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Abstract

The purpose of this study was to design an organizational ambidexterity model in
the branches of Tejarat Bank in Isfahan, identifying important indicators. The research
method was a sequential combination of exploratory case study and survey. Grounded
theory and Lisrel software were used to confirm the identified organizational
ambidexterity model and test the hypotheses. Based on the initial findings of the
grounded theory technique, 74 indicators remained after the initial screening and
removal of duplicate and redundant codes. These indicators were introduced as the input
data of fuzzy Delphi technique and finally 18 indicators were considered to continue the
process and present the main and sub-themes. The organizational ambidexterity model
and its identified importance for generalization to the whole complex were confirmed
by the structural equation approach (exploratory factor analysis). Human resource
indicators of the two-dimensional organizational model, which mainly refers to the
organizational and individual cultures, show the influential role of the internal
characteristics of individuals and organizations in the implementation of a new concept.
Among strategic indicators the emphasis was on the existence of a flexible structure to
implement dual power. In terms of social capital, a significant point was the high
priority of the index of reviewing social processes and components in the total
indicators of the ambidextrous organization. This means that in the early stages of
implementing dual power, it is necessary to review the processes and equipment to
discover exploitation and exploration opportunities, plan to pursue these opportunities
simultaneously, and develop an ambidextrous model in different parts of the bank.

KeyWords: ambidexterity, organization ambidexterity, Tejarat Bank

1.Ph.D. candidate, Department of Industrial Management, Kashan Branch, Islamic Azad University, Kashan,
Iran

2. Associate Professor, Department of Accounting and Management, Kashan Branch, Islamic Azad
University, Kashan, Iran.

*. Corresponding Author: h.panahian@iaukashan.ac.ir

3. Assistant Professor, Department of Accounting and Management, Kashan Branch, Islamic Azad University,
Kashan, Iran

4. Associate Professor, Department of Industrial Management, Kashan Branch, Islamic Azad University,
Kashan, Iran

(16Y)



YOV-VAY. o2 F o) 5l —FY (alo ¥ o )led < V50,90 839 0582 Cu o
R —

10.30495/QJOPM.2021.1907501.2920
(o931 Ali))

adlatu! b ol bl &yl STU o lolw g5lw (laigwed Caa (Jao &1,
T5B H 9'6 )9 28315 (Bl b,

s . M .
Ol M‘zd)» O ¢ bl om.o‘; &35y 5rume
(VAN 2 les e VYRR -SIYY iy o)

XS
Ol @)l Sl dsgere ) Slojlo Slggws Jae (b (iagh (nl Sua
390 &9 5 (SLiST Jlgie diseel i oyl (g, ol Caedll clajadls ololis ¢ oledol
2318 35S0y Jl lmand i ygeil g 00 lulid lojlo Slgigmd Juo bl caz sl Giule
VE slasi oo yen onlS SuSs Tadyl slaasl wlol s edliwl LiSTel Jlisley o cye0
ol lgisas b jasls cpl il 8L 315 5 (o)S5 salS Gis g sl JUje 5l L padls
g =5 lags Bl g ald ahl car pasla WA Tl g W (hyme (5B (i ST (539
I 4 e Ca 0ad ol o coenl 5 Glojl Slgigugy Juo s ad S s > Lol
b slaasls i aul (Blas] gg 5l ele o) (o)lsbo &¥olee 5,504, dlawgds zoioe
oids Tedmalis @yl oyl (3,8 5 SlejleKiays 4 b &S Slejlu lggmgy Jae Sl
939y ad (60 ydly sl yasli )3 .l Lis parde S lyal ) losls g 38l Slig s 38,50
ay BB S elomn] glopw da 3 .l ond AT Slgigwgs il cas dilasie g ls Lo
gigwgd olojls (sloasls ggameyd (olatal sodilie 5 ] f 5)S5jlk (asls (Y coglyl
s Ol g banl B 6 )S5b Slegwed (gilwedly cpilel olye ;5 a8 cunline s ol ol
o g o ol plojen (3N sl iyl (SLEST g g)byose scuo b aiS
sl (53508 (6 ol S ilizes gl ioe )3 Slgigwgd 565l
(s SSb o lojle Sleawgs ¥ Slegugdt S g o5lg

