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Abstract 
 

The overall objective of the study is to identify the role of Organizational Ambidexterity (OA) as a mediating 

variable in the relationship between Psychological Capital (PsyCap) and Strategic Success (SS). The research 

community is composed of all employees at Teaching hospitals in Egypt. Due to the time and cost constraints, 

the researcher adopted the sampling method to collect the necessary data for the study. The appropriate 

statistical methods were used to analyze the data and test the hypotheses. 

 The research discovered a number of results, the most important of which: (1) findings support the view 

that the dimensions of PsyCap (hope, optimism, resilience, and self-efficacy) were positively related to OA 

(optimization of opportunities and Search for New opportunities). The results are consistent with research 

conducted by Erkutlu, 2013; Gooty et al., 2009; Luthans & Youssef, 2007; and Avey et al., 2006, (2) The results 

support the view that PsyCap is positively related to SS (limited strategy, effective implementation, motivational 

culture, horizontal organization, transformational leadership, continuous innovation). The results are 

consistent with research conducted by Quisenberry, 2015; Nafei, 2015; Paek et al., 2015; Avey et al., 2014; 

Abdelwahab, 2013; Avey, et al., 2010, and Gooty et al, 2009, (3) The results support the view that OA is 

positively related to SS. The results are consistent with research conducted by Tempelaar, 2010; Cao et al., 

2010; Jansen et al., 2009; Han et al, 2001; and Wei et al., 2014, (4) There is a positive effect of OA as a 

mediating variable in explaining the effect of PsyCap on SS; that is, OA plays the mediating role in the 

relationship between PsyCap and SS. There is an impact on PsyCap on SS through OA. The results are 

consistent with research conducted by Jurksiene & Pundiziene, 2016; Chang & Hughes, 2012; Bouzari & 

Karatepe, 2017; Peng et al., 2013; Wang et al., 2012, and Zhao & Zhang 2010.  

The study referred to a number of recommendations, the most important of which are: (1) managers 

should be careful in assigning relatively stressful tasks to those who are low on PsyCap as these individuals are 

more likely to report job stress, (2) managers should pay attention to building and strengthening the PsyCap of 

their workers, (3) managers can enhance the PsyCap in one’s organization to improve performance and 

competitive advantage, (4) managers can invest in PsyCap through encouraging learning among employees, (5) 

managers should take measures to increase employees’ identification with their organization, such as striving 

for a higher organizational purpose, (7) the need to focus on the four dimensions of PsyCap and use them to 

increase OA and SS, (8) the need to train managers on how to develop the four dimensions of PsyCap through 

training courses targeting the spread of the spirit of hope and optimism  among managers, and equipping them 

with skills to deal with different situations in order to ensure the achievement of positive feedback in the work 

environment, and (9) Teaching hospitals can increase the level of PsyCap by using short training sessions of 

one to three-hour micro interventions in which they measure PsyCap before and after the interventions. 

Keywords: Organizational Ambidexterity, Psychological Capital, Strategic Success 

 

1. Introduction 

Psychological Capital (PsyCap) has received a great deal of attention from both academics and practitioners, 

which has been linked to staff attitudes and behaviors and performance at different levels of analysis (Newman 

et al., 2014). 

The term psychological capital appeared in the late 1990s. It was mentioned by psychologist Martin 

Seligman whose aim was to focus on the positive qualities of the individual. The modern positive psychology 

movement has emerged since its official presentation at the American Psychological Association Conference in 

1998s. A wide variety of positive activities geared towards social and human sciences emerged on happiness 

and excellence. One of the main aims of this science is to enhance individual self-efficacy through how to 
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exploit the strengths of individuals working in the organization rather than focusing on their weaknesses and 

shortcomings (Peterson et al., 2011). 

Organizational Ambidexterity (OA) has its roots in 1976, a Latin word. A number of studies have 

confirmed that successful organizations seek new opportunities, be able to invest their current resources and 

uncover new possibilities (Siadat & Chaharmahali, 2010(. 

OA means an organization's ability to design structures that contribute to the application of innovation 

phases. OA is linked to exploitation and exploration activity. There is a fundamental difference between them, 

where exploitation activity is linked to processes such as optimization, efficiency, selection, and 

implementation. Exploration activity is associated with processes such as research, variation, and 

experimentation (Simsek, 2009). 

OA is the ability to capitalize on existing competencies and explore new opportunities (Popadić et al., 

2015).  

OA is the ability of an organization to allocate resources for success in both exploration and exploitation. 

(Yigit, 2013) 

The idea of OA is based on the fact that the requirements imposed by the environment may be 

incompatible, so that the most successful organizations can reconcile them and thus enhance competitiveness 

(Gibson & Birkinshaw, 2004(. 

The concept of Strategic Success (SS) is a modern term within the literature of management thought, 

where the literature of organizational theory focused on one of the concepts of efficiency and effectiveness, and 

with the passage of time and with the development of management thought literature no longer focus on the 

efficiency of the organization alone to judge its success, as organizations began to realize the importance of 

success strategic (Simon et al., 2011(. 

SS is the ability of the organization to formulate a good strategy that allows it to achieve its long-term 

goals that are consistent with the mission and vision of the organization, as well as a good and effective 

implementation of that strategy (David, 2009). 

Today's organizations are often forced to change their strategic direction quickly to remain competitive. 

Fast technological developments, volatile consumer demand, and unpredictable market forces are catalysts for 

organizations wishing to be more successful (Eisenberg et al., 2015). 

In light of the above, the present study seeks through the investigation and analysis to identify the role 

of OA as a mediating variable between PsyCap and SS at Teaching hospitals in Egypt. 

 

2. Literature Review 
 

2.1. Psychological Capital  
 

2.1.1. Psychological Capital Concept 
 

PsyCap has been dealt with in a variety of businesses, but it extends beyond human and social capital 

"Instead of the philosophy "What do you know?" Or" Who do you know?". PsyCap has been neglected by 

academics and business practitioners, although it is an important part of human capital (what do I know?) and 

social capital (who do I know?) (Luthans et al., 2004). 

PsyCap is an individual's positive, scalable mental state characterized by confidence (self-efficacy) to 

make the necessary efforts to succeed in challenging tasks, to create positive characteristic (optimism) about 

success now and in the future, to persevere towards achieving goals and when necessary reorienting paths 

(Hope) to succeed in achieving goals, and the ability to rebound (resilience) to succeed when exposed to 

problems and tribulations (Avey, 2014). 

