a suitable 

fit which the indices adequate fits the data χ² = 5770, df=3547, p<0.001; CFI= 0.864, GFI= 

0.70, NFI= 0.711, RMSEA= 0.049.   
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Figure 4.11 Full Model CFA 
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4.6.2.1 Direct Structural Model 

 

4.6.2.1.1 The direct paths between the Ability-enhancing HR Practices with 

Employees’ Goal Orientation and Employees’ Ambidexterity 

 

The direct relationship of the Ability-enahncing HR Practices was examined with 

Employees’ Goal Orientation and Employees’ Ambidexterity . The model fit was checked 

through the goodness of fit indices which showed the following results; Chi-square χ² = 

1468.9  Df=899; Chisquare/DF ratio= 1.63;  p<0.000; CFI= 0.934; and GFI= 0.897; and 

NFI= 0.974; and RMSEA= 0.053 confirmed that model of the direct relationship 

adequately fits the data. Moreover, the results showed that strong positive relatiosnhip of 

the Ability-enahncing HR Practices with Employees’ Goal Orientation (β=0.64, p<0.001). 

Similarly, the relationship of the Ability-enahncing HR Practices with Employees’ 

Ambidexterity was direct and positive (β=0.29, p<0.001). Therefore,  H1 and H2 were 

accepted by the result.  
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Figure 4.12 Direct paths between the Ability-enhancing HR Practices with Employees’ 

Goal Orientation and Employees’ Ambidexterity 

 4.6.2.1.2 The direct paths between Motivation-enhancing HR Practices with 

Employees’ Extrinsic Motivation Orientation and Employees’ Ambidexterity 

 

The relationship of the Motivation-enhancing HR Practices with Employees’ Extrinsic 

Motivation Orientation and Employees’ Ambidexterity. The model fit was checked 

through the goodness of fit indices which showed the following results; Chi-square χ² = 

1537.56  Df=794; Chisquare/DF ratio= 1.93;  p<0.001; CFI= 0.949; and GFI= 0.907; and 

NFI= 0.898; and RMSEA= 0.059 confirmed model of direct relationship adequately fits 

the data. Moreover, the results showed that strong positive relationship of the the 

Motivation-enhancing HR Practices and Employees’ Extrinsic Motivation Orientation 

(β=0.54, p<0.001). Similarly, the relationship of Motivation-enhancing HR Practices with 

Employees’ Ambidexterity was direct and positive (β=0.47, p<0.001). Therefore,  H3 and 

H4 were accepted according to the result.  
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Figure 4.13 Direct paths between Motivation-enhancing HR Practices with Employees’ 

Extrinsic Motivation Orientation and Employees’ Ambidexterity 

4.6.2.1.3 The direct path between the antecedents (Employees’ Goal Orientation 

and Extrinsic Motivation Orientation) and Employees’ Ambidexterity 

 

The direct relationship of the Employees’ Goal Orientation and Extrinsic Motivation 

Orientation with Employees’ Ambidexterity . The model fit was checked through the 

goodness of fit indices which showed the following results; Chi-square χ² = 5108.78  

Df=992; Chisquare/DF ratio= 5.14;  p<0.000; CFI= 0.987; and GFI= 0.892; and NFI= 

0.934; and RMSEA= 0.05 confirmed model of direct relationship adequately fits the data. 

Moreover, the results showed that strong positive relationship of the Employees’ Goal 

Orientation with Employees’ Ambidexterity (β=0.13, p<0.001). Similarly of the 

relationship Extrinsic Motivation Orientation with Employees’ Ambidexterity was direct 

and positive (β=0.39, p<0.001). Therefore,  H5 and H6 were accepted. 
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Figure 4.14 Direct paths between the antecedents (Employees’ Goal Orientation and 

Extrinsic Motivation Orientation) and Employees’ Ambidexterity 

4.6.2.1.4 The direct path between Ability-enhancing HR practices its outcomes 

Organizational Ambidexterity and Competitive Advantage 

 

The direct relationship of the Ability-enahncing HR Practices was examined with 

Organizational Ambidexterity and Competitive Advantage. The model fit was checked 

through the goodness of fit indices which showed the following results; Chi-square χ² = 

1468.9  Df=899; Chisquare/DF ratio= 1.63;  p<0.000; CFI= 0.934; and GFI= 0.867; and 

NFI= 0.874; and RMSEA= 0.063 confirmed model of direct relationship adequately fits 

the data. Moreover, the relationship of the Ability-enahncing HR Practices with 

Organizational Ambidexterity was direct and positive (β=0.53, p<0.001). Similarly, the 

results showed that strong positive relationship of the Ability-enahncing HR Practices with 
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Competitve Advantage (β=0.52, p<0.001). Therefore,  H7 and H8 were accepted by the 

result.  

 

 

Figure 4.15 Direct path between Ability-enhancing HR practices its outcomes 

Organizational Ambidexterity and Competitive Advantage. 

4.6.2.1.5 The direct path of Motivation-enhancing HR practices with their outcomes 

Organizational Ambidexterity and Competitive Advantage 

 

The direct relationship of the Motivation-enhancing HR practices with their outcomes 

Organizational Ambidexterity and Competitive Advantage were examined. The model fit 

was checked through the goodness of fit indices which showed the following results; Chi-

square χ² = 1053.71  Df=591; Chisquare/DF ratio= 1.78;  p<0.000; CFI= 0.971; and GFI= 

0.887; and NFI= 0.901; and RMSEA= 0.05 confirmed model of direct relationship 

adequately fits the data Moreover, the relationship of Motivation-enhancing HR practices 

and Organizational Ambidexterity were found direct and positive (β=0.30, p<0.001). 
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Similarly, the results also showed strong positive relationship of Motivation-enhancing HR 

practices and Competitive Advantage (β=0.37, p<0.001). Therefore,  H9 and H10 were 

accepted according to the result.  

 

Figure 4.16 Direct path of Motivation-enhancing HR practices with their outcomes 

Organizational Ambidexterity and Competitive Advantage 

4.6.2.1.6 The direct path of the Employees’ Ambidexterity and Organizational 

Ambidexterity  

 

The direct relationship of the Employees’ Ambidexterity and Organizational 

Ambidexterity was examined. The model fit was checked through the goodness of fit 

indices which showed the following results; Chi-square χ² = 1468.9  Df=334; 

Chisquare/DF ratio= 4.39;  p<0.000; CFI= 0.921; and GFI= 0.968; and NFI= 0.931; and 

RMSEA= 0.065 confirmed model of direct relationship adequately fits the data. Moreover, 

the results showed that strong positive relationship between Employees’ Ambidexterity 
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and Organizational Ambidexterity (β=0.66, p<0.001).So, hypothesis 11 of the study was 

supported. 

 

Figure 4.17 Direct path of the Employees’ Ambidexterity and Organizational 

Ambidexterity 

4.6.2.1.6 The direct path between Organizational Ambidexterity and Competitive 

Advantage 

 

The direct relationship of the Employees’ Ambidexterity and Organizational 

Ambidexterity was examined. The model fit was checked through the goodness of fit 

indices which showed the following results; Chi-square χ² = 1851.2  Df=816 ; 

Chisquare/DF ratio= 2.26;  p<0.000; CFI= 0.977; and GFI= 0.962; and NFI= 0.984; and 

RMSEA= 0.05 confirmed model of direct relationship adequately fits the data. Moreover, 

the results showed that strong positive relationship between Employees’ Ambidexterity 

and Organizational Ambidexterity (β=0.82, p<0.001).So, hypothesis 12 of the study was 

supported. 
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Figure 4.18 Direct path between Organizational Ambidexterity and Competitive 

Advantage 

4.6.2.2 Structural Models for Simple Mediation and Sequential Mediation  

 

This section of the study enlightened the indirect associtions among concepts. Fisrt, all the 

paths of simple mediation are discussed in order to test the conjectured statments. Then, 

sequential mediation of the variables in two distinct paths from two independent variables 

towards dependant variable is expalined. 
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Figure 4.19 Path model between Ability-enhancing HR Practices, Motivation-enhancing 

HR Practices and Competitive Advantage including all the mediators of the study 

4.6.2.2.1 Path model of Employees’ Goal Orientation as Mediator between Ability-

enhancing HR Practices and Employees’ Ambidexterity 

 

The hypothesis 13 of the study delineated the mediating role of the Employees’ Goal 

Orientation between Ability-enhancing HR Practices and Employees’ Ambidexterity. The 

model fit statistics for structural model examining mediating effects of Employees’ Goal 

Orientation with Ability-enhancing HR Practices and Employees’ Ambidexterity. i.e., Chi-

square, χ² = 846.919; df=678; chi-square/Df ratio= 1.249; p< .001; CFI= .971; and GFI= 

.896; NFI=.957; & RMSEA= .050 shows that mediating structural model adequately fits 

the data.  

Table 4.14 showed parameter estimates including values of standardized regression 

weights along with significance values showing competence of this structural model. The 
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results based on bootstrapping shows that the direct structural paths from Ability-

enhancing HR Practices to Employees’ Ambidexterity (β=.23, p<0.001) was positive and 

significant. Moreover, the direct structural path from Ability-enhancing HR Practices to 

Employees’ Goal Orientation was significant (β=.54, p<.001). The mediating effect of 

Ability-enhancing HR Practices with Employees’ Ambidexterity was also significant 

(β=.144 p<.001, CI from .086, .212). Therefore, we can conclude that partial mediation 

exists here, and hypothesis 13 proposed mediation of Employees’ Goal Orientation 

between Ability-enhancing HR Practices and Employees’ Ambidexterity is accepted. 

Table 4.14 

Direct and indirect effects between Ability-enhancing HR Practices and Employees’ 

Ambidexterity through Employees’ Goal Orientation 

 

Hypotheses                     Estimates         S.E               P            LL at 95%CI     UL at 95%CI  

AH→ AM .23 .044 0.000 .157 .301 

AH →G .54 .056 0.000 .451 .635 

AH → G→AM .14 .039 0.000 .086 .212 

 

AH=Ability-enhancing HR practices, G= Goal Orientation, EA=Employees’ 

Ambidexterity. P<0.001=99%; P<0.05=95%; ns=”not significant” 
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Figure 4.20 Path model of Employees’ Goal Orientation as Mediator between Ability-

enhancing HR Practices and Employees’ Ambidexterity 

 

4.6.2.2.3 Path model of Employees’ Ambidexterity as a Mediator between Ability-

enhancing HR Practices and Organizational Ambidexterity 

 

The hypothesis 14 of the study delineated the mediating role of the Employees’ 

Ambidexterity between Ability-enhancing HR Practices and Organizational 

Ambidexterity. The model fit of structural model examining the mediating effects of 

Employees’ Ambidexterity as a mediator in the relationship between Ability-enhancing 

HR Practices and Organizational Ambidexterity. i.e. Chi-square, χ² = 846.919; df=678;  

chi-square/Df ratio= 1.249;  p< .001; CFI= .971; and GFI= .896; NFI=.957 ; & RMSEA= 

.050 shows that the mediating path model adequately fits the data.  
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Table 4.15 showed parameter estimates including values of standardized regression 

weights along with significance values showing competence of this structural model. The 

results based on bootstrapping show that the direct structural paths from Ability-enhancing 

HR Practices to Organizational Ambidexterity (β=.17, p<0.001) was positive and 

significant. Furthermore, the direct structural path from Ability-enhancing HR Practices to 

Employees’ Ambidexterity was significant (β=.47, p<.001). The indirect effect of Ability-

-enhancing HR Practices with Organizational Ambidexterity was also significant (β=.07, 

p<.001, CI from .227, .393).  Therefore, hypothesis 14 proposed is accepted and mediation 

of Employees’ Ambidexterity fully mediates between Ability-enhancing HR Practices and 

Organizational Ambidexterity. 

 

Table 4.15 

Direct and indirect effects between Ability -enhancing HR Practices and Organizational 

Ambidexterity through Employees’ Ambidexterity  

 

Hypotheses                     Estimates         S.E               P            LL at 95%CI     UL at 95%CI  

AH →OM .53 .055 0.000 .436 .601 

AH →AM .28 .048 0.000 .188 .362 

AH → AM→OM .27 .019 0.000 .227 .393 

 

AHR=Ability-enhancing HR practices, OM=Organizational Ambidexterity, 

AM=Employees Ambidexterity.  P<0.001=99%; P<0.05=95%; ns=”not significant” 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

172 
 

 

Figure 4.21 Path model of Employees’ Ambidexterity as a Mediator between Ability-

enhancing HR Practices and Organizational Ambidexterity 

 

4.6.2.2.4 Path model of Organizational Ambidexterity as a Mediator between Ability-

enhancing HR Practices and Competitive Advantage 

 

The hypothesis 15 of the study delineated the mediating role of the Organizational 

Ambidexterity between Ability-enhancing HR Practices and Competitive Advantage. The 

model fit of structural model examining the mediating effects of Organizational 

Ambidexterity as a mediator in the relationship between Ability-enhancing HR Practices 

and Competitive Advantage. i.e. Chi-square, χ² = 846.919; df=678;  chi-square/Df ratio= 

1.249;  p< .001; CFI= .971; and GFI= .896; NFI=.957 ; & RMSEA= .050 shows that the 

mediating path model adequately fits the data.  

Table 4.16 showed parameter estimates including values of standardized regression 

weights along with significance values showing competence of this structural model. The 
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results based on bootstrapping shows that the direct structural paths from Ability-

enhancing HR Practices to Competitive Advantage (β=.10, p<0.001) was positive and 

significant. Furthermore, the direct structural path from Ability-enhancing HR Practices to 

Organizational Ambidexterity was significant (β=.52, p<.001). The indirect effect of 

Ability-enhancing HR Practices with Organizational Ambidexterity was also significant 

(β=.42 p<.001, CI from .339, .501).  Therefore, hypothesis 15 proposed mediation of 

Organizational Ambidexterity between Ability -enhancing HR Practices and 

Organizational Ambidexterity is accepted. 

 

Table 4.16 

Direct and indirect effects between Ability-enhancing HR Practices and Competitive 

Advantage through Organizational Ambidexterity  

 

Hypotheses                     Estimates         S.E               P            LL at 95%CI     UL at 95%CI  

AH→ C .10 .043 0.000 .036 .180 

AH →OM .52 .051 0.000 .430 .597 

AH → OM→C .42 0.50 0.000 .339 .501 

 

AHR=Ability-enhancing HR practices, C= Competitive Advantage, OM=Organizational 

Ambidexterity. P<0.001=99%; P<0.05=95%; ns=”not significant” 
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Figure 4.22 Path model of Organizational Ambidexterity as a Mediator between Ability-

enhancing HR Practices and Competitive Advantage 

 

4.6.2.2.2 Path model of Employees’ Extrinsic Motivation Orientation as Mediator 

between Motivation-enhancing HR Practices and Employees’ Ambidexterity 

 

The hypothesis 16 of the study delineated the mediating role of the Employees’ Extrinsic 

Motivation Orientation between Motivation-enhancing HR Practices and Employees’ 

Ambidexterity. The model fit of structural model examining the mediating effects of 

Employees’ Extrinsic Motivation Orientation i.e. Chi-square, χ² = 846.919; df = 678; chi-

square/Df ratio= 1.249; p< .001; CFI= .971; and GFI= .896; NFI=.957; & RMSEA= .050 

shows that the mediating path model adequately fits the data.  

Table 4.17 showed parameter estimates including values of standardized regression 

weights along with significance values showing competence of this structural model. The 
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results based on bootstrapping show that the direct structural paths from Motivation-

enhancing HR Practices to Employees’ Ambidexterity (β=.42, p<0.001) was positive and 

significant. Furthermore, the direct structural path from Motivation-enhancing HR 

Practices to Employees’ Extrinsic Motivation Orientation was significant (β=.54, p<.001). 

The indirect effect of Ability-enhancing HR Practices with Employees’ Ambidexterity was 

also significant (β=.05 p<.001, CI from .263, .400).  Therefore, hypothesis 16 is accepted 

and Employees’ Extrinsic Motivation Orientation partially mediated the Motivation-

enhancing HR Practices and Employees’ Ambidexterity. 