1. fgrounded theory
2.fuzzy delphi )
Sl e BlS oMl 3131 oISl (318" sy iniao ko 09,8 (555> (srailsY
Ol e lils” ¢ oo Masl 15 bli;f;ﬂ_) ‘OLi‘sl? Jolg o yde g é)‘.l{lu& 09,5 Hluih¥
h.panahian@iaukashan.ac.ir : Jgjume sy 5
Ol (bl oDl ST olutsly (L3S sl e e g (6l 095 Jbokinl.d
] ] Oyl il oMol B3] ol&uisly (LS sy ¢ sixino o o 09 )5 Ll S
7. ambidexterity

(VoY)



o) g (ganlg dgrumo weiboiw g3l (g gwgd Caa (Jao A1

Aoddo

Mg 1y glyrde il b @illae @y Sy 5 (b f6ygld QLIS yoS 09l
polde drwgi 9 Copin b lojer Wb (1B lazee (pl )3 Jb lacS pib &5 (gy5b 4 038
Comd £ 99 b bulys o (J9) Camdg (8,5 Jlai 13 L g sl p g Closs Y g
hen ¢ ) w8 pldl was claanlp g Gleads WV game G5 g b ceies 4
(Iraa

Coj (9> skl 3 & obaglejle ofgts Sy claplejle ) 9 ol
Syp splaile isol g G5 Gl &Sl o) le ol bie s Gllue i
glo ) ulcwd 5 Glpde gow 5l pr— Sldas 5 (pe o) Kaly glul  aiS ) ars
S GRS Civo s SMave (] @) Car — ST 5 (o Riagh gl eb 9 S)i
P DS Gan b ol imgh sl olpl a8 slaml faiss (3 38,50 5 sl glis )
cnl polie plod (oisu il g Ll dgme c Slles Jao & L5 5 S Canio (pl die;
43k g omle glapingh 4 g b b Sl o)by Sk olaB] Ojgo 5 culo
4 S plilote & (agrde plgisd Slgigwsd porde 95 de Jilus Jo (lp b (03,509,
P AVITCIVRIP VI F VEPRVRTS L,.w pordo cpl 5l ool Cowl syl oS Ol sad sy,
il (geiny s5050e 5 el lojlu “aej ) gol>

o3] 5 Jbo) (b slacudshus 1 35505 Ul Gligugs slapleils (Jloj 33l LI |
Al L 1) (@sently oanl 5 b (slaylil) sanl glacuop p Shed agde (K0
3yl dmaSid «(5)5lg5 syl slmojen 4 3959 Sl 5 pogie ol (VoY ) Kan g (yosely)
0 3b leb)’? )gib mﬁl&a )‘ u.,l.o)‘.w u.,ly’web O LS‘)’. U‘Mb 3T as L5>l> b .cwl g
b g iy )by o SLST Glgis g5 S 1181 0jgs0l (Slgtugs podo azl ke
(gio Slgigugd & oad @l Slgiguwss a (aliwd & Cund 3505 aw ;gST 250
AiS (o &S > Slgigmgd Chows 4y by lojle 468 g aBge dx 4l Lol Cunl (glaise) g (g bl
Sargt5 S g (sbioly 13 9 b clpls e oy Sl il § Cons paseia MlS jgin
Gl Sk 3 lFgwsd plojl S sloadze (8L ol gl Alue (Slojlu "l (il

1.organizational ambidexterity
2.Ramos et al

(1Y)