PsyCap is the generation of information that has the potential to be applied in education, to create an 

appropriate organization that meets the requirements of the work as well as information on leadership skills to 

create the necessary change when individuals achieve prosperity and achieve unique potential in the 

organization (Corner, 2015). 
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PsyCap is the positive psychic ability of an individual that is built along the lines of hope, trust, 

resilience, and optimism (Poon, 2013). 

PsyCap is a set of personality traits that contribute to an individual's productivity, and represents a set 

of positive personal resources that enable individuals to achieve productivity and success in various aspects of 

life (Gohel, 2012).. 

PsyCap is a positive psychological state developed for the individual described through (1) the 

individual's confidence to make the necessary efforts to achieve success in the performance of challenging 

tasks, (2) individuals make distinctive positive contributions to current and future success, (3) the individual 

strives to achieve the goals in order to achieve the desired success, and (4) the ability of the individual to endure 

when facing various problems and obstacles towards the pursuit of goals (Luthans et al., 2007). 
 

2.1.2. Psychological Capital Dimensions 
 

There are four dimensions of PsyCap. They are self-efficacy, optimism, hope,  and resilience. These 

dimensions have proven valid across different cultures (Han et al., 2012). They can be explained as follows: 

1. Self-Efficacy: It is the interaction of individuals working in the organization and expressing their opinions 

freely without fear or doubt (Lima, 2015). Self-efficacy is the confidence of individuals in their ability to 

mobilize their motivation, their knowledge resources, and take the necessary actions to successfully accomplish 

their mandated work within the organization under certain environmental conditions (Luthans & Youssef, 2017; 

Larson & Luthans, 2006). It is the perception or belief of an individual that he or she can successfully perform a 

particular task (Bandura, 2012). Self-efficacy is the ability to be confident and successful, and to transfer those 

abilities in a stimulating way to achieve the goal (Chen & Lim, 2012). It is the belief in one's own abilities and 

skills and their success, regardless of their surroundings (Avey et al., 2010(. Self-efficacy is an individual's 

confidence to make the necessary efforts to succeed in challenging tasks (Luthans et al., 2007(. 

2. Optimism: It reflects a person's view of events; successful or failed. A person who is optimistic views events 

successfully and the reason for this success is due to internal factors, and the pessimistic person is the cause of 

success due to temporary external factors (Bockorny, 2015).  

Optimism is divided into realistic optimism and unrealistic optimism. Realistic optimism is the result of 

maintaining a positive view of things in the future, focusing on the positive aspects stemming from the 

individual's experience, leaving the events of the past, focusing more on the present and looking for 

opportunities in the future to seize them. Unrealistic optimism reflects the existence of some information that 

one does not want to retain through certain beliefs, and this leads to the failure to achieve the goals to be 

achieved (Corner, 2015).  

Optimism is the degree to which individuals have an outcome of expectations of positive outcomes, so that they 

believe that good things will happen to them in relation to their work (Schmitt et al., 2013).  

Optimistic individuals are distinctive that they have positive expectations about the outcomes of specific events, 

believing in their ability to succeed in several areas, and persistence and continuing to achieve that success, 

while when they fail they face that failure through many unlimited contributions (Seligman, 2002). An optimist 

recognizes the ordeal as a temporary setback and that opportunities remain (Luthans, 2005; Youssef & Luthans, 

2007).  

Optimism refers to creating the positive characteristic and expectations of the best for present and future success 

(Luthans et al., 2007). 

 

3. Hope: It is to possess the willpower and paths necessary to achieve the desired goals. It is also the belief of 

the individual that he can find alternative paths to the desired goals and become a catalyst for the use of these 

paths (Luthans & Youssef, 2017).  

Hope is the need to persevere in achieving goals and redirecting paths to reach high efficiency. This is the basis 

of the difference between it and the traditional definition of hope, that is, the traditional definition is to wish for 

something and one might be disappointed if it is not achieved without retrying (Bockorny, 2015).  
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Hope is a formation of successful will associated with a specific plan, which is aimed at the successful 

completion of some desired tasks or outputs. The hope is to realize the individual's ability to derive pathways 

that lead to the desired goals, and to motivate the individual through the power and energy of goal-oriented 

thinking to use these pathways (Avey, 2014).  

Hope is the ability to find ways and means to reach the goals that a person aspires to have with positive psychic 

possibilities. If these methods do not work, he thinks in other ways to reach and persist in the goals to be 

reached (Javidan & Walker, 2013).  

Hope includes three main directions: strength, path, and purpose. The direction of force is the will to achieve 

the desired goal, and it serves as a catalyst to reach that goal. The pathway is the alternative to be pursued in the 

pursuit of the goal, which is determined by the planning of the situation and the prediction of the obstacles in 

the way of the goal as a proactive measure to achieve the desired goal (Avey, 2014).  

Hope refers to persistence and pursuit of goals, and redirecting paths towards those goals where necessary in 

order to succeed (Luthans et al., 2007).  

 

4. Resilience: It is an important element associated with improving the performance of the organization as a 

whole, as change generates high tension in the environment of the organization, so leaders need to pay attention 

to the element of resilience (Corner, 2015), and develop it in a way that achieves satisfaction and job 

commitment (Murray, 2014).  

Resilience is the reaction and positive adaptation that an individual shows when experiencing problems and 

constraints (Masten & Reed, 2002).   

Resilience is the positive psychic abilities to rebound or returning from obstacles, uncertainty, conflict, failure, 

and even severe positive changes and progress achieved by an individual, and increased responsibilities upon 

him (Luthans, 2002). 

Resilience is a positive response not only to adverse events but also to positive events that can cause adverse 

reactions on the part of the individual, as well as in the form of pressures on the individual (Norman, 2006). 

The organization can achieve resilience by taking advantage of mistakes and considering them as lessons that 

generate an opportunity for the organization to develop itself and seize those opportunities through learning, 

growth and development (Bockorny, 2015). 

Whenever the organization is flexible, its leaders will also be flexible. Resilience can be developed through 

three main strategies (1) an asset-focused strategy, which means increasing resilience by building individual 

assets and increasing the likelihood of success. (2) a strategy of focusing on risk means trying to reduce failure 

by minimizing risk factors, and (3) a strategy of focusing on the process and trying to build effective 

mechanisms so that workers can deploy their assets (Poon, 2013). 

Resilience refers to endurance and a return to the appropriate state in the event of an individual's problems and 

adversity in pursuit of goals (Luthans et al., 2007). 