Table 4.17 

Direct and indirect effects between Motivation-enhancing HR Practices and Employees’ 

Ambidexterity through Employees’ Extrinsic Motivation Orientation 

 

Hypotheses                     Estimates         S.E               P            LL at 95%CI     UL at 95%CI  

 

MH→ EM 

 

.42 

 

.043 

 

0.000 

 

.342 

 

.484 

MH →MO .54 .052 0.000 .451 .620 

MH → MO→EM .05 0.42 0.000 .065 .112 

 

MHR= Motivation-enhancing HR practices, MO= Extrinsic Motivation Orientation, 

EA=Employees Ambidexterity, MA=Managerial Ambidexterity. P<0.001; P<0.05; 

ns=”not significant” 
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Figure 4.23 Path model of Employee Extrinsic Motivation as a Mediator between 

Motivation-enhancing HR Practices and Organizational Ambidexterity 

 

4.6.2.2.3 Path model of Employees’ Ambidexterity as a Mediator between Motivation-

enhancing HR Practices and Organizational Ambidexterity 

 

The hypothesis 17 of the study delineated the mediating role of the Employees’ 

Ambidexterity between Motivation-enhancing HR Practices and Organizational 

Ambidexterity. The model fit of structural model examining the mediating effects of 

Employees’ Ambidexterity as a mediator in the relationship between Motivation-

enhancing HR Practices and Organizational Ambidexterity. i.e.. Chi-square, χ² = 846.919; 

df=678; chi-square/Df ratio= 1.249; p< .001; CFI= .971; and GFI= .896; NFI=.957; & 

RMSEA= .050 shows that the mediating path model adequately fits the data.  
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Table 4.18 showed parameter estimates including values of standardized regression 

weights along with significance values showing competence of this structural model. The 

results based on bootstrapping shows that the direct structural paths from Motivation-

enhancing HR Practices to Organizational Ambidexterity (β=.17, p<0.001) was positive 

and significant. Furthermore, the direct structural path from Motivation-enhancing HR 

Practices to Employees’ Ambidexterity was significant (β=.47, p<.001). The indirect effect 

of Motivation-enhancing HR Practices with Organizational Ambidexterity was also 

significant (β=.07, p<.001, CI from .263, .400).  Therefore, hypothesis 17 proposed is 

accepted and mediation of Employees’ Ambidexterity fully mediates between Motivation-

enhancing HR Practices and Organizational Ambidexterity. 

Table 4.18 

Direct and indirect effects between Motivation-enhancing HR Practices and 

Organizational Ambidexterity through Employees’ Ambidexterity  

Hypotheses                     Estimates         S.E               P            LL at 95%CI     UL at 95%CI  

MH →OM .17 .052 0.000 .083 .252 

MH →EM .47 .049 0.000 .391 .548 

MH → EA→OM .07 .029 0.000 .312 .480 

 

MHR= Motivation-enhancing HR practices, OA=Organizational Ambidexterity, 

OM=Employees Ambidexterity. P<0.001=99%; P<0.05=95% ; ns=”not significant” 

 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

178 
 

 

Figure 4.24 Path model of Employees Ambidexterity as a Mediator between Motivation-

enhancing HR Practices and Organizational Ambidexterity 

 

4.6.2.2.4 Path model of Organizational Ambidexterity as a Mediator between Motivation-

enhancing HR Practices and Competitive Advantage 

 

The hypothesis 18 of the study delineated the mediating role of the Organizational 

Ambidexterity between Motivation-enhancing HR Practices and Competitive Advantage. 

The model fit of structural model examining the mediating effects of Organizational 

Ambidexterity as a mediator in the relationship between Motivation-enhancing HR 

Practices and Competitive Advantage. i.e., Chi-square, χ² = 846.919; df=678; chi-

square/Df ratio= 1.249; p< .001; CFI= .971; and GFI= .896; NFI=.957; & RMSEA= .050 

shows that the mediating path model adequately fits the data.  

Table 4.19 showed parameter estimates including values of standardized regression 

weights along with significance values showing competence of this structural model. The 
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results based on bootstrapping shows that the direct structural paths from Motivation-

enhancing HR Practices to Competitive Advantage (β=.10, p<0.001) was positive and 

significant. Furthermore, the direct structural path from Motivation-enhancing HR 

Practices to Organizational Ambidexterity was significant (β=.30, p<.001). The indirect 

effect of Motivation-enhancing HR Practices with Organizational Ambidexterity was also 

significant (β=.225 p<.001, CI from .263, .400).  Therefore, hypothesis 18 proposed 

mediation of Organizational Ambidexterity between Motivation-enhancing HR Practices 

and Organizational Ambidexterity is accepted. 

 

Table 4.19 

Direct and indirect effects between Motivation-enhancing HR Practices and Competitive 

Advantage through Organizational Ambidexterity  

 

Hypotheses                     Estimates         S.E               P            LL at 95%CI     UL at 95%CI  

MH→ C .10 .029 0.000 .013 .109 

MH →OM .30 .051 0.000 .091 .261 

MH → OM→C .22 0.45 0.000 .078 .225 

 

MHR= Motivation-enhancing HR practices, C= Competitive Advantage, 

OM=Organizational Ambidexterity. P<0.001=99%; P<0.05=95%; ns=”not significant” 
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Figure 4.25 Path model of Organizational Ambidexterity as a Mediator between 

Motivation-enhancing HR Practices and Competitive Advantage 

 

4.6.2.2.6 Path model of the Sequential Mediation of Employees’ Goal Orientation, 

Employees’ Ambidexterity, and Organizational Ambidexterity between Ability-enhancing 

HR Practices and Competitive Advantage 

 

The first sequential mediation based on hypothesis 19, Employees’ Goal Orientation, 

Employees’ Ambidexterity, and Organizational Ambidexterity sequentially mediate the 

relationship between Ability-enhancing HR Practices and Competitive Advantage was 

confirmed in this section. The model fit indices for this sequential mediation path model 

were acceptable and met standards. Chi-square, χ² = 1683.622; df= 1475; chi-square/Df 

ratio= 1.41; p<0.001; CFI=0.982; and GFI= 0.858; NFI= 0.958; and RMSEA= 0.012. 
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This sequential path model consists of three mediators (M1= Employees’ Goal 

Orientation, M2= Employees’ Ambidexterity, M3=Organizational Ambidexterity) 

between Ability-enhancing HR Practices independent and Competitive Advantage. The 

parameter estimates including both standardized regression weights and significance 

values also verify the model fitness.  The result in table 4.21 shows the structural paths 

from Ability-enhancing HR Practices to Competitive Advantage (β=.08, p<0.05) was weak 

positive and not significant. The structural path from Ability-enhancing HR Practices to 

Employees’ Goal Orientation (β=0.53, p<0.001) was significant and positive. The 

structural path from Ability-enhancing HR Practices to Employees’ Ambidexterity 

(β=0.32, p<0.001) was significant and positive.  Furthermore, the structural path from 

Ability-enhancing HR Practices to Organizational Ambidexterity (β=0.16, p<0.001) was 

significant and positive.   

The structural paths from Employees’ Goal Orientation to Employees’ 

Ambidexterity (β=.63, p<0.032) was significant and positive. The structural paths from 

Employees’ Goal Orientation to Competitive Advantage (β=.36, p<0.001). The structural 

path from Employees Ambidexterity to Organizational Ambidexterity (β=.67, p<0.032) 

was also significant and positive but structural path from Employees Ambidexterity to 

Competitive Advantage (β=.01, p<0.913) was not significant.  

Ability-enhancing HR Practices explained 29% variance in Employees’ Goal 

Orientation. Employees’ Goal Orientation explained 71% variance in Employees 

Ambidexterity. While, Employees Ambidexterity explained 61% variance in 

Organizational Ambidexterity. Moreover, Organizational Ambidexterity explained 65% 

variance in Competitive Advantage. The indirect effects are significant for proposed 

hypothesis. However, direct effect from IV→ DV is not significant. Result shows full 

mediation of all the three mediators and hypothesis H19 has been accepted.  
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Table 4.20 Direct and indirect effects of Sequential path between Ability-enhancing HR 

Practices and Competitive Advantage through Employees’ Goal Orientation, 

Employees’ Ambidexterity and Organizational Ambidexterity  

 

Hypotheses                          Estimates      S.E               P            LL at 95%CI     UL at 95%CI  

AH →EG .53 .051 .000 .438 .603 

AH →EM 

AH →OM                         .                     

AH →C                       

EG →EM 

EG →C 

EM →OM 

EM→C 

AH → EG→EM 

AH → EM→OM 

AH → EG→EM→OM→C 

 

P<0.001=99%;  

P<0.05=95%; 

ns=”not significant” 

.32 

.16 

.08 

.63 

.36 

.67 

.01 

.34 

.44 

.48 

.033 

.045 

.042 

.030 

.061 

.046 

.061 

.038 

.047 

.050 

 

 

.000 

.000 

.050 

.032 

.000 

.032 

.913 

.000 

.000 

.000 

.263 

.058 

-.001 

.577 

.285 

.599 

-.081 

.270 

.361 

.392 

.377 

.215 

.140 

.677 

.489 

.754 

.115 

.385 

.516 

.562 
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Figure 4.26 Path model from Ability-enhancing HR Practices to Competitive Advantage 

through Employees’ Goal Orientation, Employees’ Ambidexterity and Organizational 

Ambidexterity 

4.6.2.2.7 Path model of the Sequential Mediation of Employees’ Extrinsic Motivation 

Orientation, Employees’ Ambidexterity, and Organizational Ambidexterity between 

Motivation-enhancing HR Practices and Competitive Advantage 

 

The first sequential mediation based on hypothesis 20, Employees’ Extrinsic Motivation 

Orientation, Employees’ Ambidexterity, and Organizational Ambidexterity sequentially 

mediate the relationship between Motivation-enhancing HR Practices and Competitive 

Advantage was confirmed in this section. The model fit indices for this sequential 

mediation path model were acceptable and met standards. Chi-square, χ² = 1673.800; df= 

1066; chi-square/Df ratio= 1.57; p<0.001; CFI=0.952; and GFI= 0.825; NFI= 0.878; and 

RMSEA= 0.042. 
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This sequential path model consists of three mediators and one dependent and 

independent variable. The parameter estimates including both standardized regression 

weights and significance values also verify the model fitness.  The results in table 4.14 

shows the structural paths from Motivation-enhancing HR Practices to Competitive 

Advantage (β=.49, p<0.001) was positive and significant. The structural path from 

Motivation-enhancing HR Practices to Employees’ Extrinsic Motivation Orientation 

(β=0.65, p<0.001) was significant and positive. The structural path from Motivation-

enhancing HR Practices to Employees’ Ambidexterity (β=0.13, p<0.001) was significant 

and positive.  Furthermore, the structural path from Motivation-enhancing HR Practices to 

Organizational Ambidexterity (β=0.26, p<0.001) was significant and positive. The 

structural paths from Employees’ Extrinsic Motivation Orientation to Employees’ 

Ambidexterity (β=.39, p<0.001) was significant and positive. The structural paths from 

Employees’ Extrinsic Motivation Orientation to Competitive Advantage (β=.28, p<0.001). 

The structural paths from Employees Ambidexterity to Organizational Ambidexterity 

(β=.20, p<0.001) and Competitive Advantage (β=.12, p<0.001) were also significant and 

positive.  

Motivation-enhancing HR Practices explained 42% variance in Employees’ 

Extrinsic Motivation Orientation. Employees’ Extrinsic Motivation Orientation explained 

23% variance in Employees Ambidexterity while Employees Ambidexterity explained 

15% variance in Organizational Ambidexterity. Moreover, Organizational Ambidexterity 

explained 71% variance in Competitive Advantage. The indirect effects are significant for 

proposed hypothesis and result shows partial sequential mediation. Hence hypothesis H20 

has been accepted.  
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Table 4.21  

Direct and indirect effects of Sequential path between Motivation-enhancing HR 

Practices and Competitive Advantage through Employees’ Goal Orientation, 

Employees’ Ambidexterity and Organizational Ambidexterity  

 

Hypotheses                     Estimates         S.E             P            LL at 95%CI     UL at 95%CI  

MH→ EM .65 .046 .000 .572 .687 

MH →MA .13 .060 .000 .030 .717 

MH →OM 

MH →C 

EM →MA 

EM →C 

MA →OM 

MA →C 

MH → EM→MA 

MH → MA→OM 

MH →MO→EM→OA→CA 

 

P<0.001=99%  

P<0.05=95% 

ns=”not significant” 

.26 

.49 

.39 

.28 

.20 

.12 

.25 

.08 

.29 

 

 

 

.041 

.060 

.064 

.063 

.054 

.041 

.045 

.023 

.045 

 

.016 

.000 

.000 

.000 

.000 

.000 

.000 

.000 

.000 

.194 

.397 

.277 

.175 

.116 

.062 

.187 

.044 

.216 

 

.226 

.325 

.591 

.386 

.294 

.198 

.333 

.118 

.363 
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Figure 4.27 Path model from Motivation-enhancing HR Practices to Competitive 

Advantage through Employees’ Extrinsic Motivation Orientation, Employees’ 

Ambidexterity and Organizational Ambidexterity 

 

4.6.2.3 Structural Models for  Moderation 

 

4.6.2.3.1 Path model of Ambidextrous Manager as Moderator between Employees’ 

Goal Orientation, Employees’ Extrinsic Motivation Orientation and Employees’ 

Ambidexterity 

 

Moderation is explained by Little et al. (2007) as “the changing of a relationship as a 

function of some moderating influence”. The first model measured the moderation of 

Ambidextrous Manager between Employees’ Goal Orientation and Employees’ 

Ambidexterity. For this purpose, all the variables were converted into standardized 

variables which were mean centered and normalized on Z score.  Then, these standardized 
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concepts were computed, and interaction term was created as a product of Ambidextrous 

Manager and Employees’ Goal Orientation to check its effect on dependent variable. The 

results of the moderation analysis showed significant relationship between Employees’ 

Goal Orientation and Employees’ Ambidexterity (β=.12, p<.001). The direct impact of 

Ambidextrous Manager with Employees’ Ambidexterity was also significant (β=.15, 

p<.001). Subsequently, the impact of Interaction term (Employees’ Goal Orientation x 

Ambidextrous Manager) was also significant and its positive direction (β=.57, p<.001) 

shows that presence of Ambidextrous Manager strengthen the impact of Employees’ Goal 

Orientation and Employees’ Ambidexterity. Therefore, hypothesis 21 of the study is 

accepted. 

 

Figure 4.28 Path of moderation between Employees’ Goal Orientation and Employees’ 

Ambidexterity 

 

The second model measured the moderation of Ambidextrous Manager between 

Employees’ Extrinsic Motivation Orientation and Employees’ Ambidexterity. For this 
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purpose, all the variables were converted into standardized variables which were mean 

centered and normalized on Z score.  Then, these standardized concepts were computed, 

and interaction term was created as a product of Ambidextrous Manager and Employees’ 

Extrinsic Motivation Orientation to check its effect on dependent variable. The results of 

the moderation analysis showed significant relationship between Employees’ Extrinsic 

Motivation Orientation and Employees’ Ambidexterity (β=.328, p<.001). The direct 

impact of Ambidextrous Manager with Employees’ Ambidexterity was also significant 

(β=.248, p<.001). Subsequently the impact of Interaction term (Employees’ Extrinsic 

Motivation Orientation x Ambidextrous Manager) was also significant and its positive 

direction (β=.082, p<.001) shows that presence of Ambidextrous Manager strengthen the 

impact of Employees’ Extrinsic Motivation Orientation and Employees’ Ambidexterity. 

Therefore, hypothesis 22 of the study is accepted. 

 

Figure 4.29 Path of moderation between Employees’ Extrinsic Motivation and 

Employees’ Ambidexterity  
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4.6.2.3.2 Path model of Opportunity-enhancing HR Practices as Moderator 

between Employees Ambidexterity and Organizational Ambidexterity 

 

The second model measured the moderation of Opportunity-enhancing HR Practices 

between Employees Ambidexterity and Organizational Ambidexterity. For this purpose, 

all the variables were converted into standardized variables which were mean centered and 

normalized on Z score.  Then, these standardized concepts were computed, and interaction 

term was created as a product of Opportunity-enhancing HR Practices and Employees’ 

Ambidexterity to check its effect on dependent variable. The results of the moderation 

analysis showed significant relationship between Employees’ Ambidexterity and 

Organizational Ambidexterity (β=.244, p<.001). The direct impact of Opportunity-

enhancing HR Practices with Employees’ Ambidexterity was also significant (β=.315, 

p<.001). Subsequently, the impact of Interaction term (Employees’ Ambidexterity x 

Opportunity-enhancing HR Practices) was also significant and its positive direction 

(β=.502, p<.001) shows that presence of Opportunity-enhancing HR Practices strengthen 

the impact of Employees’ Ambidexterity on Organizational Ambidexterity. Therefore, 

hypothesis 23, proposing the relationship between Employees Ambidexterity and 

Organizational Ambidexterity is moderated by the Opportunity-enhancing HR Practices 

(i.e., participation in decision making and information sharing) of the study is accepted. 
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Figure 4.30 Path of moderation between Employees’ Ambidexterity and Organizational 

Ambidexterity 

4.7 Regression Analysis for Moderation 

 

The moderation was also confirmed through Andrew F Hayes process analysis. Moderator 

is that variable which sets conditions under which independent variable is related to 

dependent variable. It has been used as interaction term and can change direction and 

magnitude of the relationship between predictor and outcome variables. Three moderators 

were used in this thesis and all of them were examined.  
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4.7.1 Opportunity-enhancing HR Practices as Moderator between Employees 

Ambidexterity and Organizational Ambidexterity 

 

The moderation of Opportunity-enhancing HR Practices between Employees’ 

Ambidexterity and Organizational Ambidexterity was analyzed through Andrew F Hayes 

process model. For this purpose, mean centered variable was not used because Andrew F 

Hayes has given formula for mean centering adopted from Aiken and West (1991).  The 

result of analysis in table 4.22 showed 35 % variance on Organizational Ambidexterity by 

Employees’ Ambidexterity and Opportunity-enhancing HR Practices (R-sq=.35), while F-

value (f=347.025) and P-value (p=0.000) showed model is fit and significant. The results 

of the interaction term was also significant (R2-chng=.029, p<.001) showed .029% 

variance shown by Opportunity-enhancing HR Practices on Employees’ Ambidexterity 

and Organizational Ambidexterity. The graph in figure 4.31 also showed interaction 

between variables. Thus, we conclude that our moderator does act as moderator and 

hypothesis 23 of the study is accepted. 