YOV-VAY. o2 F o) 5l —FY (alo ¥ o )led < V50,90 839 0582 Cu o
R —

0)9> O.;J Olosl wisle JJ‘},@ O‘ﬁ:;?“”?) OL:)‘L.\: S5 dl.m:\!ﬂ}o L] J.\o S5 B 5 Oi ;c\il)l 9
ol 1 ookl (glime 4y lojlu )0 (gl o yen bl BLEST g (6> 50 00 dste 93 4 bgsye
Oleilw 059> 53 L il algr 4 LS a5 Jbs > cul (g)ls slaaslyd eMol (gl 39550
2okl 2 by o> obj & (VW (hlSen 5" JuisS) 2l o)lal Slejle yolie
Flao J>oly 58L (sl 59390 bl 31 ookl ¢ylojls J2d Ui g LS, L alaly Laas
Olejle > BLassT aS” Jbs o o)l 35505 clojle )3 39390 (slacsyglod jl odlitul o lojle
g e sdSugy ey plojle & baye Plaw ladsoly aiS ol ortue Jolid
Obls (VY oo 57 i) casl it jl 0apslp Can B o by, (soeie
(s55wl/)5 L o/l asle) al8ed lojlo 4 bgpe paie Glodl 4 Sise sl (S5
5 o3d Jho olgiswd plojle shadlie oy “dal) oxiw (agl cnl e 3 ped paS )5
Lls,l 590 53 95T a8 51 cuedl s ol dls ol sl Slojlo 3,8des 5 Lol IS 30
Sld glaylojls wuds o)lia 0 aS ool 0y e Syl leils Cuxsg ddlllas b
039 38155,1 gyls g b0l canjo Jai | g §sSEusly iacll o plS g ynte o pipbllan] sl
Ao Sl claidl o wdy g W olp wlgn g 00,8 Al 1) 05 0 Slas U aiil (g puin
Wilgicee Olgigwsd apljle & was e (L j Slggwsd Cliios I (Lol (5,8 4 )S]
5l eam sl otile Bl ~phee limed 3 Slos Slgigwed Laslgy Lol il andly (g0 0, Slas
(YO e o s ygu) Sladl 1) Slorgwgs 5l diedgus 1 S lire
O 1y 0 dag g lie 0l g 151 s 95 o Lkl 4 cae Yol Sl sl balejls
g BLisT oy oiler sbul colwl cpl yo (YWY ‘iuLMy 5 (o)) S s Cudlad g0 oy
Ul snmd lis aSly S ob wSmio 1y Supde culad ¢ Slojle clodl o Jleigwgd
dgsaS e gl s Ll Dbyl puizmen g 39390 b LBV LUle 4 g cunl (b pae

1. Ginsel

2. patel et al

3. Junni et al.

4. Severgnini

5. O'Reilly & Tushman

(1OF)



o) g (ganlg dgrumo weiboiw g3l (g gwgd Caa (Jao A1

OHen g ooblid) pa1 glapgege (b (YO o 5 Slaw cpyg5) 3yl o)Ll il
w0dd b e oolasdl Sy g ady Jls 0 Cate 4 Glodd Cais 451 (VYAY
axgl oy i ol Jle oz o 0wl odd S et Clodd Caiio (3 (oS Cladss
crl pden 5l i e cnl 539 (V) e o g ounyd 525) 0392 Bglane LSSL 3 Slee o
(V0 olaig 3 gl 5103,5 355 GLEST 5 (s fspmonte 1 25 o5 B LSl o o0 35 a0

O 5l oy b sl yedS o oaasd LGSL GllKel 5 Jlo mlie 34 390
P )8y el 0355 6y900 Sl ) GRSl Gogose 9 b LRlil sl (5540l
) Caze cans g Glojlo 3)Slas dgue 4 o sl Jlolge alejl BLEST g (g5 000 o2
Ol b ()85l daupe 5 ctonily Glaal & oliwd (gl BlissT glaculad ad o e
903 bl GaelisS slacuddas b (o)l po s slacudled blas )0 cliiud Liodgw Joe
9 (BLEST 3505 Cpgo ) o DML oy 0 S 2 0 Bpo 39505 Cnlgsl )0
(TR (e 5 (olalas) 39550 2xie ()l p0 00 2 S 503 @90 53) Glojlu (A5 Eguncio

pis laulyd cod Slggwgs oS cul pl JSly g (Ve00) hlSen 5 ks adlas
2 glojle & a8 o plo 55 (VA1) Gjle sl sde Sl Glojlo gl aee (el
(lodgs 9 (hygl) Bode axlpe ausa b Sliigugd p yide b oS 33505 Jd> 4 &lse (S
288 Cosl dplne JB2yS9) 93 b (Slgigugd (V0 01) (Ko g S Graghy (polul o (V21Y
5 BLiST o Jole a4 bayye &S Cunsi 0,509, 0 b daled con blS jsbay o] o,ly0 sl
g Bluast Ml Gllas )8 0gd 0 0ol 0 Jleigwsd (Il am g sl (gl om0
o8l S5 bgipe pod 309 ediee 4B)S Ja 3 Slgigwgd oy plyied ()l e
oy 359y (nl 2 dgdiee ol 5 Slpgusd (S dm & Cwl ibpepg 5 SLaS]
ke 2,59 90 (pl dwy oo Sl 4wl (gyla oy BLEST Cys Jols ply Slgiawsd
2 30 Cpl ) ol ol edlail Cldds (D g okile BL S0ye lo pdaw (0 (655 05l]
g e 903l 2)Ssg) 92

o awass ((BCodgisw dyge jd ke Hlis b bk ol sla cunle
L oalie (gybpope 5 SLEST o (5wl Gslhe Slojls slasily 5 Slojlo oy
05 Olados i b 29 Lais o] (glp bl ol LT &S ol o) 3590 53 (6 5 waona “allise
03,8 &) oyl o 00 g BliST Jle joguad 13 S 5 g d9d5e aled