 

2.2. Organizational Ambidexterity  

 

2.2.1. Organizational Ambidexterity Concept 

 

OA can be viewed through three perspectives. They are (1) the interval between exploitation and 

exploration activities, where the organization exploits at one time and explores at another, (2) the structural 

separation between exploitation and exploration, where the organization exploits in certain sections, and 

explores in other sections, (3) specialization between companies, where one company exploits, and another 

explores (Prieto & Santan, 2012). 

 OA is the link between exploring and exploiting opportunities for all individuals and sub-units of the 

organization (Adler & Heckscher, 2011). 

 OA is the ability of the organization to link the exploration and exploitation of opportunities (Bodwell, 

2011).  
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 OA is the organizational capacity to exploit available competencies, as well as to explore new 

opportunities (Danzinger & Dumbach, 2011).  

 OA is the ability to use skills, achieve innovations and strive to distinguish an organization from 

competing organizations. This is done through the exploitation of available resources and the pursuit of skills 

that achieve competitive excellence focused on new opportunities (Cao, et al. 2010).  

 OA is the ability of an organization to capitalize on existing knowledge and explore new knowledge 

(Shoo, 2010).  

 OA is the organization's ability to optimize opportunities and seek new opportunities (Walrave et al, 

2010).  

 OA can be embodied at the level of team operations through the ability of  organization staff to find 

creative solutions to problems in the light of a shared vision and mutual trust (Tempelaar, 2010).  

 OA is the ability of an organization to perform various actions such as stabilization, the search for new 

resources, efficiency, flexibility, exploration, exploitation, harmonization, adaptation and overall innovation, 

progressive innovation, growth strategy, and profit strategy. In other words, OA is the organization's pursuit of 

interdependence among all activities. It also seeks to achieve adaptation by restructuring its activities in a 

manner that achieves competitive excellence. In other words, all activities are interconnected, and adaptation 

means restructuring activities quickly to meet changes in the environment (Simsek, 2009). 

 OA is an integrated concept that points to a twin approach to exploration and exploitation (Cao & et 

al., 2010). 

 OA is the ability of the organization to achieve both exploitation and exploration, by excelling in 

existing opportunities to achieve gradual innovation that is concerned with modifying an existing product, and 

exploring new opportunities to foster innovation that is concerned with product change (Andriopoulos & Lewis, 

2009).  

 OA is the ability of an organization to achieve competition in two directions: to exploit available 

resources, and to discover new resources or business that can achieve excellence from competing organizations 

(Taylor & Helfat, 2009).  

 OA can be seen by (1) separating exploitation and exploration activities, (2) structural separation 

between exploitation and exploration, and (3) specialization between organizations (Tran, 2008). 

 OA is the organization's pursuit of innovation and short-term operational objectives while maintaining 

long-term performance rates (Im & Rai, 2008). 

 OA is the ability of an organization to operate efficiently and effectively in managing its current 

business at the same time as it can adapt to changes in the internal and external environment of the organization 

(Raisch & Brikinshaw, 2008).  

 OA is the ability of an organization to balance the exploitation of existing possibilities and explore 

new opportunities (He & Wong, 2004). 

 OA is the extent to which an organization can achieve adaptation to all variables that occur in the 

environment and strive to improve long-term performance levels (Gibson & Birkinshaw, 2004). 
 

2.2.2. Organizational Ambidexterity Dimensions 
 

 Researchers differed on the dimensions of OA according to the different philosophies of the providers 

and the objectives they seek to achieve. Two fundamental dimensions of OA have been the highest agreement 

among researchers. In other words, there are two  dimensions of OA. They are (1) exploitation of existing 

capabilities and satisfying the needs of existing customers and markets by improving existing products and 

processes, (2) exploration refers to the search for new possibilities and opportunities, new customers and new 

markets through a radical change based on the introduction of new products and processes in the organization. 

The present study relied on two main dimensions  (He & Wong, 2004; Gibson & Birkinshaw, 2004; Jansen 

2005; Lubatkin et al., 2006; Bierly & Daly, 2007; Jansen et al., 2008; Shoo, 2010): 
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1. Optimization of opportunities: It refers to an organization's ability to improve activities to create value in 

the short term, to meet the needs of existing customers in the market, to seek to expand existing knowledge 

and skills, as well as to expand existing products or services, while increasing existing distribution channels.  

2. Search for new opportunities: It refers to the need for the organization to mobilize its efforts to obtain new 

opportunities, where the organization is working to determine the future demands of existing customers, as 

well as anticipating changes in the type of applications, and the need for the organization to seek new 

opportunities. The organization can seize opportunities by adopting new ways of delivering goods and 

services, undertaking competitive actions to confront other organizations and how to improve the 

competitive position and respond to market changes. 

 

 Exploration and exploitation are competing approaches for a number of reasons, the most important of 

which are: (1) exploration and exploitation strategies often compete for the limited resources of the 

organization; (2) exploitation strategies reduce the exploration of the organization, while exploration strategies 

reduce the exploitation of the organization's resources, (3) the organization faces a major problem of how to 

balance the exploration and exploitation activities, where exploitation activities ensure the present survival, and 

exploration activities ensure future survival (Kyriakopoulos & Moorman, 2004). 

 In light of the above, exploration is concerned with exploring new possibilities and opportunities, 

searching for new customers and entering new markets, increasing the company's ability to adapt quickly and 

appropriately to the fundamental changes that occur in the market, while exploiting the current possibilities and 

satisfy the needs of existing customers and current markets (Patel et al., 2013).  
 

2.3. Strategic Success  
 

2.3.1. Strategic Success Concept 
 

 There are several definitions of SS where the success of an organization depends to a large extent on 

its investment of mental capacity in terms of transferring, learning and implementing new knowledge 

(Dzinkowski, 2000).  

 SS is the ability of the organization to create value for its shareholders both within and outside the 

organization (Waldron & Antonio, 2008). 

 SS is the success in the strategic formulation of the organization and work to implement and follow-up 

(Johnson & Scholes, 2002). 
 

2.3.2. Strategic Success Dimensions 
 

 It is worth noting that according to (Ghurchiau, et al., 2010), the dimensions of SS are as follows: 

1. Survival: it is what organizations seek to achieve. Companies will end when they are incompatible with 

changes in their surroundings. 

2. Adaptation: the organization is able to adapt quickly to the work environment and events that are supposed 

to be able to manage change and deal with and adapt to it and improve its ability to survive and grow in the 

surrounding environment. 