Table 4.22 

Moderation of Opportunity-enhancing HR Practices between Employees’ Ambidexterity 

and Organizational Ambidexterity  

  

R       R-sq        MSE          F        df1        df2          p 

 

.5938      .3526      .3453   347.0254     3.0000   596.0000      .0000 

 

Model 

coeff         se          t          p       LLCI       ULCI 

 

constant     5.7030      .0259   220.0430      .0000     5.6521     5.7539 

OHR           .2720      .0526     5.1662      .0000      .1686      .3754 

EAMB          .3281      .0546     6.0147      .0000      .2210      .4352 

int_1        -.7591      .0174    -7.4341      .0000     -.1632     -.0950 

 

 

R-square increase due to interaction(s): 

 

            R2-chng       F              df1         df2               p 

int_1      .0295    55.2663     1.0000   596.0000      .0000 
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  Figure 4.31 Moderation of Opportunity-enhancing HR practices between Employees’ 

Ambidexterity and Organizational Ambidexterity  

 

 

4.7.2 Ambidextrous Manager as Moderator between Employees’ Extrinsic 

Motivation Orientation and Employees’ Ambidexterity 

 

The moderation of Ambidextrous Manager between Employees’ Extrinsic Motivation 

Orientation and Employees’ Ambidexterity was analyzed through Andrew F Hayes process 

model. For this purpose, mean centered variable was not used because Andrew F Hayes 

has given formula for mean centering adopted from Aiken and West (1991).  The result of 

analysis in table 4.23 showed 22 % variance on Employees’ Ambidexterity by Employees’ 
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Extrinsic Motivation Orientation and Ambidextrous Manager (R-sq=.224), while F-value 

(F=61.7075) and P-value (P=0.000) showed model is fit and significant. The results of the 

interaction term was also significant (R2-chng=.05, p<.001) showed .05% variance shown 

by Opportunity-enhancing HR Practices on Employees’ Ambidexterity and Organizational 

Ambidexterity. The graph in figure 4.32 also showed interaction between variables. Thus, 

we conclude that our moderator does act as moderator and hypothesis 22 of the study is 

accepted. 

Table 4.23 

Moderation of Managerial Ambidexterity between Employees’ Extrinsic Motivation 

Orientation and Employees’ Ambidexterity 

 

             R          R-sq        MSE          F              df1        df2               p 

 

       .4741       .2248       .4309     61.7075     3.0000   596.0000      .0000 

 

Model 

                      coeff         se                t              p          LLCI       ULCI 

   

constant     5.5780       .0268      208.38       .0000      5.5255      5.6306 

LAMB       .1390         .0484      2.8699       .0043       .0439        .2342 

EMO         .2948          .0428      6.8897      .0000       .2107        .3788 

int_1         -.2804         .0287     -6.6373      .0000      -.2467       -.1341 

 

R-square increase due to interaction(s): 

 

             R2-chng          F             df1           df2               p 

int_1         .0503        44.0543     1.0000    596.0000      .0000 
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Figure 4.32 Moderation of Managerial Ambidexterity between Employees’ Extrinsic 

Motivation Orientation and Employees’ Ambidexterity 

 

 

4.7.3 Ambidextrous Manager as Moderator between Employees’ Goal Orientation, 

and Employees’ Ambidexterity 

 

The moderation of Ambidextrous Manager between Employees’ Goal Orientation, and 

Employees’ Ambidexterity was analyzed through Andrew F Hayes process model. For this 

purpose, mean centered variable was not used because Andrew F Hayes has given formula 

for mean centering adopted from Aiken and West (1991).  The result of analysis in table 

4.24 showed 27 % variance on Employees Ambidexterity by Employees’ Goal Orientation 

and Ambidextrous Manager (R-sq=.27), while F-value (F=278.10) and P-value (P=0.000) 

showed model is fit and significant. The results of the interaction term was also significant 

(R2-chng=.025, p<.001) showed .025% variance shown by Ambidextrous Manager on 
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Employees’ Goal Orientation, and Employees’ Ambidexterity. The graph in figure 4.33 

also showed interaction between variables. Thus, we conclude that our moderator does act 

as moderator and hypothesis 21 of the study is accepted.  

Table 4.24 

Moderation of Managerial Ambidexterity between Employees’ Goal Orientation and 

Employees’ Ambidexterity 

 

           R         R-sq       MSE          F              df1         df2                p 

  

       .5250      .2756      .4027   278.1081     3.0000    596.0000      .0000 

 

Model 

                           coeff          se             t               p       LLCI       ULCI 

 

constant     5.5731      .0262     212.544    .0000     5.5216     5.6246 

LAMB         .1268      .0411     3.0840      .0021      .0460      .2075 

GO               .3971      .0481     8.2614      .0000      .3027      .4915 

int_1           -.4225      .0210    -5.8454      .0000     -.1637     -.0814 

 

R-square increase due to interaction(s): 

 

                             R2-chng          F             df1           df2              p 

      int_1          .0250        34.1691     1.0000   596.0000      .0000 
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Figure 4.33 Moderation of Managerial Ambidexterity between Employees’ Goal 

Orientation and Employees’ Ambidexterity 

Table 4.25 

Summary of Research Questions, Hypotheses and Results 

Research questions  Hypotheses   statement 

 

       Path           Beta 

Coefficient

s   &   P 

Value 

 Results       

 

RQ1 

 

How Ability-

enhancing HR 

Practices can 

increase 

Employees’ 

Goal-

Orientation 

and 

Employees’ 

 

H1 

 

 

 

 

 

H2 

 

Ability-enhancing HR 

Practices are 

positively related to 

the Employees’ Goal 

Orientation. 

                    

Ability-enhancing HR 

practices (i.e., 

selective hiring, 

 

 

AHR→EGO 

 

 

 

 

AHR→EA 

 

0.64  

.001 

 

 

 

0.29 

.001 

 

Accepted  

 

 

 

 

Accepte

d 
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Ambidexterity

? 

 

training and 

development, and job 

enlargement) have 

positive association 

with Employees’ 

Ambidexterity. 

 

RQ2 What is the 

direct role of 

Motivation-

enhancing HR 

Practices (i.e., 

job 

enrichment, 

performance 

appraisal, and, 

incentive 

rewards and 

benefit 

packages) with 

Employees’ 

Extrinsic 

Motivation 

Orientation 

and 

Employees’ 

Ambidexterity

? 

 

 

H3 

 

 

 

 

 

 

 

 

 

 

 

H4 

 

 

 

 

 

 

 

There is a positive 

association of 

Motivation-enhancing 

HR Practices (i.e., job 

enrichment, 

performance 

appraisal, and, 

incentive rewards and 

benefit packages) with 

Employees’ Extrinsic 

Motivation 

Orientation. 

 

There is a positive  

relationship between 

Motivation-enhancing 

HR Practices (Job 

enrichment, 

performance 

appraisal, and 

incentive rewards and 

benefits packages) 

with the Employees’ 

Ambidexterity. 

 

MHR→EMO 

 

 

 

 

 

 

 

 

 

 

 

    MHR→EA 

0.54 

.001 

 

 

 

 

 

 

 

 

 

 

0.47 

.001 

Accepte

d  

 

 

 

 

 

 

 

 

 

 

 

Accepte

d 

RQ3 What are the 

roles 

Employees’ 

Goal 

Orientation 

and 

Employees’ 

Extrinsic 

Motivation 

Orientation in 

development 

of the 

Employees’ 

H5 

 

 

 

 

 

H6 

Employees’ Goal 

Orientation is 

positively related with 

Employees’ 

Ambidexterity. 

 

Employees’ Extrinsic 

Motivation 

Orientation is 

positively related with 

the Employees’ 

Ambidexterity. 

EGO→EA 

 

 

 

 

 

EMO→EA 

0.13 

.001 

 

 

 

0.39 

.001 

Accepte

d 

 

 

 

 

Accepte

d 
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Ambidexterity

? 

RQ4 What is the 

effect of the 

Ability-

enhancing HR 

Practices with 

organizational 

ambidexterity 

and 

competitive 

advantage? 

H7 

 

 

 

 

 

 

 

 

 

H8 

Ability-enhancing HR 

practices (i.e., 

selective hiring, 

training and 

development, and job 

enlargement) are 

positively related to 

Organizational 

Ambidexterity. 

 

Ability-enhancing HR 

Practices (i.e., 

selective hiring, 

training and 

development, and job 

enlargement) are 

positively related to 

Competitive 

Advantage. 

AHR→OA 

 

 

 

 

 

 

 

 

 

AHR→CA 

0.53 

.001 

 

 

 

 

 

 

 

 

0.52 

.001 

Accepte

d 

 

 

 

 

 

 

 

 

 

Accepte

d 

RQ5 What is the 

effect of the 

Motivation-

enhancing HR 

practices with 

Organizational 

Ambidexterity 

and 

Competitive 

Advantage? 

H9 

 

 

 

 

 

 

 

 

 

H10 

Motivation-enhancing 

HR practices (i.e., 

selective hiring, 

training and 

development, and job 

enlargement) are 

positively related to 

Organizational 

Ambidexterity. 

 

Motivation-enhancing 

HR Practices (i.e., 

selective hiring, 

training and 

development, and job 

enlargement) are 

positively related to 

Competitive 

Advantage. 

 

MHR→OA 

 

 

 

 

 

 

 

 

 

MHR→CA 

0.30 

.001 

 

 

 

 

 

 

0.37 

.001 

 

Accepte

d 

 

 

 

 

 

 

 

Accepte

d 

RQ6 What is the 

direct 

relationship of 

the 

Employees’ 

 H11 Employees’ 

Ambidexterity is 

positively related with 

the Organizational 

Ambidexterity. 

EA→OA 0.12 

.001 

 

Accepte

d 
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Ambidexterity 

with 

Organizational 

Ambidexterity

? 

 

RQ7 What is the 

direct 

relationship of 

the 

Organizational 

Ambidexterity 

with 

Competitive 

Advantage? 

 H12 

 

 

 

Organizational 

Ambidexterity is 

positively related 

with the Competitive 

Advantage. 

 

OA→ CA 0.79 

.001 

 

Accepte

d 

RQ8 Does 

Employees’ 

Goal 

Orientation 

mediate the 

relationship 

between 

Ability-

enhancing HR 

Practices and 

Employees’ 

Ambidexterity

? 

H13 

 

 

 

 

 

 

 

 

 

The relationship 

between Ability-

enhancing HR 

Practices and 

Employees’ 

Ambidexterity is 

mediated Employees’ 

Goal Orientation. 

 

   AHR →GO→EA 0.14 

.001 

 

Accepte

d 

RQ9 

 

 

 

 

 

 

 

 

 

Does 

Employees’ 

Ambidexterity 

mediate the 

relationship 

between 

Ability-

enhancing HR 

Practices and 

Organizational 

Ambidexterity

? 

H14 

 

 

 

 

 

 

 

 

 

 

 

 

 

The relationship 

between Ability-

enhancing HR 

Practices and 

Organizational 

Ambidexterity is 

mediated by 

Employees’ 

Ambidexterity. 

 

 

  AHR→ EA →OA 

 

 

 

0.27 

.001 

 

 

 

 

 

 

    

  

 

 

Accepte

d 

 

 

RQ10 What is the 

mediating role 

of the 

Organizational 

Ambidexterity 

H15 

 

The relationship 

between Ability-

enhancing HR 

Practices and 

Competitive 

AHR→ OA→CA 0.42 

 .001 

Accepte

d 
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between the 

relationship of 

Ability-

enhancing HR 

Practices and 

Competitive 

Advantage?                             

Advantage is 

mediated by 

Organizational 

Ambidexterity. 

RQ11 

 

Does 

Employees’ 

Extrinsic 

Motivation 

Orientation 

mediate the 

relationship 

between 

Ability-

enhancing HR 

Practices and 

Employees’ 

Ambidexterity

? 

H16 The relationship 

between Motivation-

enhancing HR 

Practices and 

Employees’ 

Ambidexterity is 

mediated by 

Employees’ Extrinsic 

Motivation 

Orientation. 

 

MHR→ EMO 

→EA 

 

0.05 

.001 

 

Accepte

d 

 

RQ12 

 

 

 

 

 

 

 

 

 

 

 

 

What is the 

mediating role 

of the 

Employees’ 

Ambidexterity 

between the 

relationship of 

Motivation-

enhancing HR 

Practices and 

Organizational 

Ambidexterity

? 

 H17 

 

 

 

 

 

 

 

 

 

 

 

The relationship 

between Motivation-

enhancing HR 

Practices and 

Organizational 

Ambidexterity is 

mediated by 

Employees’ 

Ambidexterity. 

 

MHR→ EA→OA 

 

 

 

 

 

 

 

 

 

 

 

 

0.07 

.001 

 

 

 

 

 

 

 

 

 

 

 

Accepte

d  

 

 

 

 

 

RQ13 What is the 

mediating role 

of the 

Organizational 

Ambidexterity 

between the 

relationship of 

Motivation-

enhancing HR 

Practices and 

Competitive 

Advantage? 

H18 

 

The relationship 

between -enhancing 

HR Practices and 

Competitive 

Advantage is 

mediated by 

Organizational 

Ambidexterity. 

MHR→ OA→CA 0.07 

.001 

Accepte

d 
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RQ14 How 

Employees’ 

Goal 

Orientation, 

Employees’ 

Ambidexterity, 

and 

Organizational 

Ambidexterity 

sequentially 

mediate the 

relationship 

between 

Ability-

enhancing HR 

Practices and 

Competitive 

Advantage? 

 H19 

 

 

 

 

 

 

 

 

 

 

 

 

 

Employees’ Goal 

Orientation, 

Employees’ 

Ambidexterity, and 

Organizational 

Ambidexterity 

sequentially mediate 

the relationship 

between Ability-

enhancing HR 

Practices and 

Competitive 

Advantage. 

 

AHR→EGO→EM 

→OA→ CA 

0.48 

.001 

Accepte

d 

 

RQ15 How 

Employees’ 

Extrinsic 

Motivation 

Orientation, 

Employees’ 

Ambidexterity, 

and 

Organizational 

Ambidexterity 

sequentially 

mediate the 

relationship 

between 

Motivation-

enhancing HR 

Practices and 

Competitive 

Advantage? 

 

 H20 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Employees’ Extrinsic 

Motivation 

Orientation, 

Employees’ 

Ambidexterity, and 

Organizational 

Ambidexterity 

sequentially mediate 
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4.8 Summary  

 

This chapter presented all the data analysis statistical techniques along with results. In the 

beginning, descriptive statistics was calculated through mean, skewness, kurtosis, and 

frequency distribution. To find the nature and direction of the relationship correlation test 

was used. The validity of the data was analyzed through exploratory factor analysis and 

confirmatory factor analysis, while reliability was measured through Cron Bach alpha. The 

direct and mediation path models of the present study was investigated through SEM. 

Similarly, moderation was calculated through different models on AMOS software. The 

tentative statements of hypothesis proposed after contextual analysis and thorough critical 

literature review also accepted or rejected in this chapter. The result along with research 

questions are also presented in above table 4.25, to present whole chapter in one snapshot. 
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CHAPTER 5 

DISCUSSION AND CONCLUSION 

 

5.1 Chapter Overview 

 

The entire study is summarised in this chapter. The detailed discussions based on all the 

research questions are explained substantiated by theoretical support. The results of the 

hypothesis and conclusions are also discussed. This chapter has a total of eight sections. 

Section 5.1 explains chapter overview. Section 5.2 presents the discussion based on the 

research questions. The strengths, limitations, and future recommendations are discussed 

in section 5.3. Sections 5.4–5.6 explain the theoretical, managerial, and practical and 

economic implications of the study. Section 5.7 highlights the conclusions of the study, 

and Section 5.8 presents the chapter summary. 

5.2 Discussion Based on Research Questions 

 

The following section presents the results of the hypotheses followed by the individual 

research questions supported by theoretical justifications. 