1. Turner & Swart & Maylor

(100)



YOV-VAY. o2 F o) 5l —FY (alo ¥ o )led < V50,90 839 0582 Cu o
R —

rob gy bl ©ygps (ol nl 3 (Sl Catio (olaill Cuonl g g S €GlRl oRg%
e oo iz

oy 085 g Gl yide QLA 1t g g Sy 5l Wyl 0B s (938150 o pu A
oo cusS o 4 cuda blojle & Cul oad cel (> (gaw jl daylojle oy
2 S oS Sy 5 4 d) sl byie 5 e (el 9 U8y 2 6 slp a0y
9 LU aste baome Zol )3 (VL pdbllanil 5 o g 5l &S olaglejle sbml (ggw
by iy sl plojle So (Bib Sl el Sl g e eoly ilay08 s i BB s
S Glojle Slyigmgs ol 4 28y bme (ul > bl Gl 5 slys 0 Shes S
L s p BLIST 5 39290 slacus )bl il pepe (Slojle Slgigwed gg9e )l
e 3,Sdes il 4wl Slgigwed sbgr slalasme y3 plplo (WA () Kan ¢ ,3]) col
alde jgba 39 aalgs pdygabal § by plojle (Slpgusd I (lio waw (g 1pj 290
o loses j3 Ailg5 o b ylojlo a8 dad o (ylid daladd aS™ W60, 5155 (Voo F) (1,500 g il
Sloss g Y g (b5iuS) BLST diwgas selcudise o Y (Saomy 9 ks b
Se 3 (VW) el g (ol S Jas (39290 sla)lil 5l 03,5 Cales) 60500 g (s
ik > cully 5 Vb (Gl b e b sl Slojl Slgiguwss &5 WS ol Sl 1,8
Site S il 2 )Sas 1 g Cunl diodg ame ool g Gliaebl pas bl cov nae
358kes (59) 32 Slpgmgd ;8L &8 20,8 IVl (g )las pobody ¥+ +9) (503 o) Koo 1>
el 5ig98 gy yieS glalaoes b duglie 15 by (slakame

= Slgigwsd b 1Sy claojss 5 e i)l g5 5 Canws Yol clua] asdllas L Ll
Ol oS waly o WU Dgde Musp —cul ke 3N 4 jls 5 bl Sl
S8 0las g casl ] jlwodly gl e Sl (s psrie & bgsye Bdes Slsigwsd
o3 b 48 395 o 0anlie WE 5 Wlo3,S 0,L3l lsigmgd (sl lejls sloxy) (clbpunslSo & Ll ]
cal oas cdae (ool ae U ol 08 5 Slojle slaejes B Slgigwed adlae
Car o a5 cul ol gy ol ol Jlge Blogl ol b (YeN e (oo 5T Sl S)

1. Simsek
2. Kristal

(10%)



o) g (ganlg dgrumo weiboiw g3l (g gwgd Caa (Jao A1

5 658 A (R (slahy) jledlaal L plediol (il &)lod S35 plojlu (53l lsigws
Sl (hgo dr 4 ()95 215 5,80,

o*9) 913
cladlie ais Gun b &S sasd Lol iy )0l WS a8 gl Gaiss )
Fgohaas pole Gimggy ) CunliSaly (&S 5,50g) gde pbxl Slojlo (Slgigugd 52 IS 3]
anlas GYlw 4 odmdgusl “dges laicds s b jd Slojle flue b Lo (slael
Olodl LS o s |y anbias OYl5w ¢ Guiod Cpl Cps &S Blao des | L00d o ol
(S g9 )l pole 35 plply sl Slojle Slgigmgd p Se Jelgs g Slgigwsd 4 by
il s ylog SSb )| GUSHT Jols imgss opl (oylel dmels .l (3LiiST 5 (g0,0)8
o SIS 51 5100 5 53 (il Sl sl g 185 0F i) ol g

sl 03)5] 125 )lages )3 Limgy plosl Jole 1505 sl (5,95 201,85 (gl lele

oibaR pbl AT 1Y laged
Figure 1: Research Process

S99 D15 ST sl 2!

