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Today, the impact of human resource management on the growth and survival of
organizations is obvious for everyone. However, the functions of human resource
management in organizations are different and complex; therefore, organizations need new
capabilities to deal with human resource dynamics and change. Ambidexterity is a concept
that has been considered by thinkers in recent years as an effective ability to deal with
differences, complexities and organizational and environmental dynamics. Accordingly, the
purpose of this study has been to identify and prioritize the factors of an ambidextrous
organization based on human resource management functions performed in the Export
Development Bank of Iran. The present study was conducted using a heuristic mixed-
methods approach in two qualitative and quantitative steps. In the qualitative step of the
research, interviews were conducted with 13 experts. Then, based on theme analysis, codes,
categories, sub-themes and main themes were identified. The results of the analysis of this
step led to the identification of 312 primary codes, which were categorized as 86 indicators,
28 sub-themes, and 7 main themes. In general, the results of the qualitative step were shown
in the form of ambidexterity requirements for the organization. Human resource processes
were also presented in the form of recruitment, training, performance appraisal, promotion,
salaries and benefits, and participation in two domains of ambidexterity (exploration and
exploitation). Then, to prioritize the enumerated indicators, the method of hierarchical
analysis was used and at the end of the research, some suggestions were presented with the
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1. Introduction

In today's dynamic and complex age,
organizations need to take advantage of all their
capacities and potentials to be able to face
environmental challenges, compete, and be
effective in the market. In this context,
ambidexterity has been one of the capabilities
discussed and considered in the management
literature of the organization in recent years. In
the organizational sense, ambidexterity means the
ability and capacity of the organization to be able
to have dual capabilities, use them at the same
time, adapt to all the aspects, and to adjust the
conditions properly (Birkinshaw & Gupta, 2013).

An ambidextrous organization in the field of
human resources emerges when the leaders of the
organization develop the necessary support for
human resources. In other words, ambidexterity
in the field of human resources refers to the
ability by which the organization creates,
expands or modifies targets.

This capability can only be achieved through
the use of efficient human resources that carry out
production and service affairs. More specifically,
in the field of banking, human resources are the
most important. In a dynamic competitive
environment in the field of banking, attracting
customers and adopting strategies that can help
customer loyalty are the keys to maintaining and
surviving any organization.

Human resource systems, as an important part
of organizational structure, provide a framework
through which organizational goals can be
achieved. Ambidexterity is one of the cases in
human resource management that shows the
ability of the human resources manager to
discover and exploit human resources
simultaneously. Under these circumstances, the
ambidextrous organization will not be able to
operate without human resource management
system. In organizations where ambidexterity is
approved and emphasized, the employees of that
organization are the most important source for
discovering and exploiting  opportunities
(Alkerdawy, 2016). These organizations have
found that to compete in business environments,
organizations need to renew their human

resources by utilizing the existing resources and
discovering new human resources (Kitapci &
Celik, 2014). Accordingly, the purpose of this
study is to identify and prioritize the factors of an
ambidextrous organization based on human
resource management functions in the Export
Development Bank of Iran.

2. Research Methods

This research is a kind of mixed exploratory
research in which qualitative methods have been
used to identify the factors of an ambidextrous
organization model based on human resource
management  functions in  the  Export
Development Bank of Iran. Quantitative methods
have been used to prioritize the factors.

Also, the present study is applied in terms of
purpose and a case study in terms of
methodology. Library studies and in-depth and
semi-structured interviews with experts have
been used to collect data in the qualitative part of
the research. Data were collected in the
guantitative part of the research using a
questionnaire. The study population in the
qualitative section included human resources
experts as well as managers and experts of the
organization. Moreover, the participants in the
research process in the qualitative section were
13 experts in the organization purposefully
selected.

The basis for selecting these individuals was
their mastery of the subject matter, having at least
a master's degree and at least 5 years of working
experience. The statistical population of the
research included experts and managers of the
organization in different departments. To analyze
the data in the qualitative part of the research, the
theme analysis method was used and in the
quantitative part of the research, the hierarchical
analysis method was used.

3.Results

In this qualitative step of the research, interviews
were conducted with 13 experts. Following that,
theme analysis method was used to identify
codes, categories, sub-themes and main themes.
The whole theme analysis process was performed
for other interviews as well, which included
categorizing the various codes into selective
codes and sorting all the coded data. Using the
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theme analysis, 312 primary codes were
identified on the interviews, which were
categorized as 86 indicators, 28 sub-themes, and
7 main theme categories. In general, the results
can be presented in the form of ambidexterity
requirements for the organization. Furthermore,
human resource processes can be provided as
recruitment, training, performance appraisal,
promotion,  salaries and  benefits, and
participation in the two areas of ambidexterity
(exploration and exploitation).

The findings of the quantitative part of the
research were based on the fact that prioritizing
the factors of an ambidextrous organization based
on human resource management functions in the
Export Development Bank of Iran was done
using a hierarchical analysis method, the results
of which are presented below. Accordingly, to
rank the propositions of the requirements of the
ambiguous  organization, creating mental
preparation for the employees was in the first
rank as one of the motivational propositions of
the ambiguous organization, and other
propositions were in the next ranks.

4. Conclusion

Among the capabilities that make organizations
benefit from all their capacities and potentials,
there is a dichotomy that enables organizations to
perform different activities simultaneously.
Ambidexterity allows the organization to operate
in today's dynamic, competitive and changing
environment, be efficient, and have the flexibility
needed to adapt to new challenges and
opportunities in the environment. One of the
functions of ambidexterity is in the field of
human resource management, which can create a
balance between different sectors. In the present
study, the field of human resource management
in the Export Development Bank is considered as
the most efficient circle for achieving an
ambidextrous organization. The purpose of this
study was to identify and prioritize the factors of
an ambidextrous organization based on human
resource management functions in the Export
Development Bank of Iran.

The present study was based on a mixed
exploratory approach using two qualitative and
guantitative steps. In the qualitative step of the
research, which aimed at identifying the concepts

and introducing the factors of an ambidextrous
organization in the Export Development Bank of
Iran, interviews were conducted with 13 experts
and codes, categories, sub-themes and main
themes were identified based on the theme
analysis method. In this step, 312 initial codes
were created, which were categorized in the form
of 86 indicators, 28 sub-themes, and 7 main
theme categories. The research findings show
that the ambidexterity requirements of human
resource management in this bank include
recruitment and  employment, training,
performance appraisal, promotion, salaries and
benefits, and participation in two areas of
ambidexterity (exploration and exploitation).
Then, analytical hierarchical method was used to
prioritize these factors.

The results of the present study are in line with
the research results of previous researchers in
terms of the dimensions of the human resource
management model. The results of this research
are unigue in terms of the identified and
prioritized dimensions and components and can
be used as a basis for future research.
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