5.2.1 Research Question 1: 

 

How do ability-enhancing HR practices increase employees’ goal-orientation and 

employees’ ambidexterity? 

The first question of the study comprised two parts. The first focused on measuring the 

influence of the ability-enhancing HR practices on goal-oriented behaviour of the 

employees whereas the second focused on examining the role of ability-enhancing HR 

practices in enhancing employees’ ambidexterity. The following two assessments are 

drawn based on previous theories.  
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Ability-enhancing HR practices are positively related to the employees’ goal 

orientation. The results confirmed the proposition. Ability-enhancing HR practices focus 

on developing cognitive skills and enhancing the goal-oriented abilities of the employees 

(Mom, Chang, Cholakova, & Jansen, 2018). The thrill of achieving goals leads employees 

towards creativity and innovation. Software engineers must set goals to cater to existing 

customer demands and develop novel products for attracting new customers (Dumas, 

Schmidt, & Alexander, 2016). HR interventions include the selection of the right 

personnel, training and development programs, and job enlargement as an external stimulus 

to the employees’ goal-orientation (Mom, Chang, Cholakova, & Jansen, 2018). This study 

found that ability-enhancing HR bundles have a positive and significant relationship (β = 

0.64, p < 0.001) with the employees’ goal-orientation. This result was confirmed and 

supported by previous literature on goal-setting theory.  

The goal-setting theory dates to Aristotle, who considered the goal as an important 

force for action. Based on Aristotle’s premise, Locke (1996) empirically investigated the 

individual tasks they were determined to execute as the solution of the current problem. 

Locke, assisted by Gary Latham’s field studies in the next 30 years, developed the modern 

goal-setting theory based on the theme that goal setting leads to an increase in work 

performance. Furthermore, challenging goals drive optimal performance at the workplace 

(Locke & Latham, 1990).  

The goal-orientation theory is a social-cognitive theory that examines the 

engagement of employees in the learning process on the work floor. Personality 

characteristics influence individual goal-setting abilities and performance (Latham, 

Ganegoda, & Locke, 2011). Early goal theorists argued that there are two types of 

employees: the first with a learning goal-orientation and the second with a performance 

goal-orientation. Employees desiring to obtain additional knowledge and master new skills 

are learning goal-oriented employees while performance goal-oriented employees are 

those who are focused on increasing their abilities and making a good impression. 

Recently, the goal theorists have identified the avoidance approach as a third dimension of 

goal-orientation.  
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Learning goal-oriented employees perform challenging tasks and are focused on 

self-improvement either through improving or developing competence. Performance-

oriented employees’ goals are focused on representing competence or ability and 

outperforming their colleagues. Approach-oriented employees are positively motivated to 

show themselves in a favourable light. Avoidance-oriented employees are negatively 

motivated to complete tasks to avoid failing and looking incompetent.  

Some recent studies have found that ability-enhancing HR practices have a strong 

positive effect on the employees’ goal orientation (Ahammad, Glaister, & Junni, 2019; 

Swart, Turner, Rossenberg, & Kinnie, 2019; Kim, 2019). According to the interview-based 

qualitative research by Bouwmans et al. (2017), selective hiring, training, and job 

enlargement were found to be positive contributors in employees’ goal-orientation. Some 

other studies (Kaupila, 2018; Lee & Meyer-Doyle, 2017) provided evidence about the 

positive relationship between these variables as well. The contribution of ability-enhancing 

HR practices in enhancing the employees’ goal-oriented skills was found positive in the 

preceding studies (Swart, Güttel, & Hansen 2017; Haversman, Hartog, Keegan, & Uhl-

bien, 2016; Junni et al., 2013). 

In light of the existing and present findings, it may be concluded that software 

companies should develop goal-oriented behaviour in employees. This can be 

accomplished by hiring employees with willingness to learn and providing training and 

opportunities through job enlargement. The results show that these HR bundles can 

increase 64% employees’ goal-orientation.  

There is a positive relationship between ability-enhancing HR practices (i.e., 

selective hiring, training and development, and job enlargement) and employees’ 

ambidexterity. The study results validated the second hypothesis as well and found 

evidence that the HR bundles positively facilitated employees’ ambidexterity (Nicholson, 

Khan, Akhtar, & Tarba, 2020; Patel et al., 2013). The ability- and motivation-enhancing 

HR practices are crucial sources of employees’ ambidexterity (Veld & Caniëls, 2016). In 

any service industry, employees must fulfil the demands for new ideas and refining existing 

skills and competencies. In this regard, HR practices act as an external stimulus for 

http://journals.sagepub.com/doi/full/10.1177/1741143217751078
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employees’ ambidexterity. The launch of training, job enrichment, job enlargement, 

benefits, and rewards were found to increase goal-orientation and extrinsic motivation of 

software engineers in the ICT sector.  

The results indicate a direct and positive relationship between ability-enhancing 

HR practices and employees’ ambidexterity (β = 0.29, p < 0.001), consistent with existing 

findings. Previous studies (Yu, Gudargan, & Chin, 2018; Junni et al., 2015; Garaus et al., 

2016) showed strong positive linkages between ability-enhancing HR practices and 

employees’ ambidexterity. Another study argued that the high-level presence of these 

practices contributed to employees’ innovative and ambidextrous work behaviour 

(Panagopolous, Rapp, & Pimentel, 2020; Veld & Caniëls, 2016). In support of this 

argument, Lengnick-Hal (2003) also concluded that these practices improved an 

employee’s ambidexterity. Existing literature found job enlargement, in-depth training 

programs, job enrichment, etc., to be important sources of employees’ ambidexterity 

(Caniels & Veld, 2016; Floyd & Lane, 2000; Gibson & Birkinshaw, 2004). Therefore, it 

can be concluded that the current results are consistent with previous literature. The HR 

departments of software companies should increase employees’ ambidexterity through 

ability-enhancing HR practices. 

5.2.2 Research Question 2: 

 

What is the direct role of motivation-enhancing HR practices (i.e., job enrichment, 

performance appraisal, and incentive rewards and benefit packages) in employees’ 

extrinsic motivation orientation and employees’ ambidexterity? 

Two conjectures were drawn based on the second question of the study. Statistical 

techniques were used to test it, and the result mentioned below was substantiated by theory. 

The following hypotheses were made based on this question: 

Motivation-enhancing HR practices (i.e. job enrichment, performance appraisal, 

and incentive rewards and benefit packages) are positively related to employees’ extrinsic 

motivation-orientation. The results of the study accepted the above hypothesis of the 

relationship between motivation-enhancing HR practices and employees’ extrinsic 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

207 
 

motivation orientation. Vroom’s expectancy theory (1964) stated that employees exert 

extra effort when they expect positive financial outcomes from a job. The provision of 

monetary rewards motivates employees to put in maximum effort (Lawler, 1971; 

Milkovich & Newman, 1996; Dar et al., 2014). The motivation-enhancing HR practices 

comprised job enrichment, performance appraisal, and incentive rewards and benefit 

packages (Subramony, 2009).  

The unpredictability of the business environment demands that software companies 

become ambidextrous (Mom, Chang, Cholakova, & Jansen, 2018). The challenging nature 

of ambidexterity can be managed well through extrinsic motivation of the employees (Yu, 

Gudargan, & Chin, 2018). Organisations can effectively utilise their incentive and 

compensation system to extrinsically motivate employees for the joint emergence of 

exploration and exploitation (Meyer-Doyle & Lee, 2017). Therefore, software companies 

must introduce financial benefits for increasing the employees’ extrinsic motivation-

orientation. Motivation-enhancing HR practices are strongly and positively linked (β = 

0.54, p < 0.001) to employees’ extrinsic motivation-orientation. Therefore, it can be 

concluded that a 1% increase in motivation-enhancing HR practices can raise the extrinsic 

motivation of 54% of software engineers.  

Previous studies have also found positive connections between motivation-

enhancing HR practices and employees’ extrinsic motivation-orientation (Mustafa, Bilal, 

Mahmood, & Murtaza, 2017; Pintado, 2015; Panagopolous, Rapp, & Pimentel, 2020; Yu, 

Gudargan, & Chin, 2018; Ahammad, Lee, Malul, & Shoham, 2015). In the light of these 

findings, it can be concluded that software companies should initiate those HR packages 

that focus on increasing the employees’ extrinsic motivation, like job enrichment, 

performance appraisal, and incentive rewards and benefit packages.  

There is a positive relationship between motivation-enhancing HR practices (job 

enrichment, performance appraisal, and incentive rewards and benefits packages) and 

employees’ ambidexterity. The study results validated the above hypothesis and found 

positive correlation between motivation-enhancing HR bundles and employees’ 

ambidexterity. The HR practices provide context to facilitate employees’ ambidexterity 

(Patel et al., 2013) and are crucial sources of employees’ ambidexterity (Veld & Caniëls, 

https://www.sciencedirect.com/science/article/pii/S2340943618300719#bib0355
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Faisal+Ahammad%2C+Mohammad
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Mook+Lee%2C+Sang
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Malul%2C+Miki
https://onlinelibrary.wiley.com/action/doSearch?ContribAuthorStored=Shoham%2C+Amir
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2016). In any service industry, employees must fulfil the demands for new ideas and 

refining existing skills and competencies. In this regard, HR practices act as external 

stimuli to employees’ ambidexterity. This study was conducted in the ICT sector of the 

service industry, and the provision of benefits and rewards, performance appraisals, and 

job enrichment increased the extrinsic motivation of software engineers.  

The study found a statistically significant and positive relationship (β = 0.47, p < 

0.001) between motivation-enhancing HR practices and employees’ ambidexterity. This 

result is consistent with the findings of previous literature (Nicholson, Khan, Akhtar, & 

Tarba, 2020; Yu, Gudargan, & Chin, 2018; Junni et al., 2015; Garaus et al, 2016). Another 

study argued that the high-level presence of these practices contributed to employees’ 

innovative and ambidextrous work behaviour (Veld & Caniëls, 2016). In support of this 

argument, Lengnick-Hal (2003) also concluded that these practices improved an 

employee’s ambidexterity. Existing literature found job enrichment and rewards to be 

important sources of employees’ ambidexterity (Caniels & Veld, 2016; Floyd & Lane, 

2000; Gibson & Birkinshaw, 2004). The major challenge faced by the HR manager is thus 

to keep employees motivated and innovative. The provision of monetary or non-monetary 

rewards have been seen to motivate employees to make maximum efforts (Lawler, 1971; 

Milkovich and Newman, 1996; Dar et al., 2014). Therefore, based on the findings, it is 

recommended that the HR departments of software companies increase employees’ 

ambidexterity through implementation of the motivation-enhancing HR practices. 

5.2.3 Research Question 3: 

 

What are the roles of employees’ goal-orientation and employees’ extrinsic 

motivation-orientation in the development of the employees’ ambidexterity? 

The two corresponding hypotheses formulated for this question are stated below: 

The employees’ goal-orientation is positively related to employees’ ambidexterity. 

The result validated the above positive relationship between employees’ goal-orientation 

and employees’ ambidexterity. The theory of ambidexterity proposed by March (1991) 

stated that ambidexterity is the learning mechanism for new tasks or existing activities. 
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Goal-oriented employees emphasise the enrichment of existing tasks and learning new 

knowledge simultaneously (Dweck & Leggett, 1988). The fundamental principle of the 

goal-setting theory also stated that a goal is an important source for creative action (Locke, 

1996). The findings of this study also concluded that goal-oriented employees contributed 

to employees’ ambidexterity. The results of the path analysis SEM showed a significant 

and positive relationship (β = 0.13, p < 0.001) between these two constructs.  

Previous studies also supported this positive relationship. Goal-oriented employees 

seek to understand new things and their creative minds positively enhance the simultaneous 

pursuit of both explorative and exploitative activities (Weisberg, 1999). Similarly, other 

studies also concluded that goal-orientation is positively related to employees’ 

ambidexterity (Jansen & Yperen, 2004; Kim, Zhu, & Lee, 2013). Firms having learning 

goal-oriented employees can bring ambidexterity by both inbound and outbound 

knowledge flows (Chen & Liu, 2018). A positive relationship has been found between 

employees’ ambidexterity and goal-orientation in three different service-sector 

organisations (Hoesksema, 2017). Hence, software companies should stimulate the goal-

oriented skills of their employees to develop employees’ ambidexterity for long-term 

survival of the organisation.  

Employees’ extrinsic motivation-orientation is positively related to the employees’ 

ambidexterity. The abovementioned hypothesis is also supported by the results of current 

study. The famous sociologist Vroom (1960) proposed that employees’ motivation can be 

determined by their beliefs related to the job outcomes. The incentive and compensation 

system within the organisation supports the emergence of exploration and exploitation 

(Meyer-Doyle & Lee, 2017). Mom et al. (2018) found a positive relationship between 

intrinsic motivation and employees’ ambidexterity and recommended the study of extrinsic 

motivation in the future. Building on this, the present study found significant and positive 

(β = 0.39, p < 0.001) associations between employees’ extrinsic motivation and employees’ 

ambidexterity. 

Previous studies also accepted this relationship between empowerment and 

extrinsic motivation and employees’ ambidexterity (Caniëls, Neghina, & Schaetsaert, 

2017; Yu, Gudargan, & Chin, 2018; Ahammad, Lee, Malul, & Shoham, 2015). The result 
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of another study indicated that sales service ambidexterity is jointly determined by the 

interaction of abilities and motivation of the employees (Sok et al., 2016). Extrinsically 

motivated employees are found to be more ambitious, creative, persistent, and innovative, 

which drives them to perform efficiently (Parashar, 2016, p. 8). In line with this, the present 

study examined and found a positive link between extrinsically-motivated employees and 

employees’ ambidexterity. Therefore, software companies should endow the extrinsic 

motivation system to facilitate the employees’ ambidexterity. 

5.2.4 Research Question 4: 

 

What is the effect of the ability-enhancing HR practices with organisational 

ambidexterity and competitive advantage? 

The direct link of ability-enhancing HR practices with organisational ambidexterity and 

competitive advantage was also investigated. The two assumed hypotheses delineate a 

positive relationship among them.  

Ability-enhancing HR practices (i.e., selective hiring, training and development, 

and job enlargement) are positively related to organisational ambidexterity. Based on the 

understanding of the previous literature, the connection of the ability-enhancing HR 

practices with organisational ambidexterity was hypothetically examined and validated. 

According to the statistical results, the relationship of the ability-enhancing HR practices 

with organisational ambidexterity was direct and positive (β = 0.53, p < 0.001). This result 

is also supported by existing studies (Yu, Gudargan, & Chin, 2018; Junni et al., 2015; 

Garaus et al., 2016). 

Ability-enhancing HR practices (i.e. selective hiring, training and development, 

and job enlargement) are positively related to competitive advantage. The findings of the 

study supported H8, and the results showed a strong positive (β = 0.52, p < 0.001) 

relationship between ability-enhancing HR practices and competitive advantage. The 

proper execution of these HR practices can increase the competitive advantage for 52% of 

software companies. This result is consistent with the previous literature.  



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

211 
 

5.2.5 Research Question 5: 

 

What is the effect of the motivation-enhancing HR practices on organisational 

ambidexterity and competitive advantage? 

This section described the direct association of motivation-enhancing HR practices with 

their outcomes through the following two hypotheses.  

Motivation-enhancing HR practices (i.e., selective hiring, training and 

development, and job enlargement) are positively related to organisational ambidexterity. 

The result established a positive relationship between the two concepts and is substantiated 

by previous literature. The relationship of motivation-enhancing HR practices with 

organisational ambidexterity was found to be direct and positive (β = 0.30, p < 0.001). This 

result is also supported by existing studies (Yu, Gudargan, & Chin, 2018; Junni et al., 2015; 

Garaus et al., 2016). 

Motivation-enhancing HR practices (i.e., selective hiring, training and 

development, and job enlargement) are also positively related to the competitive 

advantage. The findings of the study supported H10, and the results also showed a strong 

positive relationship between motivation-enhancing HR practices and the competitive 

advantage (β = 0.37, p < 0.001). Software companies need to gain competitive advantage 

for their long-term existence. The proper execution of these HR practices can increase the 

competitive advantage for 37% of the companies. This result is consistent with the previous 

literature.  

5.2.6 Research Question 6: 

 

What is the direct relationship of the employees’ ambidexterity with organisational 

ambidexterity? 

Ambidexterity has emerged as one of the foremost questions that bring simultaneous 

innovation in new and existing activities (Chang & Hughes, 2012). This section describes 

the link between the two different levels of ambidexterity. The organisational level 
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involves decision-making for simultaneous execution of both explorative and exploitative 

activities to achieve organisational outcomes. At the employee level, an organisation 

develops a structure that permits employees to make their own decision regarding division 

of time between exploration and exploitation. The earlier literature on ambidexterity 

widely covered ambidexterity at the organisational level and ignored its importance at the 

employee level. Therefore, this study measured both levels of ambidexterity and their 

mutual connection through the following hypothesis. 