S 2Lk laadlye 5 opasls & s Gl Giagh Sl ol 4 eelyd o Jb
5 eabis gl slagusly Jilw S Gladiol plisl ©)los Sl Glojle (s3le lsigwsd
S daled Cles Jlaw cpl & o8 p3 dolidiun

(10Y)



YOV-VAY. o2 F o) 5l —FY (alo ¥ o )led < V50,90 839 0582 Cu o
R —

gLl abas &) patiee el Aul8 b 4 anlas Cunjd 3 0ndispslaer sboodld 4 axgi L

iy oS ol gl (gl oS (dnlas) gy ol SVl iy )y sl 0y (ka0

2 dae) cpl 0 03 VY L aS Cul SOLLE 08 goyd b Shg opl eaiS Ciog sl ylages
Sl oslawl 9 (655 du1)S 5,09, 5l eoliwl b s dnliae Jlgw b adl ) bd by e dslas ulul
Cand S g anlas o Jlgw g o deld] 13 59 0 03l Gl Sl o) & SPSS l531s 5
Jo5 5l ey g 2 sl o) slaguoly )8 eanlitie Tiome Jglix )3 1) asbae gl
U"‘ aS ol ol 03)9] L5J9"\> » )l.o] u,ua..a.’xm )‘ ).Q.» n_i» 9 )iu&5)4 Jawy Ls)‘.\fJS 9 bm
(1) Jsiz 2 1 &35 o joboplen ol gy (ol sadle 5 bapasls Sy (Jghe
) 04 93)91 4.¢>La.a LSUL»J“?M:
aslas bJlaw 1) Jga

Table 1: Interview Questions
Jlaaw s,
oleile il Olgigugs Jelos cn et Olojlo il Olgigusd ojes 3 icelo plyisa las )l i
Sz ol Jb 3 gladel gl olos S
In your opinion, as an expert in the field of dual empowerment of the 1

organization, what are the most important factors of dual empowerment
of the organization in Tejarat Bank of Isfahan province at presen?

Lt el & yous s 21,5 L oS dpplno Cunyd > 0dbs e (sloosls & x5

o5 oS olidie il (sl o5 (alas) gy (ol Vg Ly Sl iy sl sy 55109
9 ‘_'j Ml 9 b Sy yw L, o_\.«.‘(}d)aié@q saslas SN g ol oud

ssly bl oY gl o5 > onlply )5 £958 b Shy ool eliS oy slajbges
Cw 0l )5L~\A 9 Lo.«.tbl) .\ul.w‘ .\ﬁb 4 LS}LM ‘_gllb.\>]9 ul?w‘ 4...,.” &S .)9» LS:LM:L.M: u.,l.um

ol oy B 5 Jods jo oS

(YOA)



o) g (ganlg dgrumo

bl (5l g gmgd Caa (Jao 4l

OBy b il ,Ld b dod dsbae SWST 51 auwi gl psviw] (gl pad L a4l Cuned 3Y Jgus
Table 2: List of all indicators extracted from semi-structured interview technique

with experts

Mpdislan 5 4y 2l il aalin dgio 15
Interviewer . .
code Basic extraction concepts Category code
113,19, 12, 11, o § o555 Lis
- . M1
17 Attract elites and professionals
LS, sl s YU ¢é
17,11, 112 . OB ST 2 M2
High accuracy in selecting employees
olojle sba)bria 5 byl b illas glue p JUS,E Sl
19,16, 15, 11, 14 Selection of employees based on compliance with the M3
values and norms of the organization
19,12, 18, 16 QU 591 2 ooy oSl M4
Extensive investment in employees
o9 el g ploliul & dr g
112, 14,12 Pay attention to talent identification and succession M5
breeding
120, 19, 12, 111, ] sty ga0me o]
- L . M6
13 Limited training of executive forces
Sz A8l (gl Glarwg slodys3 5k g oulS sla Sauols (Lo (b5
112, 16, 110, 17, . .
12 Evaluation based on key competencies and developmental M7
feedback for researchers
111,18, 11, 13, oliie bl cas daste gl ;1 edlizl M8
15 Use multiple sources to evaluate researchers
1311 15. 110 Gy a3 0 e ] slogyd b))
""112° | Evaluation of executive forces based on the opinion of the M9
supervisor
OYES 55 Sl Slisios gl 4 ]
12,16, 115, 17 ST S RER SR SERES SR R 5E0R M10
Pay to research forces based on expertise and creativity
14,19, 110, 111, 0jgy ey Slne 2 b cily
. M11
15 Pay rewards based on project progress
S, @il 5 ol asT
15, 11, 112 _ OFE E RS M12
High emphasis on employee interests
111, 17, 110, 13, Olejls > LS 2L e Lo
. RO . M13
19 High employee participation in the organization
16, 13, 15, 112, Cope B jl Plue J> 5 a5 plls
: M14
14 Accrual system and problem solving through management
110, 13, 12, 18, Slados (USH gl (ol alosld cloose)ler 225
. . M15
17 Existence of non-union frameworks for research staff
111,19, 15, 14, Slasios SIS i (sl ié I
110 Enrichment of research staff jobs
14,18, 17, 16, I11 i S i sy M17