3. Growth: it is the aspects that the company needs to take to help it develop, grow and thrive though changes 

are increasingly taking place in the organization environment. 

 The first to point to the need to rely on a balanced scorecard to measure the organization's strategic 

success is (Kaplan & Norton, 2005).  This is through four key criteria: learning and growth, internal processes, 

stakeholders and financial performance. It should be noted that there are several other dimensions that can be 

relied upon to measure the strategic success of the organization, and these dimensions are as follows (Simon et 

al.,  2011): 

1. Limited Strategy: successful organizations are interested in formulating clear, specific strategies, while 

companies that are unable to survive and face challenges are failing to formulate a strategy to scale up. 



Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 8, Issue 11–Nov-2019 

http://www.casestudiesjournal.com  Page 7 

2. Effective implementation: the organization is concerned with the effective implementation of its strategy. 

The organization is keen to satisfy its customers, while we find failed companies in a state of incapacity and 

unable to implement its strategy. 

3. Motivational culture: successful companies are characterized by a positive culture that motivates work and 

development, while failed companies do not have a direction through which to build a culture of motivation, 

through which they can activate the work and workers. 

4. Horizontal organization: decentralization is the secret of the success of organizations to enable their 

managers to make decisions and participate in shaping the future of the organization, while insisting 

organizations failing to take central management system, which impedes their progress and the effectiveness 

of their employees. 

5. Transformational leadership: the ability of the leader to communicate the mission and vision of the future 

clearly to the followers and motivate them through the practice of high ethical behaviors to build trust and 

respect between the parties to achieve the goals of the organization. 

6. Continuous innovations: the ability to compete and reach products and customers and new markets faster 

and better than its competitors as it is a factor of continuity and survival of enterprises. 
 

3. Research Model 

The proposed comprehensive conceptual model is presented in Figure (1). The diagram shows that there 

is one independent variable of PsyCap. There is one dependent variable of SS. There is one mediating variable 

of OA.    
 

Figure (1): Proposed Comprehensive Conceptual Model 
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in job satisfaction and organizational commitment (Nafei, 2015). PsyCap helps individuals adapt to the 

complexities of a changing work environment. There are clear advantages of PsyCap in contemporary 

organizational research (Avey, et al., 2010). 

 Many researchers have begun to use OA as an integral part of building the hallmark of organizations 

in terms of exploration and investment (Cao et al., 2010). 

 Exploration and investment activities are learning activities, which require the leaders of organizations 

to pay attention to the distribution of their resources. These activities create diversity to find new ways of 

dealing with renewable technologies, which requires considerable flexibility in regulatory procedures (Batta, 

2006; Wulf et al., 2010).  

 To achieve SS, we find that it is linked to a distinct kind of mental capabilities needed by the manager 

or strategic leader that allows him to think comprehensively about the future of the organization and the scarcity 

of information. This is in addition to the need to meet many requirements of customer satisfaction, maintaining 

market share and the possibility of increasing, and satisfaction of workers (Madsen & Desai, 2010).  

 SS is a system that helps decision-making by observing and analyzing the practical environment and 

technological technology. In addition to tracking current and future economic impacts to capture opportunities 

and threats based on strategic information. It is defined as the ability of the organization to achieve long-term 

success associated with achieving strategic objectives and achieving higher performance levels than competitors 

(McDowell, 2010).  

 As human resources are increasingly recognized as a competitive advantage, terms such as human 

capital, social capital. They have been dealt with both in theory and in practice. However, PsyCap has been 

ignored by academics and practitioners that focus on the personal strengths of individuals (Luthans et al., 2004). 

 The researcher conducted a pilot study aimed at obtaining exploratory data of PsyCap, the level of 

OA, and the SS of the different categories of workers in the Egyptian Teaching hospitals. This is in addition to 

helping the researcher to identify the research problem and to reach a precise formulation of the research 

hypotheses. 

 In the pilot study, secondary data were collected on the variables of the study, namely PsyCap, OA 

and SS. This is in addition to an interview with (30) employees at Teaching hospitals in Egypt to identify the 

dimensions of PsyCap, OA and SS.  

 In addition to the personal observation of the researcher during the visit to the Teaching hospitals in 

Egypt in the pilot study, the researcher has reached a set of preliminary results, namely (1) not participating in 

setting goals related to the field of work, which reflects negatively on the level of hope of employees at 

Teaching hospitals in Egypt, (2) lack of awareness of the vocabulary of the sample of the level of PsyCap, and 

the inability to determine the level of OA. Also, there is the inability to know the level of SS. This is in addition 

to the ambiguity of the relationship between PsyCap, OA and SS, (3) the scarcity of the administrative leaders 

to hold scientific seminars where the terms of hope, optimism, indulgence and dedication are the focus of the 

talk, and (4) the pessimistic view of the employees and the weakness of the search for alternative solutions to 

the problems and obstacles facing the employees at Teaching hospitals in Egypt. 

 Although there have been numerous studies on PsyCap, OA and SS alone, the researcher did not find 

in the Arab environment a study that tried to link the variables of the field of application of the study. 

 In light of the review of previous studies that dealt with the subject of the study, and the pilot study 

carried out by the researcher, the research problem can be mainly reflected in the low level of PsyCap 

dimensions of the staff in Teaching hospitals. This is reflected negatively on the level of OA on the one hand, 

and SS on the other. More specifically, this study seeks through the investigation and analysis to answer the 

following questions: 

Q1: What is the nature and extent of the relationship between PsyCap and OA at Teaching Hospitals in Egypt? 

Q2: What is the extent of the relationship between PsyCap and SS at Teaching Hospitals in Egypt? 

Q3: What is the nature of the relationship between OA and SS at Teaching Hospitals in Egypt? 

Q4: What is the role of OA as a mediating variable between PsyCap and SS at Teaching Hospitals in Egypt? 
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5. Research Hypotheses 

 

 The results of many previous studies confirm the relationship between PsyCap and some other 

variables, not including OA, where one of the studies is concerned with the analysis of the relationship between 

PsyCap and organizational commitment. The results of this study indicated that there is a positive relationship 

between hope as one of the dimensions of PsyCap and organizational commitment. There is an inverse 

relationship between resilience as one of the dimensions of PsyCap and organizational commitment, whereas 

optimism, self-efficacy and organizational commitment are not. The results also indicated that there is a 

significant correlation between one of the dimensions of PsyCap and emotional commitment as one of the 

dimensions of organizational commitment (Erkutlu, 2013). 