Employees’ ambidexterity is positively related to organisational ambidexterity. The 

above premise suggests a positive relation of the employees’ ambidexterity with 

organisational ambidexterity and is substantiated by earlier studies. Ambidextrous 

employees can identify new opportunities to coordinate and integrate both exploration and 

exploitation for organisational outcomes (Zimmermann, Raisch, & Birkinshaw, 2015). 

Similarly, organisational product innovation requires a combination of both exploration 

and exploitation at the employee level (Jimenéz, Costa, & Rabeh, 2018). Every 

organisation should pursue exploration and exploitation simultaneously at the employee 

level to achieve ambidexterity (Khan & Naeem, 2018). A positive connection was found 

between employee- and organisational-level ambidexterity (Mom, Chang, Cholakova, & 

Jansen, 2018; Veld & Caniëls, 2016).  

The results were consistent with prior studies and showed that a strong and positive 

relationship exists between employees’ ambidexterity and organisational ambidexterity (β 

= 0.12, p < 0.001). Previous studies argued that ambidextrous behaviour of lower-level 

management enhanced organisational ambidexterity (Kozlowski & Klein, 2000; 

Zimmerman et al., 2017; Mom, Chang, Cholakova, & Jansen, 2018). Similarly, the 

multilevel framework of another study highlights that individual ambidexterity is the 

building block for the emergence of organisational ambidexterity (Raisch, Birkinshaw, 

Probst, & Tushman, 2009). Hence, Pakistan’s software companies should prioritise 

employees ambidexterity for their survival. 
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5.2.7 Research Question 7: 

 

What is the direct relationship of organisational ambidexterity with competitive 

advantage? 

This section elaborates the last direct relationship used in the study between the two 

organisational-level concepts.  

Organisational ambidexterity is positively related to the competitive advantage. 

Previous literature on ambidexterity focused on survival in today’s challenging innovation-

driven economy (Anderson, Potocnik, & Zhou, 2014). Competitive advantage has been 

considered an important indicator for firms’ long-term survival (Klein, 2002). 

Organisational ambidexterity implies being competent and responsive to today’s business 

demands while also adapting to changes in the environment (Chinedu, Obiageli, & 

Onyinye, 2016). It plays a significant role in developing firm-level competitive advantage 

(Benner & Tushman, 2003; Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017).  

The current study found a strong and positive relationship between employees’ 

ambidexterity and organisational ambidexterity (β = 0.82, p < 0.001). This result is 

consistent with the previous studies (Mom, Chang, Cholakova, & Jansen, 2018; Preda, 

2014; Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017). Organisations can gain 

competitive advantage by simultaneously generating new ideas and resources and utilising 

the existing ones (Anning-Dorson, 2018). The ability to maintain a balance between these 

contradictory activities is positively connected to competitive advantage (Helfat et al., 

2007). The software companies must undeniably focus on organisational ambidexterity to 

gain competitive advantage. In addition, it is suggested that employees’ ambidexterity can 

be a strong force for firms’ survival in a volatile environment.  

5.2.8 Research Question 8: 

 

Does employees’ goal-orientation mediate the relationship between ability-enhancing 

HR practices and employees’ ambidexterity? 
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The first mediating relationship of the study has been covered in this section. The following 

conjecture was based on the most demanding issue in ambidexterity literature. 

The relationship between ability-enhancing HR practices and employees’ 

ambidexterity is mediated by employees’ goal-orientation. Previous research studies 

suggested studying the mediating role of cognitive factors in the relationship between 

ability-enhancing HR practices and employees’ ambidexterity (Smith & Tushman, 2005). 

Similarly, another study found significant mediation of self-efficacy in the relationship 

between ability-enhancing HR practices and employees’ ambidexterity and recommended 

the study of other mediating factors (Mom, Chang, Cholakova, & Jansen, 2018). 

Accordingly, Hoeksema (2017) argued that it would be interesting to research the factors 

that influence employees’ goal-orientation leading to employees’ ambidexterity. 

Therefore, the current study examined the indirect relationship between ability-enhancing 

HR practices and employees’ ambidexterity.  

The results found that employees’ goal-orientation partially mediates the 

relationship. This result is reinforced by the underlying theory of ambidexterity (March, 

1991). The mediation analysis through SEM showed a partial but significant indirect 

relationship (β = 0.12, p < 0.001). Therefore, it is inferred that software companies can 

increase ambidexterity of employees by focusing on their goal-orientation.  

5.2.9 Research Question 9: 

 

Does employees’ ambidexterity mediate the relationship between ability-enhancing 

HR practices and organisational ambidexterity? 

Whether the mediation of employees’ ambidexterity between ability-enhancing HR 

practices and organisational ambidexterity is significant was tested through hypothesis 14 

of the study: 

The relationship between ability-enhancing HR practices and organisational 

ambidexterity is mediated by employees’ ambidexterity. The above premise was based on 

previous theories. HR bundles established an organisational context to facilitate 
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employees’ explorative and exploitative innovation (Patel et al., 2013) and augment their 

abilities and motivation level (Garaus et al., 2016). Moreover, the high-level presence of 

these practices contributed to employees’ ambidexterity (Veld & Caniëls, 2016). A positive 

correlation was found between employee- and organisational-level ambidexterity 

(Jimenéz, Costa, & Rabeh, 2018; Khan & Naeem, 2018; Zimmermann, Raisch, & 

Birkinshaw, 2015; Mom, Chang, Cholakova, & Jansen, 2018; Veld & Caniëls, 2016). 

Therefore, this study investigated the mediation of employees’ ambidexterity between 

ability-enhancing HR practices and organisational ambidexterity. 

The study found that employees’ ambidexterity partially mediates the relationship, 

which is consistent with previous theories. The mediation analysis through SEM showed a 

partial but significant indirect relationship (β = 0.27, p < 0.001). Consequently, software 

companies should pay greater attention to employees’ ambidexterity for organisational 

ambidexterity. 

5.2.10 Research Question 10: 

 

What is the mediating role of the organisational ambidexterity in the relationship 

between ability-enhancing HR practices and competitive advantage?  

Based on the previous literature, the following hypothesis was generated.  

The relationship between ability-enhancing HR practices and competitive 

advantage is mediated by organisational ambidexterity. Organisational ambidexterity 

plays a significant role in developing firms’ competitive advantage by responding to 

current business demands as well as being adaptive to changes in the environment 

(Chinedu, Obiageli, & Onyinye, 2016; Benner & Tushman, 2003; Kuncore, TisnawatiSule, 

Prabowo, & Aziz, 2017). The positive relationship is confirmed and consistent with 

existing studies (Preda, 2014; Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017). 

Organisations can gain a competitive advantage by simultaneously generating new ideas 

and resources and utilising existing resources (Anning-Dorson, 2018). The HR bundles 

played an important role in developing a balance between these contradictory activities, 

which are positively connected to competitive advantage (Helfat et al., 2007).  
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The result is consistent with the preceding literature. The mediation analysis 

showed a partial but significant indirect relationship (β = 0.42, p < 0.001). Therefore, 

software companies must undeniably focus on organisational ambidexterity for 

competitive advantage. 

5.2.11 Research Question 11: 

 

Does employees’ extrinsic motivation-orientation mediate the relationship between 

motivation-enhancing HR practices and employees’ ambidexterity? 

The mediating effect of employees’ extrinsic motivation-orientation on the 

relationship between motivation-enhancing HR practices and employees’ ambidexterity 

has been covered in this section. The following conjecture was generated based on the most 

demanding issue in ambidexterity literature.  

The relationship between motivation-enhancing HR practices and employees’ 

ambidexterity is mediated by employees’ extrinsic motivation-orientation. The existing 

literature highlighted the importance of motivational factors and analysed their role as 

mediator between HR practices and employees’ ambidexterity (Smith & Tushman, 2005). 

Several studies highlighted the specific gap regarding extrinsic motivation in developing 

employees’ ambidexterity (Mom, Chang, Cholakova, & Jansen, 2018; Kaupila, 2018; Lee 

& Meyer-Doyle, 2017).  

Motivation is a positive energy that drives employees towards improving 

performance, engagement and work commitment leading to increased organisational 

effectiveness (Parashar & Shaw, 2016). According to Vallerand (2004), extrinsically 

motivated employees always expect financial reward and compensation and do not engage 

in any activity out of pleasure and enjoyment.  

The results indicate that employees’ extrinsic motivation partially mediates the 

abovementioned relationship. This is supported by the theories of ambidexterity (March, 

1991) and contingency (Fiedler, 1964). The mediation analysis through SEM showed a 

partial but significant indirect relationship (β = 0.07, p < 0.001). Therefore, software 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

217 
 

companies can increase ambidexterity of employees by provision of compensations, 

benefits, bonuses and rewards. 

5.2.12 Research Question 12: 

 

What is the mediating role of employees’ ambidexterity in the relationship between 

motivation-enhancing HR practices and organisational ambidexterity? 

This section explained the mediation of the employees’ ambidexterity between 

motivation-enhancing HR practices and organisational ambidexterity. Based on the 

recommendations of existing literature and theories, the following conjecture was 

generated.  

The relationship between motivation-enhancing HR practices and organisational 

ambidexterity is mediated by employees’ ambidexterity. The above premise was based on 

previous theories. HR bundles facilitated the emergence of employees’ ambidexterity 

(Patel et al., 2013). These practices developed an organisational context for increased 

employee motivation (Garaus et al., 2016). Moreover, the high-level presence of these 

practices contributed to employees’ ambidexterity (Veld & Caniëls, 2016). A positive 

correlation was found between employee- and organisational-level ambidexterity 

(Jimenéz, Costa, & Rabeh, 2018; Khan & Naeem, 2018; Zimmermann, Raisch, & 

Birkinshaw, 2015; Mom, Chang, Cholakova, & Jansen, 2018; Veld & Caniëls, 2016). 

Therefore, this study investigated the mediation of employees’ ambidexterity in the 

relationship between ability-enhancing HR practices and organisational ambidexterity. 

In any service industry, employees must fulfil the demands for exploration and 

exploitation. Motivation-enhancing HR practices have strong linkages with both 

employees’ and organisational ambidexterity (Yu, Gudargan, & Chin, 2018; Junni et al., 

2015; Garaus et al., 2016). In support of this argument, Lengnick-Hal (2003) also 

concluded these practices improved employees’ ambidexterity, which is further connected 

to organisational ambidexterity. This study found a partial but significant mediation 

relationship (β = 0.07, p < 0.001) between ability-enhancing HR practices and 
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organisational ambidexterity. Therefore, managers of software companies should build 

employees’ ambidexterity to achieve organisational ambidexterity.  

 

5.2.13 Research Question 13: 

 

What is the mediating role of organisational ambidexterity in the relationship 

between motivation-enhancing HR practices and competitive advantage? 

The relationship between motivation-enhancing HR practices and competitive advantage 

is mediated by organisational ambidexterity. Organisational ambidexterity is directly 

connected with the firm’s competitive advantage to meet the demands of current 

environment (Chinedu, Obiageli, & Onyinye, 2016; Benner & Tushman, 2003; Kuncore, 

TisnawatiSule, Prabowo, & Aziz, 2017). A positive connection was found between these 

variables (Preda, 2014; Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017). The HR bundles 

played an important role in developing a balance between these contradictory activities, 

which are positively connected to competitive advantage (Helfat et al., 2007).  

The result is consistent with the preceding literature. The mediation analysis 

through SEM showed a partial but significant indirect relationship (β = 0.48, p < 0.001). 

Therefore, it is concluded that practitioners can gain competitive advantage through 

organisational ambidexterity. 

5.2.14 Research Question 14: 

 

How do employees’ goal-orientation, employees’ ambidexterity, and organisational 

ambidexterity sequentially mediate the relationship between ability-enhancing HR 

practices and competitive advantage? 

This section elaborates the sequential mediation between ability-enhancing HR 

practices and competitive advantage. This relation was tested through hypothesis 19: 

Employees’ goal-orientation, employees’ ambidexterity, and organisational 

ambidexterity sequentially mediate the relationship between ability-enhancing HR 
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practices and competitive advantage. The study found a significant sequential mediation 

of this path. The mediation analysis through SEM showed a partial and significant indirect 

relationship (β = 0.48, p < 0.001) of all the mediators (M1, M2, and M3). Consequently, 

both the direct and indirect relationships between the independent and dependent variables 

of the study were empirically validated and found positive.  

5.2.15 Research Question 15: 

 

How do employees’ extrinsic motivation-orientation, employees’ ambidexterity, and 

organisational ambidexterity sequentially mediate the relationship between 

motivation-enhancing HR practices and competitive advantage? 

This section explains the second sequential mediation of the study. The following 

premise was made based on the above-mentioned question: 

Employees’ extrinsic motivation-orientation, employees’ ambidexterity, and 

organisational ambidexterity sequentially mediate the relationship between motivation-

enhancing HR practices and competitive advantage. The results also found a significant 

sequential mediation of the second path. The mediation analysis through SEM showed a 

partial and significant indirect relationship (β = 0.29, p < 0.001) for all the mediators (M1, 

M2, and M3). Consequently, both the direct and indirect relationships between the 

independent and dependent variables of the study were empirically validated and found 

positive.  

5.2.16 Research Question 16: 

 

How does an ambidextrous manager moderate the relationship between employees’ 

goal and extrinsic-motivation orientation and employees’ ambidexterity? 

This part discusses the moderating role of managerial ambidexterity. The 

employees’ abilities to explore and exploit can be strengthened by their immediate 

managers. The presence of an ambidextrous manager acts as a role model to further boost 

this mechanism. Previous studies suggested that ambidextrous managers should be 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

220 
 

examined as a moderator variable in the future (Garcia, Cortes, Lajara, & Saez, 2017; 

Haversman, Hartog, Keegan, & Uhl-bien, 2016). This study has examined the extent to 

which the manager is a moderating influence. The following hypothesis was generated for 

said purpose. 

The relationship of the employees’ goal-orientation and employees’ ambidexterity 

is moderated by an ambidextrous manager. The relationship of the employees’ extrinsic 

motivation-orientation and employees’ ambidexterity is moderated by an ambidextrous 

manager. The managerial trait contributing towards the implementation of both 

incremental and radical changes is called ‘managerial ambidexterity’ (Gibson & 

Birkinshaw, 2004). Leadership has been recognised as one of the most effective predictors 

of employee innovation (Alghamdi, 2018). Mom and colleagues argued that ambidextrous 

managers can perform multiple tasks of explorative and exploitative innovation to increase 

organisational ambidexterity (Mom et al., 2009; 2015; 2018). This concept is based on the 

theory of ambidextrous leadership by Rosing et al. (2011), who stated that leaders have 

three attributes—opening leader behaviour to foster exploration, closing behaviour to 

encourage exploitation, and temporal flexibility to switch between both behaviours 

according to the situation.  

The result of this study demonstrated that an ambidextrous manager had a positive 

moderating effect (β = 0.57, p < 0.001), and their presence strengthened the relationship 

between employees’ goal-orientation and employees’ ambidexterity by 57%. Similarly, the 

relationship between extrinsic motivation-orientation and employees’ ambidexterity was 

positively moderated by an ambidextrous manager (β = 0.08, p < 0.001). These two 

hypotheses were hence accepted and substantiated by existing theories. Previous scholars 

indicated that there is a strong influence of ambidextrous managers on employees’ 

ambidexterity (Venugopal, T.N, Kumar, 2018; Luo, Zheng, Ji, & Liang, 2018; Mom et al., 

2009; 2015). Ambidextrous managers can enable organisations to identify and implement 

strategies to meet future needs and get maximum benefit from existing competencies (Attar 

& Kalfaoglu, 2020). Therefore, software companies should not ignore the ambidextrous 

traits in managers because they motivate and increase employees’ ambidexterity.  
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5.2.17 Research Question 17: 

 

What is the moderating role of opportunity-enhancing HR practices in the 

relationship between employees’ ambidexterity and organisational ambidexterity? 

The last question of the study deliberated the moderating effect of opportunity-

enhancing HR practices. Participation in decision making and information sharing provide 

the context for increasing employees’ morale and ambidexterity, leading to organisation-

level ambidexterity, as discussed previously. The last hypothesis of the study was 

formulated to examine this relationship. 

The relationship between employees’ ambidexterity and organisational 

ambidexterity is moderated by opportunity-enhancing HR practices (i.e., participation in 

decision-making and information sharing). The result proved a significant moderating 

effect and suggested that opportunity-enhancing HR practices strengthen the connection 

between employees’ and organisational ambidexterity. The interactional term used for 

analysis showed a 50% positive influence (β = 0.50, p < 0.001) on this link. The current 

finding has been authenticated by previous studies. According to the contingency approach 

(Fiedler, 1964), the upward relationship between employees’ ambidexterity and 

organisational ambidexterity is contingent on the existence of opportunity-enhancing HR 

practices. It further explains how a specific set of HR practices affects employee behaviour 

in the organisations (Wright, Kacmar, McMahan, & DeLeeuw, 1995; Jiang, Lepak, Hu, & 

Baer, 2012).  