Career development of research staff
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18, 110, 14, 111 _ 55 039> 3 ot Slaeg)S Gy o M18
Wide range of project groups in the field of research
11,12, 111, 17, e gl b gleony
110 Existence of problem solving groups in the field of M19
research
lojl 55 Sl ojgs LSS ol e bt
18, 17, 111, 118 . S > SR 005> 008 P o M20
High participation of research staff in the organization
2 LS slaass joels
16,13,19, 12,17 o M21
Advent of integrated networks
oy jl ey
11,19, 13 a2 slaosl Soleo M22
Support for new ideas
15,17, 19 e = M23
Management stability
12,13, 14, 112, R85 4 S (Kely
M24
18 Dependence of personnel on each other
ey Sl gy
110, 11, 112, 114 AR SEe e M25
Promote long-term communication
19,17, 18, 15 gl o loirl oy J&I _ M26
Transfer of social capital to the next generations
; bass b b))
10, 17,18, 19 | SEI 8 M27
Communication with external networks
OUSHE S el > e 352 b
110, 15,11, 19 Openness of managers in external interactions of M28
employees
Lo alio :
11, 17,13, 15 o glie & o> M29
Access to financial resources
Lo golio "
19, 12, 13 a0 M30
Access to human resources
Slojles dylo o aiio :
13, 12, 11, 15, 18 G e & o M31
Access to organizational capital resources
18, 112, 17, 110 - B M32
Access to more information
110, 13, 111, 19, S K5 bl
. M33
14 Close communication of employees
gy st 1 lajle pb
17,19, 15, 111 i e J el ¢ _ M34
The name of the organization from an external perspective
23> Szl
13,19, 110, 16 o M35
Knowledge sharing
lojlo silaze gyl dnwgs
19,18, 17, 14, 12 el plalo SRS o - M36
Development of distinct organizational capabilities
50 - - e, 5l
12, 111, 14, 13 o omiees R M37
The effectiveness of the senior management team
SleMb! b
18, 12, 110, 17, g M38
15 Information flow

(1%+)