 Another study aimed at testing the transformational leadership model as one of the determinants of 

positive PsyCap. It represents the individual catalyst towards achieving goals. The results of this study 

confirmed that there is a relationship between subordinates' perception of transformational leadership and 

PsyCap (Gooty et al., 2009). 

 Another study focused on determining the impact of PsyCap on work-related outcomes. The results 

indicated that positive psychological resources contribute significantly to positive results (Luthans & Youssef, 

2007).  

 Another study emphasized the relationship between PsyCap and intentional and unintentional absence, 

as well as job satisfaction and organizational commitment. These studies have found that the interaction 

between PsyCap and the rate of absence of employees is due to the actual association between work stress and 

the psychological aspects of workers. The reactions of workers in the workplace vary according to their level of 

PsyCap (Avey et al., 2006). 

 Accordingly, the first hypothesis of the study can be formulated in the form of imposition of 

nothingness as follows: 
 

First hypothesis: There is no statistically significant relationship between PsyCap and OA at Teaching 

hospitals in Egypt. 
 The results of several previous studies confirm the relationship between PsyCap and some other 

variables, not including SS. This study emphasized that PsyCap contributes to increasing creativity, cooperation 

among workers, the stability of employees, stimulating motivation, developing work productivity, happiness at 

work, showing healthy attitudes towards work and increasing efficiency and effectiveness in work. 

(Quisenberry, 2015). 

 Another study aimed at identifying the nature of the relationship between PsyCap and job attitudes. 

The study concluded that there is a significant relationship between PsyCap and both job satisfaction and 

organizational commitment. PsyCap contributes to the improvement of the job satisfaction of employees and 

increases the degree of commitment on the other hand (Nafei, 2015).  

 Another study focused on the nature of the relationship between PsyCap and work engagement. The 

study indicated that the higher the level of PsyCap of employees, the higher their association with work (Paek et 

al., 2015). 

 Another study focused on the nature of the relationship between PsyCap and the abandonment of 

work. This study confirmed that PsyCap contributes significantly to reducing the intention to leave work and 

the search for a job (Avey et al., 2014).  

 Another study confirmed that attention to PsyCap contributes significantly to reducing undesirable 

organizational behaviors such as the intention to leave work, anti-productive workplace behaviors, and 

withdrawal from the job, where PsyCap increases the desire of workers to stay in the organization, and makes 

them not think in her abandonment (Abdelwahab, 2013).  

 Another study aimed to test the impact of PsyCap on the desired organizational outputs. The study 

found that positive PsyCap contributes significantly to increase creativity and decrease the rate of absenteeism, 

increase performance rates, and increase organizational loyalty (Avey, et al., 2010).  
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 Another study focused on the nature of the relationship between PsyCap and some other variables 

such as organizational citizenship behavior. The results of this study indicated that there is a positive 

relationship between PsyCap and organizational citizenship behavior (Gooty et al, 2009). 

 Accordingly, the second hypothesis of the study can be formulated in the form of imposition of 

nothingness as follows: 
 

Second hypothesis: There is no statistically significant relationship between PsyCap and SS at Teaching 

hospitals in Egypt. 
 There have been many previous studies on the relationship between OA and some other variables, not 

including SS. A study indicated that the characteristics of leadership and organizational structure contribute to 

the emergence of OA. The study confirmed the existence of a positive relationship between the characteristics 

of leadership and organizational structure and the balance between the dimensions of OA (exploration and 

exploitation). The study found that OA plays the mediating role between organizational structure, leadership 

characteristics and organizational performance (Chang & Hughes, 2012). 

 Another study aimed to know the relationship between emergency rewards and social integration of 

the senior management team and OA. The study found a positive relationship between the social integration of 

the senior management team and OA, while there was no relationship between emergency rewards and OA 

(Tempelaar, 2010).  

 While another study examined the impact of each executive manager and the support of top 

management on OA. The study found a positive impact on the executive manager and senior management 

support on OA and the formation of an organizational structure that is skill-oriented (Cao et al., 2010(. 

 Another study emphasized the relationship between OA and some variables such as cooperation, 

administrative communication, central decision-making, and the effectiveness of the team. The study pointed 

out that there is an inverse relationship between organizational excellence and central decision-making (Jansen 

et al., 2009).  

 Another study emphasized the relationship between OA and some variables such as cooperation, 

administrative communication, central decision-making, and the effectiveness of the team. The study concluded 

that there is a positive correlation between OA and cooperation, administrative communication, team 

effectiveness and OA. The study pointed out that there is an inverse relationship between OA and central 

decision-making (Jansen et al., 2009).  

 Another study found a positive relationship between OA and performance, especially in technology-

oriented companies. The study also found that high levels of technology encourage OA from low levels (Han et 

al, 2001). 

 Another study examined the impact of exploration and exploitation on the performance of the 

organization by comparing organizations using pioneering and defensive strategies. The study found a positive 

correlation between exploitation and the performance of the organization, while there is a relationship between 

exploration and the performance of the organization (Wei et al., 2014).  

 Accordingly, the third hypothesis of the study can be formulated in the form of imposition of 

nothingness as follows: 
 

The third hypothesis: There is no statistically significant relationship between OA and SS at Teaching 

hospitals in Egypt. 
 

 Several previous studies have addressed OA as a mediating variable, not including PsyCap and SS 

either directly or indirectly. A study (Jurksiene & Pundiziene, 2016) aimed to illustrate the role of OA as a 

mediating variable in the relationship between dynamic capabilities and competitive advantage. The study 

found that dynamic capabilities and OA are linked to competitive advantage, and OA plays a mediating role in 

the relationship between dynamic capabilities and competitive advantage. 

 The Chang & Hughes (2012) study also highlighted the role of OA as a mediating variable between 

organizational structure, leadership characteristics and the performance of organizations. The study confirmed 
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that there is a positive relationship between the characteristics of leadership and organizational structure and the 

balance between the dimensions of OA (exploration and exploitation). 

 However, a study (Bouzari & Karatepe, 2017) emphasized the importance of the role of PsyCap as a 

mediating variable in influencing the intention of delays among employees, the intention to stay with the 

organization, the ingenuity of services and sales, and organizational citizenship behaviors. 

 A study (Peng et al., 2013) indicated that organizational commitment partly mediates the relationship 

between PsyCap and job burnout. 

 The study (Wang et al., 2012) found that PsyCap plays a mediating role between the conflict between 

work and family, and professional competence. 