In addition, the relationship between employees’ and organisational ambidexterity 

depends on the opportunities provided to employees to positively contribute to the latter 

(Lepak, Liao, Chung, & Harden, 2006; Jiang, Lepak, Hu, & Baer, 2012; Fulmer & Ostroff, 

2015). Fiedler’s (1964) contingency theory is based on the premise ‘one size does not fit 

all’, or, in other words, there is no one management process that is followed inside the 

organisation. This organisational behaviour theory implies that the best method to perform 

tasks is contingent upon the internal and external situation in an organisation. Contingency 

https://en.wikipedia.org/wiki/Organizational_theory
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theory has its origin in leadership, and organisations must adopt a culture to understand 

different leadership theories to get the best match for each individual situation.  

All the policies, strategies, activities, and analyses of HRM practices are contingent 

on the environment and situation. Structural contingency theory concerns the whole 

workforce and operates with the idea that HR practices and leadership should adapt based 

on the individual situation. This study also applies contingency theory in stating that 

employees’ ambidexterity can move towards organisational ambidexterity and competitive 

advantage under specific conditions.  

These include opportunity-enhancing HR practices, which comprise participative 

decision-making and information sharing. Thus, it may be concluded that, if an 

organisation has achieved ambidexterity at the employee level and wants to achieve 

organisational ambidexterity, employees must be involved in the decision-making and 

problem-solving mechanisms. Furthermore, their ideas should be supported and 

appreciated in order to increase their commitment. If these conditions are applying within 

any organisation, the correlation between employees’ ambidexterity and organisation 

ambidexterity will be positively improved.  

As explained earlier, individual ambidexterity is the building block for organisational 

ambidexterity (Kozlowski & Klein, 2000; Zimmerman et al., 2017; Mom, Chang, 

Cholakova, & Jansen, 2018; Raisch, Birkinshaw, Probst, & Tushman, 2009). Therefore, 

the presence of these HR bundles further strengthens the bond between the two levels.  

5.3 Strengths, Limitations, and Future Recommendations 

 

In today’s changing world, innovation has stagnated in Pakistan due to scarce recourses 

and a deteriorating economy. Moreover, the innovation in almost all firms in Pakistan is 

directed towards exploitation rather than exploration because of its high risk-oriented 

nature. This study places emphasis on the role of HR practices in developing employees’ 

ambidexterity and may serve as a guideline for software companies regarding balanced 

implementation of employees’ exploitation and exploration-based innovation.  
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The results suggest that strategists in software companies should focus on building 

employees’ abilities and skills (goal-orientation and extrinsic motivation-orientation) 

through selective hiring, training, compensation, job enrichment, benefits and rewards, job 

enlargement, information sharing and involving in a decision-making process. 

Subsequently, employees having high goal-orientation and extrinsic motivation will 

become ambidextrous employees, which is the need of the hour.  

Notwithstanding the aforementioned theoretical and practical contributions, this 

study is subject to the following limitations. First, the data were collected only from the 

ICT industry. Results of employees’ ambidexterity may vary across industries. In order to 

increase the generalisability of the result, future researchers may examine ambidexterity at 

individual level in different industries. Moreover, the study (Wu & Chaturvedi, 2009) 

concluded that external factors increase the effectiveness of HR bundles in development of 

the employees’ attitudes or behaviours. Similarly, the current study also found mediation 

effects of goal-orientation and extrinsic motivation on the relationship between HR 

practices and employees’ ambidexterity. Future studies may examine the mediation of 

other cognitive and motivational factors and extend the ambidextrous role of the manager 

as a moderator.  

The quantitative method has been adopted to conduct the study. However, mixed 

method approach  is undoubtedly important to enhance the quality of research and recently 

this method has gained momentum especially in social and behavioural sciences (Timans, 

2019). Future researchers should use mixed method approach. This study is significant in 

terms of methodology. Multilevel analysis was used to evaluate the relationship of between 

employee- and organisation-level ambidexterity. Data were collected from the two levels 

separately in two different time lags and then tested on AMOS software. 

 

5.4 Theoretical Implications of the Study 

 

The most challenging driver of economic growth in developing countries is innovation. To 

address this lack for Pakistan, this study developed a framework to further increase 

innovation in its software industry, which is considered the most innovative, through 
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ambidexterity. It aimed to provide answers to questions regarding the role of HR practices 

and leadership in the emergence of innovation to fill the theoretical gaps highlighted by 

ambidexterity literature.  

Previous literature indicated the need to examine the role of ability- and motivation-

enhancing HR practices as the antecedents of ambidexterity in future research (Kim, 2019; 

Ahammad, Glaister, & Junni, 2019; Swart, Turner, Rossenberg, & Kinnie, 2019; Kaupila, 

2018; Lee, & Meyer-Doyle, 2017; Swart, Güttel, & Hansen 2017; Haversman, Hartog, 

Keegan, & Uhl-bien, 2016; Birkinshaw & Gupta, 2013; Junni et al., 2013; Prieto & Pilar 

Pérez Santana, 2012). Moreover, multilevel organisational studies stated that the 

organisational context of opportunity-enhancing HR practices can increase employees’ 

input to maximise organisational outcomes and highlighted the potential moderating role 

of opportunity-enhancing HR practices on employees’ and organisational ambidexterity 

(Kim, 2019; Mom, Chang, Cholakova, & Jansen, 2018; Jiang, Lepak, Hu, & Baer, 2012; 

Kozlowski & Chao, 2012). Consequently, the current study used the AMO HR practices 

to examine how ambidexterity can be increased within software companies. 

Ambidexterity is a new field of research, and its antecedents are still in their nascent 

stage (Venugopal, Krishnan, Kumar, & Upadhyayula, 2019). There is an increasing call to 

explore employees’ ambidexterity because only a few studies have explored employees’ 

ambidexterity (Swart, Turner, Rossenberg, & Kinnie, 2019; Zimmermann, Raisch, & 

Cardinal, 2018; Caniels & Veld, 2016; Haversman, Hartog, Keegan, & Uhl-bien, 2016; 

Birkinshaw & Gupta, 2013). Therefore, this study empirically validated both employees’ 

and organisational ambidexterity, accounting for some mediating and moderating 

variables. 

Existing studies also highlighted a need to examine the mediating role of 

employees’ goal-orientation leading towards employees’ ambidexterity (Kaupila, 2018; 

Hoeksema, 2017; Lee & Meyer-Doyle, 2017) as well as the mediating roles of cognitive 

and motivational factors on HR practices and employees’ ambidexterity (Mom, Chang, 

Cholakova, & Jansen, 2018; Smith & Tushman, 2005). This study filled these gaps by 

finding partial mediation by these variables.  

It is important also to examine the moderating role of ambidextrous managers in 

strengthening employees’ ambidexterity and performance (Mom, Fourne, & Jansen, 2015; 
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Garcia, Cortes, Lajara, & Saez, 2017; Jansen et al., 2008). Kassotaki (2019) stressed that 

future researchers should empirically test the level of leader’s orientation towards 

organisational ambidexterity. This study investigated and found that the presence of an 

ambidextrous manager increased employees’ goal-orientation and motivation towards 

ambidexterity. 

Lastly, ambidexterity acts as an important indicator for competitive advantage, 

according to March (1991). Jurksiene and Pundziene (2016) claimed that a huge challenge 

for future researchers was the empirical investigation of this relationship (He and Wong, 

2004; Jansen et al., 2006; Swart & Kinnie, 2013; Preda, 2014; Kuncore, TisnawatiSule, 

Prabowo, & Aziz, 2017). This study thus measured and found a positive association 

between organisational ambidexterity and competitive advantage.  

In a nutshell, the major contribution of this study is that it has developed a new 

theory of the mediating role of extrinsic motivation-orientation on the relationship between 

motivation-enhancing HR practices and employees’ ambidexterity. This study added to 

March’s (1991) theory of ambidexterity by empirically validating the relationship between 

organisational ambidexterity and competitive advantage. Moreover, this study attempted 

to study the interaction and mediation of variables in achieving competitive advantage, 

thereby extending the theory and opening avenues for future researchers. 

This study empirically proved and extended the work of Mom et al. (2015) and 

Rosing (2011) regarding the role of an ambidextrous manager in enhancing employees’ 

ambidexterity. The mediating role of employee goal-orientation in the relationship between 

ability-enhancing HR practices and employees’ ambidexterity was also tested and proved 

positive and significant. The moderating role of opportunity-enhancing HR practices in the 

relationship between managerial ambidexterity and organisational ambidexterity, as 

validated by Mom et al. (2018), was extended to the moderating effect on the relationship 

between employees’ ambidexterity and organisational ambidexterity. This study attempted 

to examine the direct role of ability- and motivation-enhancing HR practices with 

employees’ ambidexterity. A strong positive and significant relationship was found in the 

result. Overall, this study addressed a multilevel integrated model of HR practices, 

ambidexterity, and competitive advantage with a process-oriented approach. 
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5.5 Managerial and Practical Implications of Study 

 

Today’s intensely competitive economy has pressured software companies to innovate 

through existing and new ICT resources. While exploration and exploitation are logically 

different processes that involve different structures (Uhl-Bien & Arena, 2017), 

ambidextrous organisations succeed by maintaining a balance between these processes. 

This study, a first of its kind, provides evidence that software companies struggle with 

ambidexterity at both the employee and organisational levels. Without ambidexterity, 

organisations cannot achieve competitive advantage.  

 The present study can enable innovators in software companies to better utilise 

existing and new ICT resources in today’s intense competition. The results showed that the 

execution of HR practices increased employees’ goal-orientation, extrinsic motivation, and 

ambidexterity. The relationship of employees’ ambidexterity with organisational 

ambidexterity was empirically validated and proved positive. Moreover, the results proved 

that this relationship can be further strengthened by opportunity-enhancing HR practices 

and that organisational ambidexterity contributed positively to increase competitive 

advantage. Advisors of software companies should encourage ambidexterity for defeating 

competitors and bringing about innovation in Pakistan. In the light of the findings of the 

current study, the following managerial implications are listed. 

 

Table 5.1 

Managerial and Practical Implications 

 Managerial and Practical Implications 

1 The practitioners in software companies should focus on building employees’ 

goal-oriented behaviours through ability-enhancing HR practices. 

Management should design HR interventions that include a selection of the 

right personnel, training and development programs, and job enlargement. 

Consequently, goals of both learning-oriented and performance-oriented 

employees will be achieved through management support.  
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2 The findings of the study further suggested that the management should 

implement ability-enhancing HR practices to boost employees’ 

ambidexterity. These practices act as a stimulus for employees’ ideation and 

skill refinement.  

3 The study recommended that policy makers in software companies tackle the 

challenge of ambidexterity through employees’ extrinsic motivation. The 

effective utilisation of motivation-enhancing HR bundles (job enrichment, 

performance appraisal and incentive rewards and benefit packages) increases 

employees’ extrinsic motivation.  

4 The management of software companies may increase employees’ 

ambidexterity through motivation-enhancing HR practices. According to the 

results, provision of an incentive and compensation system, job enrichment, 

and performance appraisal motivates employees towards the concurrent 

execution of exploration and exploitation. 

5 The study established a positive relationship between employees’ goal-

orientation and employees’ ambidexterity. To achieve a competitive edge, 

software companies should stimulate employees’ ambidexterity via goal-

oriented employees. 

6 Similarly, the study also concluded that employees’ extrinsic motivation is 

positively associated with employees’ ambidexterity. Decision-makers in 

software companies should endow the extrinsic motivation system to 

facilitate employees’ exploration and exploitation. 

7 The statistical results delineated a positive link of ability-enhancing HR 

practices with organisational ambidexterity and competitive advantage. 

Therefore, software companies should properly execute HR bundles (i.e. 

selective hiring, training and development, and job enlargement) to achieve 

organisational ambidexterity and competitive advantage. 
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8 The software companies need organisational ambidexterity and competitive 

advantage for their long-term survival. The proper execution of motivation-

enhancing HR practices act as a strong force to increase organisational 

ambidexterity and competitive advantage in such a volatile environment.  

9 This study suggested that software companies develop a structure that 

permits employees to make their own decisions regarding the division of time 

between exploration and exploitation. Employees’ ambidexterity has been 

considered a building block of organisational ambidexterity; the results found 

a positive connection between them. 

10 The mediating analysis of the study suggested that policy makers should pay 

more attention to employees’ goal-orientation and extrinsic motivation. The 

HR bundles and presence of extrinsically motivated and goal-oriented 

employees increases employees’ ambidexterity. 

11 Software companies should mandatorily focus on employees ‘ambidexterity 

for their survival. The study found a significant mediation effect of 

employees’ ambidexterity on the relationship between ability-enhancing HR 

practices and organisational ambidexterity.  

12 Further mediation analysis showed that organisations can gain competitive 

advantage by generating new ideas and utilising existing resources 

simultaneously. The management should emphasise organisational 

ambidexterity because it plays a significant role in developing its competitive 

advantage along with HR practices. 

13 The study elaborated upon sequential mediation between ability-enhancing 

HR practices and competitive advantage (via path 1) and motivation-

enhancing HR practices and competitive advantage (via path 2). The 

presence of all the mediators (employees’ goal-orientation, employees’ 

extrinsic motivation, employees’ ambidexterity, and organisational 

ambidexterity) between the two independent variables and the dependent 



ANTECEDENTS OF EMPLOYEE AND ORGANIZATIONAL AMBIDEXTER…. 

229 
 

variable were significant. Consequently, higher authorities can achieve 

competitive advantage by following both sequential paths.  

14 The results of this study demonstrated that an ambidextrous manager 

positively moderates and strengthen the relationship of employees’ goal-

orientation, extrinsic motivation-orientation and employees’ ambidexterity. 

Software companies should focus on ambidextrous traits of the managers 

because they are considered role models for increasing employees’ 

ambidexterity.  

15 The last question of the study deliberated upon the moderating effect of 

opportunity-enhancing HR practices. The result revealed that participation in 

decision making and information sharing provides the context for increasing 

employees’ ambidexterity, which further increases organisational 

ambidexterity. Therefore, the management should involve employees in the 

decision-making and information-sharing processes. 

5.6 Economic Implications of the Study 

 

Pakistan has become the preferred destination for international software companies to 

launch their operations due to the availability of skilled professionals, sound ICT 

infrastructure, and a fast-expanding industry (ITCN ASIA, 2019). The technology-driven 

ICT industry, regarded as successful even during financial crises, has assumed a central 

role in developing the dynamics of a knowledge society and knowledge economy (Arain, 

Tunio, & Shah, 2014).  

This sector serves as a key lever for economic growth and has a multiplier effect in 

the economy (Hassan, 2000). Today’s complex global economy relies heavily on 

simultaneous execution of both exploration and exploitation innovation leading to 

economic growth and competitive advantage (Chen, 2017). In a nutshell, the growth in ICT 

has shifted the world into a virtual universe by eliminating international boundaries and 

giving birth to a new global operating model (Ministry of Planning, Development and 

Reforms, 2017).  
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In response, Pakistan’s Vision 2025 stressed developing a knowledge economy by 

promoting efficient and sustainable software companies. It also emphasised building 

competitiveness in the current era of globalization through ambidexterity. Pakistan’s ICT 

sector has recently seen the introduction of 3G and 4G technology and is poised to move 

to the next level with talented human capital and continuous and balanced innovation to 

develop a sustainable competitive advantage (Ministry of Planning, Development and 

Reforms, 2017). Developing countries capitalise on software companies to improve 

efficient and effective productivity, performance, and overall competitiveness of the 

industries (Dabla, 2004; Grace, Kenny, & Qiang, 2004; Hameed, 2007). Emerging global 

economies like India, South Korea, and China depend heavily on ambidexterity (Luo & 

Rui, 2009) in the software sector for their GDP (Arian, Tunio, & Shah, 2014). 

Pakistan has become the world's 5th-largest country population-wise, giving it a 

nominal GDP per capita of $1,357 in 2019, which ranks 154th in the world. The country's 

economy is shrinking and various sectors are in economic crises especially due to the 

covid-19 outbreak. However, the ICT sector has always the potential to be a disruptor and 

game changer for Pakistan’s economy. The ICT services surged to $1.11 billion at a growth 

rate of 20.75 percent in the first 11 months of the fiscal year 2019-2020 (July–May), 

compared to $917.875 million during the same period of 2018-2019 (Ministry of 

Information and Technology, 2020). 