o) g (ganlg dgrumo

bl (5l g gmgd Caa (Jao 4l

LS, 5y
14,17, 112, 110 o OTR S M39
Individual identity of employees
15,13, 19, 112, Obojle elesnl cogn
L L7 . M40
17 Organizational social identity
Slojle gl
13,16, 110, 111 o M41
name of organization
112, 16, 15, 14 lojlo o b
16,15, 14, : M42
11 Organization History
wl - - “
110, 114, 12 Go> BE M43
Increase the sense of belonging
19, 15, 14, 13, S ke glo byl 5 g
- M44
111 Pursuing common values
110, 14,112, 13 ! M45
Respect
S5l
18, 17, 12 st M46
responsiveness
14,18, 11, 13, 17 UU”B M47
Humility
15, 18, 110, 17, Sllas 15l M48
13 Operational realism
19,18, 11, 13, 12 Slonal Sl guer M49
Strategic alignment of decisions
14, 11, 13, 112, ez 550 ST,
. . . M50
15 Collective cunning perception
14,15, 11, 16 sty M51
Participatory behavior
112, 18, 110, 18 il e M52
Preserving values
19, 12, 14 | iy B M53
Maintain perspective
15,12, 18, 111, ol il S5 o i M54
16 Maintain the knowledge mindset of the organization
14,13, 110, 11 SDE 5 o i, M55
The power of initiative and creativity
111,11, 112, 18, Sl 298 o U5 M56
110 Ability in self-motivation
e
15, 18, 13, 12 ll
518,13 Lateral thinking MS7
17,18, 14, 16, 12 M58
T Dare / influence
vy s 3k
13, 110, 12, 111 3 0 M59
.. Being open and
11,12, 111, 17, SS e o )lee
M60
115 Coaching skills
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Sympathy
112,13, 19, 12, B3R
M62
14 Motivation
bl
14, 110, 13 SR 279 M
T Leadership ability 63
g B3l53 g o)l bl
19, 17, 15 . 9 ST 5 U e M64
Ability to conflict and agreement and ...
17,13, 110, 112, e 45 MES
110 Commitment of managers
2 ke ol 182
14,11, 13, 15 R SR M66
Management initiatives
12,15, 1, 18 O Saileing M67
Creating an ambiguous organizational culture
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Table 6: Matrix of rotated factors with principal component analysis method and
varimax rotation method with normalization of human resource management
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Table 7: Rotating factor matrix with principal component analysis method and
varimax rotation method with social capital fraction normalization
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varimax rotation method with Kaiser hormalization of strategic competencies
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Figure 2: Model for measuring the dimensions of human resource management
using factor analysis in standard mode
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using factor analysis in a significant way
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Openness of managers in external interactions of employees

b/ bl
sl Jlas!

Network
structure /
transferability

S c\.’..a 4 g
Access to financial resources

sl @L;A 4 e
Access to human resources

sl wle o c\.’..a L g e
Access to organizational capital resources

St DMl 4wz
Access to more information

slazel
the trust

OLSLS Ks s bl
Close communication of employees

S A 5l Olsla ol
The name of the organization from an external perspective

ols S A
Knowledge sharing

Shole plee glac LB ann
Development of distinct organizational capabilities

L3510 de o o
The effectiveness of the senior management team

Sledbl o -
Information flow

Identity

LS, (63 3 Zusn
Individual identity of employees
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Olsle elexrl oo s
Organizational social identity

Olajla ol
name of organization

Olesls a5

Organization History

S e Ll
Increase the sense of belonging

La 530!
Values

S i glats ol 3l Sy
Pursuing common values

fll:,l
Respect

2 Sl

responsiveness

e
Humility

Shbes 21 Sl
Operational realism

Sl
vision

Sloseal S5l (o e
Strategic alignment of decisions

o e Syl
Collective cunning perception

SSobie
Participatory behavior

S ke 0L
common
language

s 55, Laas
Preserving values

Sl i
Maintain perspective

Olojlu p2ils S 5 b L
Maintain the knowledge mindset of the organization

L

Strategic (ss ,al, sla K

o

+

m

T PLRGNCE, v
Individual
competence

S 5 8l o5
The power of initiative and creativity

;xb,;ql s s gUlg
Ability in self-motivation

sl S8
Lateral thinking

358 /Sl
Dare / influence

s 0350k
.. Being open and
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SS s sl
Coaching skills

Sen
Sympathy

sl oo w;:i-'l
Social Motivation
competence Gty Ul

Leadership ability

vy g ool ol
.. Ability to conflict and agreement and

S Co o
J'L»)‘Lw
Organizational

managerial
competence

Ol e dgsd
Commitment of managers

e SIS
Management initiatives

Ol g3 SlojlecKin b sl
Creating an ambiguous organizational culture

SAS e SLa s
Ambiguous control systems

s Slsle sl 5 s,
... Organizational procedures and rules and

sl >~ >N
Professional
competence

gl 2Uls
Ability to abstract

68 be 5 Jlel gla g
Moderation and mediation skills

el s lee
Analytical skills

o ks CU«;!

Merge comments

ey Blae bl
.. Contradictory recognition and

5 35 4o 9 Sy
Slopius (45 cp oty 9 lolojlo )3 ,S,8T Jalge (il g acudad pis 292
5 Sl g9 4 dtn Slojl ja sl 03,8 JSie Jles lidlial s 3 1 plpde ¢plojle
G 4y b cwl e Glibbu 5 S 5l Jolite paw b s sla ol Cowlues 500
L ablio (gl pjY molio s 5 lo,lSal, “al) (31 mlio 4 oliwd 3 lojls Cudgions
Slojle Slgigwss e85 alss sl Sy Cagll olul  glojls 3 Sy Jolse
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