 The study (Zhao & Zhang 2010) focused on the emphasis on PsyCap as a mediating variable between 

the job stress and job burnout. The study showed that PsyCap is positively associated with the dimensions of 

job burnout, in addition to that it affects the relationship between job stress and job burnout. 

 Accordingly, the fourth hypothesis of the study can be formulated in the form of imposition of 

nothingness as follows: 
 

The fourth hypothesis: There is no statistically significant effect of OA as a mediating variable between 

PsyCap and SS at Teaching hospitals in Egypt. 
 

6. Research Population and Sample 
 
 

The population of the study included all employees at Teaching Hospitals in Egypt. This sector includes 

nine Hospitals. They are Ahmed Maher, El-Matrya, El-Galaa, El-Sahel, Benha, Shebin El-Kom, Damanhour, 

Sohag and Aswan. The population of this study includes 5000 employees. The random sampling was used for 

collecting the primary data as it was difficult to get all items of the research population, because of time 

limitations. The stratified random sample was used while selecting items from the different categories of 

employees. The following equation determines the sampling size (Daniel, 1999): 
 

 

 
Accordingly, the sample size has become 357 employees at Teaching Hospitals in Egypt. 

Proportionality with the number of employees in the research population is proved in Table (1). 

Table (1) Distribution of the Sample Size on the Population 
Job   

Category 
Number Percentage Size of Sample 

Physicians 2000 40% 357 X 40%    = 143 

Nurses 3000 60% 357 X 60%     =  214 

Total 5000 100% 357 X 100%   = 357 

Source: Personnel Department at Teaching Hospitals in Egypt, 2018 
 

By using the lists of employees at  Teaching Hospitals in Egypt, a random choice of categories was 

attained. Table (2) illustrates the features of the sample units. 

Table (2) Characteristics of Items of the Sample 
Research 

Variables 
Number Percentage 

1- Job Title 

Physicians 135 45% 

Nurses 165 55% 

Total 300 100% 

2- Sex 

Male   130 43% 

Female 170 57% 

Total 300 100% 

3- Marital Status 

Single               100 33% 

Married 200 67% 

Total 300 100% 

4- Age    Under 30 130 43% 



Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 8, Issue 11–Nov-2019 

http://www.casestudiesjournal.com  Page 12 

    From 30 to 45 120 40% 

    Above 45 50 17% 

Total 300 100% 

5- Educational Level 

University  200 67% 

Post Graduate  100 33% 

Total 300 100% 

6- Period of Experience 

Less than 5 years 110 37% 

From 5 to 10  100 33% 

More than 10 90 30% 

Total 300 100% 
 

7. Procedure 
 

The goal of this study was to identify the significant role of OA in the relationship between PsyCap and 

SS. A survey research method was used to collect data in this study. The questionnaire included four questions, 

relating to PsyCap, OA, SS and biographical information of employees at Teaching Hospitals in Egypt. Data 

collection took approximately two months. About 357 survey questionnaires were distributed. Multiple follow-

ups yielded 300 statistically usable questionnaires. Survey responses were 84%. 
 

8. Research Variables and Methods of Measuring 
 
 

The 24-item scale PsyCap section is based on Luthans, 2006. There were six items measuring hope, six 

items measuring optimism, six items measuring resilience, and six items measuring self-efficacy.  

The 14-item scale OA section is based on Jansen, 2005. There were seven items measuring optimization 

of opportunities and seven items measuring Search for New opportunities. 

The 28-item scale SS section is based on Simon et al.. 2011; Joyce et al., 2004. There were six items 

measuring limited strategy, four items measuring effective implementation, four items measuring motivational 

culture, six items measuring horizontal organization, four items measuring transformational leadership, and four 

items measuring continuous innovation.   

Responses to all items scales were anchored on a five (5) point Likert scale for each statement ranging 

from (5) “full agreement,” (4) for “agree,” (3) for “neutral,” (2) for “disagree,” and (1) for “full disagreement.” 

9. Methods of Data Analysis and Testing Hypotheses 
 

The researcher has employed the following methods: (1) Cronbach’s Alpha, (2) Multiple Regression 

Analysis (MRA), and (3) the statistical testing of hypotheses which includes F- test and T-test. They are found 

in SPSS.  

Also, the researcher used the Analysis of Moment Structure (AMOS) to measure the direct and indirect 

effects of PsyCap on SS, as well as the measurement of the intermediate role of OA, through the indicators of 

conformity of alternative models on the one hand, and the model that achieves these indicators on the other 

hand. 
 

9.1. Coding of Variables 
  

 The main variables, sub-variables, and methods of measuring variables can be explained in the 

following table: 

Table (3): Description and Measuring of the Research Variables  

Methods of Measuring 
Variables 

Number of 
Statement 

Sub-Variables 
Main 

Variables 

Luthans, 2006 

6 Hope 

Psychological 
Capital 

In
d

ep
en

d
e

n
t 

V
a
ri

a
b

le
 

6 Optimism 

6 Resilience 

6 Self-efficacy 

24 Total  PsyCap 

Jansen 2005 7 
Optimization of  
Opportunities 

 
Organizational M

e

d
ia

t

in
g
 

V
a
r

ia
b

l

e
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7 
Search for New 
Opportunities 

Ambidexterity 

14 Total  OA 

Simon et al.. 2011;  
Joyce et al., 2004 

6 Limited Strategy 

Strategic Success 

D
ep

en
d

en
t 

V
a
ri

a
b

le
 

4 Effective Implementation 

4 Motivational Culture 

6 Horizontal Organization 

4 Transformational Leadership 

4 Continuous Innovation   

28 Total  SS 

 

9.2. Descriptive Analysis 
 

Before testing the hypotheses and research questions, descriptive statistics were performed to find out 

means and standard deviations of PsyCap, OA, and SS.  
 

Table (4) lists the mean and standard deviation among variables. The mean of each variable is more than 

3, and this result indicates that the study subjects in general have a higher level of PsyCap, OA and SS. The 

different facets of PsyCap (hope, optimism, resilience and self-efficacy) are examined. Most respondents 

identified the presence of self-efficacy (M=3.81, SD=1.16). This was followed by resilience (M=3.73, 

SD=1.16), hope (M=3.56, SD=1.17), and optimism (M=3.52, SD=1.17). 