Despite of having major challenges including unavailability of internet and legal 

framework for eCommerce, inadequate educational capacity in ICT, lack of intellectual 

property protection, lack of innovation and Technology Parks & Incubators etc. Pakistan’ 

ICT sector is growing and ranked as the 4th most popular country for freelancing as per 

Global Gig Economy Index 2019. According to Kearney’s Global Services Location Index 

2019, Pakistan is the 5th most financially attractive country in the world for outsourcing 

services. The 60% of its 200 million population is in the 15 to 29 age group, represents an 

enormous human and knowledge capital.  

The 4th Industrial Revolution is currently taking place, featuring digital 

technologies like the internet of things (IoT), cloud computing, and big-data etc. This 

change drastically improves the business processes towards the incorporation of the latest 

technologies (e.g. blockchain), machines, and infrastructure. In such a context, balancing 
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innovation and exploitation—ambidexterity—can be critical for an organisation's 

capability (Mahmood & Mubarik, 2020).The findings of the present study exhibit a 

profound influence of ability and motivation enhancing HR practices on employee and 

organisational ambidexterity. Likewise, our findings also reveal a significant mediating 

role between the relationship of employee goal orientation, extrinsic motivation, and 

employee ambidexterity. The moderating role of ambidextrous manager and opportunity 

enhancing HR practices also played a critical role in maintaining a balance between an 

organizations’ ability to explore and exploit. The findings of the study also imply that 

organisations should be ambidextrous to gain a competitive advantage.  

Based on the current economic situation of the Pakistani context, the findings of 

the present study offer important policy implications. First, companies must have to 

introspect—evaluating their present position as compared to 4th Industrial revolution 

requirements. Organisational and employee Ambidexterity has become a vital factor to 

gain competitive advantage. Policymakers of the ICT sector should re-examine their 

strategy for HR practices and employees’ ambidexterity. They should properly devise a 

strategy for ability and motivation enhancing HR practices to increase employees’ goal 

orientation and extrinsic motivation orientation. It will be helpful to maintain and improve 

employee and organisational ambidexterity. Similarly, opportunity-enhancing HR 

practices should also be properly executed to strengthen the relationship between employee 

and organizational ambidexterity.  

Policymakers should realise the dire need for creative products and services. The 

software companies can manage this paradox by giving opportunities to employees to 

divide their time between the demands of exploration and exploitation to compete globally. 

The managers should be ambidextrous as well to motivate and increase employees’ 

ambidexterity. Most of the world’s leading companies have become successful due to 

balanced innovation; as such, software companies in Pakistan should reorient their business 

models towards ambidexterity. 
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5.7 Conclusion 

 

Despite the better position of the knowledge-intensive service sector (in particular, the ICT 

sector), innovation has almost stagnated in Pakistan. Pakistan’s performance has improved 

in innovation in the GII 2019 due to the influence of the ICT sector to attain a rank of 92 

out of 126 economies. However, the core cause of a persistently low place in global 

competition is the innovation imbalance between exploitation and exploration. Intense 

competitive interchanges required firms to continuously innovate through the exploitation 

of existing as well as the exploration of new and innovative ICT resources (Anderson, 

Potocnik, & Zhou, 2014).  

In a highly dynamic industry with tough competition from rivals, innovation has 

become imperative for software companies’ long-term survival (Wang, 2014; Klein, 2002). 

Intense and rapid fluctuations demand continuous innovation for competitive advantage 

(Dess & Picken, 2000). Previous studies indicate ambidexterity to be an important 

predictor of competitive advantage (Kuncore, TisnawatiSule, Prabowo, & Aziz, 2017; He 

& Wong, 2004; Jansen et al. 2006), wherein the latter depends on the organisation’s ability 

to develop ambidexterity through simultaneous pursuit of opposing types of innovation 

(Helfat et al. 2007). However, efficient management is required to deal with the 

contradictory demands of both types of innovation (Venugopal, Krishan, Kumar, & 

Upadhyayula, 2019; March, 1991). Therefore, this study concentrated on examining the 

balanced execution of both types of innovation leading to competitive advantage in 

software companies in Pakistan.  

The ability to achieve ambidexterity has been a key theme in the literature since its 

introduction by March (1991). Despite thorough analysis, no model existed for its effective 

implementation. Consequently, many theoretical studies reflected upon how firms could 

accomplish an ambidextrous balance (Lavie et al., 2010; Raisch & Birkinshaw, 2008; 

Simsek, 2009). There has been limited knowledge about HRM practices as antecedents of 

ambidexterity (Swart, Turner, Rossenberg, & Kinnie, 2019) in terms of the specific 

framework. Only a few studies have used the present AMO framework in which individual 

performance is influenced by ability-enhancing, motivation-enhancing, and opportunity-

enhancing HR practices (Jiang et al., 2012). According to Mom et al. (2018), AMO HR 
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practices influence the ability and motivation of employees for ambidexterity while 

opportunity-enhancing HR practices boost this relationship. Furthermore, the linkages 

between employees’ ambidexterity and organisational ambidexterity have been questioned 

(Mom, Chang, Cholakova, & Jansen, 2018). To answer the abovementioned questions, the 

current study examined HR practices as antecedents of organisational ambidexterity.  

This study presented the multilevel model comprising the effect of HR practices, 

ambidextrous managers, employees’ extrinsic motivation, and goal-orientation on 

employees’ and organisational ambidexterity and competitive advantage. It is suggested 

that both cognitive abilities and employees’ motivation can lead to employees’ 

ambidexterity. The result of this study revealed that presence of ambidextrous manager can 

further boost this phenomenon.  

This study also found a positive direct effect of ability- and motivation-enhancing 

HR practices on the respective roles of employees’ goal-orientation and extrinsic 

motivation and their indirect (mediating) role in employees’ ambidexterity. Finally, the 

organisational ability to execute this dichotomy was found to be an interactive function of 

employees’ ambidexterity and organisational opportunity-enhancing HR practices, like 

involvement in the decision-making process and information sharing.  

To summarise, the overall findings of the present study concluded that 

ambidexterity is a vital source of competitive advantage. Software companies should focus 

on both employees’ and organisational ambidexterity for their long-term survival. 

Furthermore, the HR department can play an important role here through the proper 

execution of ability-enhancing, motivation-enhancing, and opportunity-enhancing 

practices. Employees can further improve their abilities through training, job enlargement, 

etc. Extrinsic motivation was found as a robust force to bring about ambidexterity at the 

employee level. Moreover, the results of this study suggested that managers should be 

ambidextrous to convince and motivate employees. Software companies should emphasise 

employees’ ambidexterity because it subsequently leads to organisational ambidexterity 

and competitive advantage. 

This study attempted to answer the research questions mentioned at the start of this 

thesis. The employee and organisational ambidexterity are the key sources to gain 
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competitive advantage in the software companies. The mediating role of the employees’ 

goal-orientation and extrinsic motivation was also found significant. Therefore, software 

management should focus on those HR practices that can directly increase extrinsic 

motivation and goal-orientation of the employees. Moreover, the moderation of the 

ambidextrous manager and opportunity-enhancing HR practices was also found 

significant. 

5.8 Summary 

 

This study attempted to answer the research questions mentioned in the start of this thesis. 

The employee and organisational ambidexterity are the key sources to gain competitive 

advantage in the software companies. The mediating role of the employees’ goal 

orientation and extrinsic motivation was also found significant. Therefore, software 

management should focus on those HR practices that can directly increase extrinsic 

motivation and goal orientation of the employees. Moreover, the moderation of the 

ambidextrous manager and opportunity-enhancing HR practices was also found 

significant. 
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Table 4.2   

Descriptive Statistics of items 

 

Variables                      Mini           Max        Mean               S.D        Skewness     

Kurtosis 

 

 AHR1 2.00 7.00 5.2117 1.09034 -.963 1.267 

AHR2 2.00 7.00 5.3367 1.08871 -1.033 1.569 

AHR3 2.00 7.00 5.5167 1.14100 -1.141 1.520 

AHR4 2.00 7.00 5.3600 1.00768 -1.210 1.903 

AHR5 2.00 7.00 5.3250 1.06674 -1.173 1.636 

AHR6 2.00 7.00 5.3733 1.15882 -.962 .904 

AHR7 2.00 7.00 5.3583 1.13228 -.875 .935 

AHR8 2.00 7.00 5.3000 1.08718 -.938 1.246 

AHR9 2.00 7.00 5.3250 1.05098 -.766 .674 

AHR10 2.00 7.00 5.2750 1.14815 -1.050 1.077 

AHR11 2.00 7.00 5.4250 1.20974 -.746 .037 

AHR12 2.00 7.00 5.4583 1.05678 -.827 .762 

AHR13 2.00 7.00 5.4417 1.09480 -.559 .395 

AHR14 2.00 7.00 5.3417 1.08485 -1.025 .955 

AHR15 2.00 7.00 5.3250 1.07454 -.756 .878 

AHR16 2.00 7.00 5.4250 1.13130 -1.444 2.284 

AHR17 2.00 7.00 5.4750 1.01707 -1.484 2.905 

AHR18 2.00 7.00 5.3750 1.07376 -1.155 1.350 

AHR19 2.00 7.00 5.4583 1.02470 -1.242 1.968 

AHR20 2.00 7.00 5.5917 1.04567 -1.189 2.256 

AHR21 2.00 7.00 5.6250 1.14887 -1.054 1.191 

AHR22 2.00 7.00 5.5150 .96678 -1.238 2.818 

AHR23 2.00 7.00 5.5000 1.10395 -.784 .854 

AHR24 2.00 7.00 5.5167 1.08859 -1.017 1.510 

AHR25 2.00 7.00 5.6083 .96080 -.348 1.057 

AHR26 2.00 7.00 5.5150 .93875 -.218 .287 

OHR1 3.00 7.00 5.3833 .82918 -.439 .129 

OHR2 3.00 7.00 5.6333 1.00028 -.320 -.345 

OHR3 3.00 7.00 5.6250 .95002 -.538 .057 

OHR4 3.00 7.00 5.4917 .84723 -.235 .151 
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OHR5 3.00 7.00 5.4583 .84624 -.266 .406 

OHR6 3.00 7.00 5.5083 .92269 -.244 .016 

OHR7 3.00 7.00 5.4833 .92257 -.207 -.012 

OHR8 3.00 7.00 5.5667 .99861 -.211 -.377 

MHR1 4.00 7.00 5.6417 .87438 -.364 -.222 

MHR2 4.00 7.00 5.7667 .83470 -.145 -.136 

MHR3 4.00 7.00 5.7333 .87378 -.358 -.500 

MHR4 3.00 7.00 5.6583 .86188 -.158 -.032 

MHR5 3.00 7.00 5.6083 .85018 -.382 -.069 

MHR6 3.00 7.00 5.5583 .92990 -.215 -.197 

MHR7 4.00 7.00 5.5917 .86188 -.285 -.555 

MHR8 3.00 7.00 5.5683 .98163 -.431 -.468 

MHR9 3.00 7.00 5.6233 .92170 -.404 -.389 

MHR10 4.00 7.00 5.6250 .86735 -.196 -.607 

MHR11 4.00 7.00 5.6983 .88051 -.403 -.484 

MHR12 3.00 7.00 5.5500 .85560 -.437 -.156 

MHR13 3.00 7.00 5.6000 .88956 -.254 .128 

MHR14 3.00 7.00 5.5417 .92178 -.108 -.185 

MHR15 4.00 7.00 5.5417 .80582 -.328 -.414 

MHR16 3.00 7.00 5.6000 .86095 -.227 -.019 

MHR17 3.00 7.00 5.6417 .83532 -.227 .208 

MHR18 4.00 7.00 5.6583 .87151 -.265 -.574 

MHR19 3.00 7.00 5.6000 .90813 -.467 -.322 

MHR20 3.00 7.00 5.5833 .94580 -.390 -.237 

MHR21 3.00 7.00 5.6500 .98951 -.343 -.290 

MHR22 3.00 7.00 5.6917 1.00745 -.385 -.219 

MHR23 3.00 7.00 5.6250 .94120 -.175 -.381 

MHR24 3.00 7.00 5.6583 .95382 -.345 -.409 

EAMBI1 5.00 7.00 5.5367 .65271 .322 -.410 

EAMB2 5.00 7.00 5.5400 .67267 .361 -.422 

EAMB3 5.00 7.00 5.4900 .68118 1.054 -.154 

EAMB4 5.00 7.00 5.4817 .68345 1.089 -.100 

EAMB5 5.00 7.00 5.4833 .66618 1.047 -.109 

EAMB6 5.00 7.00 5.4533 .66726 1.169 .113 

EAMB7 5.00 7.00 5.4350 .67320 1.259 .271 

EAMB8 5.00 7.00 5.4700 .65305 1.068 -.026 

EAMB9 5.00 7.00 5.5183 .67113 .430 -.317 

EAMB10 5.00 7.00 5.5633 .71426 .265 -.270 

EAMB11 5.00 7.00 5.4683 .66060 1.093 -.007 

EAMB12 5.00 7.00 5.4717 .65568 1.068 -.035 
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EAMB13 5.00 7.00 5.5050 .65627 .242 -.249 

EAMB14 5.00 7.00 5.4883 .68360 1.065 -.145 

GO1 5.00 7.00 5.9633 .69723 .050 -.238 

GO2 5.00 7.00 5.9750 .73162 .039 -1.128 

GO3 3.00 7.00 5.9350 .85166 -1.177 2.604 

GO4 5.00 7.00 5.9800 .71212 .029 -1.023 

GO5 5.00 7.00 5.9900 .73312 .016 -1.136 

GO6 5.00 7.00 5.9667 .71162 .048 -1.020 

GO7 5.00 7.00 5.8983 .68467 .132 -.168 

GO8 5.00 7.00 5.9050 .68563 .124 -.273 

GO9 5.00 7.00 5.9850 .70399 .021 -.177 

GO10 5.00 7.00 5.9883 .70168 .016 -.264 

GO11 5.00 7.00 5.9867 .73078 .021 -1.124 

GO12 5.00 7.00 5.8900 .69669 .152 -.937 

GO13 5.00 7.00 5.9233 .71762 .114 -1.051 

GO14 5.00 7.00 5.9517 .74179 .077 -1.177 

GO15 5.00 7.00 5.8850 .71130 .170 -1.015 

GO16 5.00 7.00 5.8733 .71983 .194 -1.057 

GO17 5.00 7.00 5.9867 .75328 .022 -1.235 

GO18 5.00 7.00 5.7783 .74170 .380 -1.106 

GO19 5.00 7.00 5.9617 .71721 .057 -1.051 

MO1 5.00 7.00 5.8600 .73573 .226 -1.129 

MO2 5.00 7.00 5.8817 .73840 .191 -1.148 

MO3 5.00 7.00 5.7867 .72482 .349 -1.045 

MO4 5.00 7.00 5.8617 .73491 .223 -1.126 

MO5 5.00 7.00 5.8883 .72807 .174 -1.100 

MO6 5.00 7.00 5.8883 .73264 .177 -1.122 

MO7 5.00 7.00 5.9350 .73599 .103 -1.147 

MO8 5.00 7.00 5.8967 .73500 .164 -1.135 

MO9 5.00 7.00 5.8783 .72185 .187 -1.067 

SOA1 4.00 7.00 5.8583 .72282 -.179 -.271 

SOA2 4.00 7.00 6.0667 .71629 -.509 .262 

SOA3 4.00 7.00 5.9000 .67634 -.526 .729 

SOA4 4.00 7.00 5.9500 .64409 -.330 .470 

SOA5 4.00 7.00 5.9333 .65544 -.466 .351 

SOA6 4.00 7.00 6.0333 .64517 -.592 1.277 

CA1 3.00 7.00 5.9217 .74147 -.589 .600 

CA2 4.00 7.00 5.9750 .76943 -.068 -1.034 

CA3 3.00 7.00 5.9467 .73806 -.640 1.427 

CA4 4.00 7.00 6.0333 .74149 -.176 -.820 
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CA5 4.00 7.00 5.9667 .74149 -.317 -.240 

CA6 3.00 7.00 5.9717 .73378 -.439 .252 

CA7 4.00 7.00 6.0483 .77696 -.534 -.059 

CA8 2.00 7.00 5.9450 .78931 -.515 .525 

SAMBI1 5.00 7.00 5.6167 .72152 .724 -.768 

SAMBI2 4.00 7.00 5.7250 .73048 .091 -.129 

SAMBI3 4.00 7.00 5.7750 .78021 .204 -.145 

SAMBI4 4.00 7.00 5.7750 .82189 .075 -.298 

SAMBI5 4.00 7.00 5.6600 .77808 .268 -.300 

SAMBI6 4.00 7.00 5.7417 .81201 .130 -.455 

SAMBI7 4.00 7.00 5.7667 .75044 .173 -.388 

SAMBI8 5.00 7.00 5.5500 .69400 .373 -.183 

SAMBI9 5.00 7.00 5.5500 .69400 .373 -.283 

SAMBI10 5.00 7.00 5.6517 .73795 .255 -.201 

SAMBI11 5.00 7.00 5.7517 .74672 .239 -1.098 

SAMBI12 5.00 7.00 5.5433 .69445 .395 -.154 

SAMBI13 5.00 7.00 5.6917 .77304 .294 -1.092 

SAMBI14 5.00 7.00 5.6083 .77842 .208 -.387 

Valid N 

(listwise) 
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Justification of sample size 

S. 