Table (4) shows the mean and standard deviations of PsyCap, OA, and SS 

Variables The Dimension Mean 
Standard 
Deviation 

PsyCap 

Hope 3.560 1.174 

Optimism 3.529 1.178 

Resilience 3.738 1.168 

Self-Efficacy 3.812 1.166 

Total Measurement 3.660 0.978 

OA 

Optimization of Opportunities 3.511 0.999 

Search for New Opportunities 3.445 1.078 

Total Measurement 3.478 1.013 

SS 

Limited Strategy 3.755 1.090 

Effective Implementation 3.640 1.234 

Motivational Culture 3.501 1.020 

Horizontal Organization 3.332 1.040 

Transformational Leadership 3.735 1.167 

Continuos Innovation   3.769 1.151 

Total Measurement 3.611 0.906 
 

The different facets of OA (optimization of opportunities and search for new opportunities ) are 

examined. Most respondents identified the presence of optimization of opportunities (M=3.51, SD=0.999). This 

was followed by a search for new opportunities (M=3.44, SD=1.07). 

The different facets of SS (limited strategy, effective implementation, motivational culture, horizontal 

organization, transformational leadership, and continues innovation) are examined. Most respondents identified 

the presence of limited strategy (M=3.75, SD=1.09). This was followed by effective implementation (M=3.64, 

SD=1.23), motivational culture (M=3.50, SD=1.02), horizontal organization (M=3.33, SD=1.04), 

transformational leadership (M=3.73, SD=1.16), and continues innovation (M=3.76, SD=1.15). 
 

9.3. Evaluating Reliability 

 

ACC was used to evaluate the degree of internal consistency among the contents of the scale under 

testing. Table (5) shows the results of the reliability test for each variable of PsyCap, OA, and SS. 
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ACC was decided to exclude variables that had a correlation coefficient of less than 0.30 when the 

acceptable limits of ACC range from 0.60 to 0.80, in accordance with levels of reliability analysis in social 

sciences (Nunnally & Bernstein, 1994). 

To assess the reliability of the data, Cronbach’s alpha test was conducted. Table (4) shows the reliability 

results for PsyCap, OA and SS. All items had alphas above 0.60 and were therefore excellent, according to 

Langdridge’s (2004) criteria. 

The 24 items of PsyCap are reliable because the ACC is 0.966. The six items of hope scales are reliable 

due to the fact that the ACC is 0.949. The optimism, which consists of six items, is reliable since the ACC is 

0.941. The six items related to resilience are reliable as ACC is 0.966. Furthermore, the self-efficacy, which 

consists of six items, is reliable due to the fact that the ACC is 0.947.  

 

Table (5) Reliability of PsyCap, OA, and SS 

Variables The Dimension 
Number of 

Statement 
ACC 

PsyCap 

Hope 6 0.949 

Optimism 6 0.941 

Resilience 6 0.966 

Self-Efficacy 6 0.947 

Total Measurement 24 0.966 

OA 

Optimization of Opportunities 7 0.883 

Search for New Opportunities 7 0.972 

Total Measurement 14 0.950 

SS 

Limited Strategy 6 0.910 

Effective Implementation 4 0.949 

Motivational Culture 4 0.812 

Horizontal Organization 6 0.882 

Transformational Leadership 4 0.925 

Continuos Innovation   4 0.914 

Total Measurement 28 0.960 
 

 

The 14 items of OA because the ACC is 0.950. The optimization of opportunities, which consists of five 

items, is reliable since the ACC is 0.883 while the six items related to search for new opportunities is reliable as 

the ACC is 0.972.   

The 28 items of SS are reliable because the ACC is 0.960. The six items of limited strategy scales are 

reliable due to the fact that the ACC is 0.910. The effective implementation, which consists of six items, is 

reliable since the ACC is 0.949. The six items related to motivational culture are reliable as ACC is 0.812. 

Furthermore, the horizontal organization, which consists of six items, is reliable due to the fact that the ACC is 

0.882. The six items of transformational leadership scales are reliable due to the fact that the ACC is 0.925. The 

continues innovation, which consists of six items, is reliable since the ACC is 0.914. 
 

9.4. The Means, St. Deviations, and Correlation among Variables 
 

Table (6) Descriptive Statistics and Correlation Matrix for all Variables  

SS OA PsyCap 
Std. 

Deviation 
Mean Variables 

  1.000 0.978 3.660 
Psychological  

Capital 

 1.000 0.689** 1.013 3.478 
Organizational 

Ambidexterity 

1.000 0.875** 0.881** 0.906 3.611 
Strategic  
Success 

 

Table (6) shows correlation coefficients between the research variables, and results indicate the presence 

of a significant correlation between variables (PsyCap, OA, and SS). 

The level of PsyCap of employees is average (Mean=3.66; SD=0.978), while OA is higher (Mean=3.47; 

SD 1.01) which led to a high level of SS (Mean=3.61; SD 0.906).   
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Table (6) reveals the existence of a positive correlation between PsyCap and OA (R=0.689; P > 0.01), 

which means that the high level of PsyCap leads to higher OA. Also, the table shows that there is a positive 

correlation between PsyCap and SS (R= 0.881; P > 0.01), which means that the high level of PsyCap leads to 

higher SS. According to Table (6), there is a positive correlation between OA and SS (R=0.875; P > 0.01), 

which means that the high level of OA leads to higher SS.  
 

9.5. The Correlation between PsyCap and OA 

   

Table (7): Correlation Matrix among PsyCap and OA 
Research 

Variables 
1 2 3 4 5 

Hope 1     

Optimism 0.921** 1    

Resilience 0.755** 0.723** 1   

Self-Efficacy 0.334** 0.322** 0.515** 1  

Organizational Ambidexterity 0.571** 0.524** 0.775** 0.432** 1 
 

Note: ** Correlation is significant at 0.01 level 
Source: The researcher based on the outputs of SPSS, V.23, 2015 

 

Based on the Table (7), the correlation between PsyCap (Hope) and OA is 0.571. For PsyCap 

(Optimism) and OA, the value is 0.524 whereas PsyCap (Resilience) and OA show a correlation value of 0.775. 

Also, the correlation between PsyCap (Self-Efficacy) and OA is 0.432. The overall correlation between PsyCap 

and OA is 0.698.  
 