N 

Research Studies Authors Sample 

Size 

1 How HR Practices influence Managers and 

Organizational Ambidexterity in Pakistani Firms: 

The Mediatory role of Self-Efficacy and Motivation 

in a Multilevel Integrated Framework 

Nadeem and 

Siddiqui (2020) 

210 

2 Industry Cluster Resources Impacting Dual 

Innovations in Pakistan’s IT Sector: Mediating 

Effect of Knowledge & Learning Processes 

Mahmood 

(2019) 

328 

3 Intellectual capital, Competitive Advantage and The 

Ambidexterity Liaison 

Mubarik, 

Naghavi and 

Mahmood 

(2019) 

487 

4 Impact of Temporal Leadership on Organizational 

Ambidexterity: Mediating Role of Team Flexibility 

and Moderating Role of Collaborative Culture  

Aslam (2019) 265 

5 Can Cognitive Crafting Enhance Business 

Performance? The Mediating Roel of Employee 

Ambidexterity in the Context of Small and Medium 

Enterprises 

Ali, Farooq and 

Naqvi (2020) 

590 

6 Self-efficacy and Innovative Work Behavior: The 

Role of Individual Ambidexterity and Formalization 

at Workplace in Pakistan 

Shahzadi and 

Khurram (2020) 

308 

7 Impact of Senior Team Shared Vision on Managerial 

Ambidexterity: Moderating Role of 

Transformational Leadership, in Banking Sector 

Lahore, Pakistan. 

Ghani and Shah  

(2017) 

225 
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PhD Research Questionnaire 

 

Thanks for agreeing to fill this questionnaire. 

I am a PhD scholar from SZABIST, Islamabad. I am conducting a research to study multi-

level integrated framework AMO HR practices, ambidextrous leaders with employees’ 

ambidexterity and organizational ambidexterity, and competitive advantage. Please 

provide your honest and most accurate responses to the questions. I assure you the strictest 

anonymity. Please read the instructions carefully and answer all the questions.  

I once again thank you for your assistance and cooperation. 

Gulbahar  

PhD Scholar, SZABIST 

 

 

Section 1: 

Please fill in the blanks or encircle the appropriate choice where required. 

1. Software House Public/Private Name: ----------------------------------   

2. Gender:       a) Male             b) Female 

3. Age:---------------------------- 

4. Marital status: a) Single        b)Married         c) Divorced          d) Widowed 

5. Designation/Grade: -------------------------------------- 

6. Qualification:---------------------------------------------- 

7. How long you have been working in this organization:-------------------------- 

8. What is your total work experience: ------------------------------------------------ 
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Section 2: 

Please select appropriate choice from the following response scale. Please circle or place 

an “X” over the appropriate response. 

Strongly 

Disagree 

Disagree Slightly 

Disagree 

Neutral Slightly 

Agree 

Agree Strongly 

Agree 

1 2 3 4 5 6 7 

 

To what extent you agree or disagree with following statements  

 

1 Intensive selection procedure is used to hire new workers 

including tests for personality traits in this organization.        

1 2 3 4 5 6 7 

2 All recruitments in this organization are done in a transparent 

and fair manner.  

1 2 3 4 5 6 7 

3 Jobs are always advertised in my organization.   1 2 3 4 5 6 7 

4 Vacant posts in my organization are filled in a timely and 

efficient manner.       

1 2 3 4 5 6 7 

5 Employees in my organization are always hired on the basis 

of merit (ability and skills required for the job).   

1 2 3 4 5 6 7 

6 Employees in my organization are mostly hired on the basis 

of corruption, bribery, political connections, ethnic 

background of the applicant and back – door arrangements. 

1 2 3 4 5 6 7 

7 Employees in my organization are always administered one 

or more employment tests, (skill tests, aptitude tests, mental 

/ cognitive ability tests) prior to hiring.    

1 2 3 4 5 6 7 

8 Extensive training programs are provided to employees.  1 2 3 4 5 6 7 

9 Employees will normally go through training programs 

every few years. 

1 2 3 4 5 6 7 

10 There are formal training programs to teach new hires the 

skills they need to perform their job. 

1 2 3 4 5 6 7 
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11 Formal training programs are offered to employees in order 

to increase their promotions in this organization. 

1 2 3 4 5 6 7 

12 The employees are clear about their tasks in all the 

organizational levels  

1 2 3 4 5 6 7 

13 Employees understand the processes and procedures   1 2 3 4 5 6 7 

14 Employees are motivated to perform their tasks 1 2 3 4 5 6 7 

15 The management has a role to analyze and restructure a task 1 2 3 4 5 6 7 

16 The organization has a well-defined task structure 1 2 3 4 5 6 7 

17 The organization combines various aspects of a job 

(planning, controlling and executing)  

1 2 3 4 5 6 7 

18 The management is entrusted to plan and control job 1 2 3 4 5 6 7 

19 Employees are responsible for task execution 1 2 3 4 5 6 7 

20 Employees are offered opportunities for career advancement 1 2 3 4 5 6 7 

21 Employee enjoy work-life balance 1 2 3 4 5 6 7 

22 Employees possess a set of skills  1 2 3 4 5 6 7 

23 Employees get job allocation is based on the skills and 

knowledge 

1 2 3 4 5 6 7 

24 Employees enjoy job autonomy in the organization  1 2 3 4 5 6 7 

25 The organization does performance appraisal to improve the 

quality of input of employees 

1 2 3 4 5 6 7 

26 Employees are highly motivated in their work 1 2 3 4 5 6 7 

 

 

 

To what extent you agree or disagree with following statements  
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1 Performance is evaluated by accurate means.  1 2 3 4 5 6 7 

2 Performance is evaluated by objective means.  1 2 3 4 5 6 7 

3 Feedback about performance is provided frequently. 1 2 3 4 5 6 7 

4 In determining compensation the individual’s contribution is 

emphasized more than his or her position. 

1 2 3 4 5 6 7 

5 Relative to that of other companies, I am satisfied with the level of 

benefit package.  

1 2 3 4 5 6 7 

6 I am satisfied with our company’s benefit package over the last few 

years.  

1 2 3 4 5 6 7 

7 I Generally, I am satisfied with our company’s benefit package 1 2 3 4 5 6 7 

8 Individuals in this job receive bonuses based on the profit of the 

organization.  

1 2 3 4 5 6 7 

9 Close tie or matching of pay to individual/group performance  1 2 3 4 5 6 7 

10 I have the skills and abilities to do more jobs 1 2 3 4 5 6 7 

11 Motivation is important to do the vertically loaded jobs 1 2 3 4 5 6 7 

12 The amount of the work I am expected to do on my job is 

reasonable for me and to the company 

1 2 3 4 5 6 7 

13 My department has good priorities and direction for employees 1 2 3 4 5 6 7 

14 I have adequate information and knowledge which enables me to 

do my jobs well 

1 2 3 4 5 6 7 

15 Opportunity is given in the company to use my variety of skills 1 2 3 4 5 6 7 

16 Opportunity is given in the company to complete my entire task 

which I can do by own 

1 2 3 4 5 6 7 

17 I am confident of my ability to do my job and enriched job 1 2 3 4 5 6 7 

18 I am self-assured about my capabilities to perform my work and 

enriched work 

1 2 3 4 5 6 7 

19 I have mastered in the skills which necessary for my job and also 

to do other jobs 

1 2 3 4 5 6 7 
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20 I have considerable opportunity for independence and freedom in 

how to do my own job 

1 2 3 4 5 6 7 

21 I have significant autonomy in determining how to do my own job 1 2 3 4 5 6 7 

22 If job enrichment is made, I can be more effective 1 2 3 4 5 6 7 

23 I have more technical/ behavioral skills to contribute more to the 

company 

1 2 3 4 5 6 7 

24 Job enrichment increases level of skill flexibility 1 2 3 4 5 6 7 

 

To what extent you agree or disagree with following statements  

1 The typical employee in this company is willing (reluctant) to 

share his/her information with others in his/her workgroup. 

1 2 3 4 5 6 7 

2 The typical employee in this company is willing (reluctant) to 

share his/her information with people in the company who are 

outside his/her workgroup.  

 1 2 3 4 5 6 7 

3 The typical employee in this company is willing (reluctant) to put 

forward his/her ideas and experiences at meetings with other 

employees of the company at his/her level.  

 1 2 3 4 5 6 7 

4 People in this company are reluctant (tend not to be reluctant) to 

challenge or express disagreement with their superiors. 

1 2 3 4 5 6 7 

5 Employees in our firm are often asked to participate in decisions.  1 2 3 4 5 6 7 

6 Employees are allowed to make decisions. 1 2 3 4 5 6 7 

7 Employees are provided the opportunity to suggest improvements 

in the way things are done. 

1 2 3 4 5 6 7 

8 We keep open communication with employees. 1 2 3 4 5 6 7 

 

To what extent you agree or disagree with following statements 
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1 The management systems in this organization work 

coherently to support the overall objectives of this 

organization 

1 2 3 4 5 6 7 

2 The management systems in this organization cause us to 

waste resources on unproductive activities" (reversed) 

1 2 3 4 5 6 7 

4 The management systems in this organization encourage 

people to challenge out moded traditions/practices 

1 2 3 4 5 6 7 

5 The management systems in this organization are flexible 

enough to allow us to respond quickly to changes in our 

markets 

1 2 3 4 5 6 7 

6 The management systems in this organization evolve rapidly 

in response to shifts in our business priorities 

1 2 3 4 5 6 7 

 

To what extent you agree or disagree with following statements  

1 Our new products and service development offer 

superior benefits to customers 

1  2 3 4 5 6 7 

2 We make great efforts in building a strong brand name 1 2 3 4 5 6 7 

3 We successfully differentiate ourselves from others 

through effective advertising and promotional campaigns 

1 2 3 4 5 6 7 

4 We successfully differentiate ourselves from others 

through effective design (ex. Brand & store identity) 

1 2 3 4 5 6 7 

5 We constantly offer overall differential advantage 1 2 3 4 5 6 7 

6 Internal operation system has decreased the cost of our 

products 

1 2 3 4 5 6 7 

7 Manufacturing costs are lower than that of our 

competitors 

1 2 3 4 5 6 7 

8 We constantly offer low opening costs than our 

competitors. 

1 2 3 4 5 6 7 
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To what extent did you, last year, engage in work related activities that can be 

characterized as follows: 

1 Searching for new possibilities with respect to 

products/services, processes, or markets 

1 2 3 4 5 6 7 

2 Evaluating diverse options with respect to 

products/services, processes, or markets 

 1 2 3 4 5 6 7 

3 Focusing on strong renewal of products/services or 

processes 

1 2 3 4 5 6 7 

4 Activities of which the associated yields or costs are 

currently unclear 

1 2 3 4 5 6 7 

5 Activities requiring quite some adaptability of you 1 2 3 4 5 6 7 

6 Activities requiring you to learn new skills or knowledge 1 2 3 4 5 6 7 

7 Activities that are not (yet) clearly existing company 

policy 

1 2 3 4 5 6 7 

8 Activities of which a lot of experience has been 

accumulated by yourself 

1 2 3 4 5 6 7 

9 Activities which you carry out as if it were routine 1 2 3 4 5 6 7 

10 Activities which serve existing (internal) customers with 

existing services/products 

1 2 3 4 5 6 7 

11 Activities of which it is clear to you how to conduct them 1 2 3 4 5 6 7 

12 Activities primarily focused on achieving short-term goals 1 2 3 4 5 6 7 

13 Activities which you can properly conduct by using your 

present knowledge 

1 2 3 4 5 6 7 

14 Activities which clearly fit into existing company policy  1 2 3 4 5 6 7 
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Section 2: 

Please select appropriate choice from the following response scale. Please circle or place 

an “X” over the appropriate response. 

Strongly 

Disagree 

Disagree Slightly 

Disagree 

Neutral Slightly 

Agree 

Agree Strongly 

Agree 

1 2 3 4 5 6 7 

 

 

 

PhD Research Questionnaire 

Thanks for agreeing to fill this questionnaire. 

I am a PhD scholar from SZABIST, Islamabad. I am conducting a research to study multi-level integrated 

framework AMO HR practices, ambidextrous leaders with employees’ ambidexterity and organizational 

ambidexterity, and competitive advantage. Please provide your honest and most accurate responses to the 

questions. I assure you the strictest anonymity. Please read the instructions carefully and answer all the 

questions.                                                                                   

I once again thank you for your assistance and cooperation. 

Gulbahar  

PhD Scholar, SZABIST 

Section 1: 

Please fill in the blanks or encircle the appropriate choice where required. 

1. Software House Public/Private Name: ----------------------------------   

2. Gender:       a) Male             b) Female 

3. Age:---------------------------- 

4. Marital status: a) Single        b)Married         c) Divorced          d) Widowed 

5. Designation/Grade: -------------------------------------- 

6. Qualification:---------------------------------------------- 

7. How long you have been working in this organization:-------------------------- 

8. What is your total work experience: ------------------------------------------------ 
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To what extent you agree or disagree with following statements  

1 Our unit accepts demands that go beyond existing products and 

services. 

1 2 3 4 5 6 7 

2 We invent new products and services.  1 2 3 4 5 6 7 

3 We experiment with new products and services in our local 

market. 

1 2 3 4 5 6 7 

4 We commercialize products and services that are completely new 

to our unit. 

1 2 3 4 5 6 7 

5 We frequently utilize new opportunities in new markets. 1 2 3 4 5 6 7 

6 Our unit regularly uses new distribution channels. 1 2 3 4 5 6 7 

7 We regularly search for and approach new clients in new markets 1 2 3 4 5 6 7 

8 We frequently refine the provision of existing products and 

services. 

1 2 3 4 5 6 7 

9 We regularly implement small adaptations to existing products 

and services 

1 2 3 4 5 6 7 

10 We introduce improved, but existing products and services for 

our local market 

1 2 3 4 5 6 7 

11 We improve our provision’s efficiency of products and services 1 2 3 4 5 6 7 

12 We increase economies of scales in existing markets 1 2 3 4 5 6 7 

13 Our unit expands services for existing clients 1 2 3 4 5 6 7 

14 Lowering costs of internal processes is an important objective 1 2 3 4 5 6 7 

 

I feel successful on my job when . . . 

1 I acquire new knowledge or learn a new skill by trying hard. 1 2 3 4 5 6 7 

2 I acquire new knowledge or master a new skill which was difficult 

for me in the past. 

 1 2 3 4 5 6 7 
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3 I learn something that motivates me to continue. 1 2 3 4 5 6 7 

4 I feel I am improving.  1 2 3 4 5 6 7 

5 I learn something that makes me want to practice more 1 2 3 4 5 6 7 

6 I learn something new that is fun to do.  1 2 3 4 5 6 7 

7 I get the maximum out of myself. 1 2 3 4 5 6 7 

8 I improve on particular aspects.  1 2 3 4 5 6 7 

9 I master new knowledge or a new skill 1 2 3 4 5 6 7 

10 I perform to my potential.  1 2 3 4 5 6 7 

11 I do my very best. 1 2 3 4 5 6 7 

I feel successful on my job when . . . 

1 Others cannot do as well as me. . 1 2 3 4 5 6 7 

2 I perform better than my colleagues.  1 2 3 4 5 6 7 

3 Others mess up and I do not 1 2 3 4 5 6 7 

4 I can clearly demonstrate that I am the best qualified person 1 2 3 4 5 6 7 

5 I accomplish something where others failed 1 2 3 4 5 6 7 

6 I am clearly the most productive employee 1 2 3 4 5 6 7 

7 I am the only one who knows about particular things or who has a 

particular skill 

1 2 3 4 5 6 7 

8 I am the best 1 2 3 4 5 6 7 

 

To what extent you agree or disagree with following statements  

1 It is suitable physical conditions in the environment of work 1 2 3 4 5 6 7 

2 Company equipment and supplies are sufficient    1 2 3 4 5 6 7 

3 There is not an opportunity to promote in my work 1 2 3 4 5 6 7 
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4 My managers help me to solve disagreement with my colleague 

and customers. 

1 2 3 4 5 6 7 

5 I get extra pay for high performance 1 2 3 4 5 6 7 

6 I am not awarded due to high performance 1 2 3 4 5 6 7 

7 My colleagues are always with me in solving personal and 

familial problems 

1 2 3 4 5 6 7 

8 I believe that I'll be retiring from this company 1 2 3 4 5 6 7 

9 I think that it is enough fees that I get from my work 1 2 3 4 5 6 7 

 

. 

 

 

 

  