9.6. Psychological Capital and Organizational Ambidexterity  
 

The relationship between PsyCap and OA is determined. The first hypothesis to be tested is:  

There is no statistically significant relationship between PsyCap and OA at Teaching hospitals in Egypt. 
Table (8) MRA Results for PsyCap and OA 

The Variables of  

PsyCap    
Beta R R

2
 

1. Hope 0.113 0.571 0.326 

2. Optimism 0.161 0.524 0.274 

3. Resilience 0.785** 0.775 0.600 

4. Self-Efficacy 0.042 0.432 0.186 

 Multiple Correlation Coefficients (MCC) 
 Determination of Coefficient (DF) 
 The Value of Calculated F 
 Degree of Freedom 
 The Value of Indexed F 

 Level of Significance 

0.779 
0.606 

113.652 
4, 295 
3.31 

0.000 

* P <0 .05              ** P < 0.01 
 

   As Table (8) proves, the MRA resulted in the R of 0.779 demonstrating that the independent variables of 

PsyCap construe OA significantly. Furthermore, the value of R square, independent variables of PsyCap can 

explain 60% of the total factors in OA level. Hence, 40% is explained by the other factors. Therefore, there is 

enough empirical evidence to reject the null hypothesis. 

9.7. The Correlation between PsyCap and SS 

   

Table (9): Correlation Matrix among PsyCap and SS 
Research 

Variables 
1 2 3 4 5 

Hope 1     

Optimism 0.921** 1    

Resilience 0.755** 0.723** 1   

Self-Efficacy 0.334** 0.322** 0.515** 1  

Strategic Success 0.684** 0.677** 0.874** 0.707** 1 
 

Note: ** Correlation is significant at 0.01 level 
Source: The researcher based on the outputs of SPSS, V.23, 2015 
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Based on the Table (9), the correlation between PsyCap (Hope) and SS is 0.684. For PsyCap (Optimism) 

and SS, the value is 0.677 whereas PsyCap (Resilience) and SS show a correlation value of 0.874. Also, the 

correlation between PsyCap (Self-Efficacy) and SS is 0.707. The overall correlation between PsyCap and SS is 

0.881.  
 

9.8. Psychological Capital and Strategic Success 
 

The relationship between PsyCap and SS is determined. The second hypothesis to be tested is:  

There is no statistically significant relationship between PsyCap and SS at Teaching hospitals in Egypt. 
Table (10) MRA Results for PsyCap and SS 

The Variables of  

PsyCap    
Beta R R

2
 

1. Hope 0.039 0.684 0.467 

2. Optimism 0.162** 0.677 0.458 

3. Resilience 0.602** 0.874 0.763 

4. Self-Efficacy 0.357** 0.707 0.499 

 Multiple Correlation Coefficients (MCC) 
 Determination of Coefficient (DF) 
 The Value of Calculated F 
 Degree of Freedom 
 The Value of Indexed F 
 Level of Significance 

0.928 
0.862 

460.906 
4, 295 
3.31 
0.000 

* P <0 .05              ** P < 0.01 
 

   As Table (10) proves, the MRA resulted in the R of 0.928 demonstrating that the independent variables of 

PsyCap construe SS significantly. Furthermore, the value of R square, independent variables of PsyCap can 

explain 86% of the total factors in the SS level. Hence, 14% is explained by the other factors. Therefore, there is 

enough empirical evidence to reject the null hypothesis. 

 

9.9. The Correlation between OA and SS 

   

Table (11): Correlation Matrix among OA and SS 
Research 

Variables 
1 2 3 

Optimization of Opportunities 1   

Search for New Opportunities 0.904** 1  

Organizational Ambidexterity 0.845
** 

0.861
** 1 

 

Note: ** Correlation is significant at 0.01 level 
Source: The researcher based on the outputs of SPSS, V.23, 2015 

 

Based on the Table (11), the correlation between OA (Optimization of Opportunities) and SS is 0.845. 

For OA (Search for New Opportunities) and SS, the value is 0.861. The overall correlation between OA and SS 

is 0.875.  
 

9.10. Organizational Ambidexterity and Strategic Success 
 

The relationship between PsyCap and SS is determined. The third hypothesis to be tested is:  

There is no statistically significant relationship between OA and SS at Teaching hospitals in Egypt. 
Table (12) MRA Results for OA  and SS 

The Variables of  

OA    
Beta R R

2
 

1. Optimization of Opportunities 0.364 0.845 0.714 

2. Search for New Opportunities 0.532 0.861 0.741 

 Multiple Correlation Coefficients (MCC) 
 Determination of Coefficient (DF) 
 The Value of Calculated F 
 Degree of Freedom 
 The Value of Indexed F 
 Level of Significance 

0.875 
0.766 

485.650 
2, 297 
4.60 
0.000 

* P <0 .05              ** P < 0.01 
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   As Table (12) proves, the MRA resulted in the R of 0.875 demonstrating that the independent variables of 

OA construe SS significantly. Furthermore, the value of R square, independent variables of OA can explain 76% 

of the total factors in SS. Hence, 24% is explained by the other factors. Therefore, there is enough empirical 

evidence to reject the null hypothesis. 
 

9.11. OA as a Mediating Variable of the Relationship between PsyCap and SS 
 

 The study of the effect of the independent variable on the dependent variable through the intermediate 

variable is an important subject in social studies. The researcher relied on Holmbeck (1997) to measure the role 

of OA as an intermediate variable in interpreting the impact of PsyCap on SS by testing the following model.  
 

 

 This model is based on the indirect effect of the independent variable (PsyCap) and the dependent variable 

(SS) through the intermediate variable (OA). The structural model of the partially mediated model can be 

illustrated in Figure (4). It is clear that there is an indirect influence between the PsyCap (the independent 

variable) on SS (the dependent variable) and the OA (the mediating variable). 

Figure (2): The Structural Model of the Search Variables 

 
 

Source: The researcher based on the outputs of AMOS, V.23, 2015    

The different indicators of the quality of the partial mediation model can be explained by the following table: 

Table (13): Match Quality Indicators for the Direct Impact Model of Search Variables 

Acceptance  Condition
)*(

 Test Value Test the Quality of the Model 

(X2 /df) < 5 2019.794 X2 / Degree of freedom 

P> 0.5 0.000 P. value 

GFI > 0.90 0.842 Goodness of fit Index (GFI) 

TLI > 0.9 0.504 Tuker-Lewis Index (TLI) 

CFI > 0.95 0.609 Comparative Fit Index (CFI) 

NFI > 0.90 0.604 Normed Fit Index (NFI) 

IFI > 0.9 0.610 Incremental Fit Index (IFI) 

   )*( Daire et al., 2008 
Source: The researcher based on the outputs of AMOS, V.23, 2015 
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 In light of the above-mentioned indicators, it is clear that the model achieved good indicators according to 

the results of the analysis, where the value of (X
2
/degrees of freedom) 2019.794 which is greater than (5), and 

the value of P is significant.  

 Also, the index of the Goodness of fit Index (GFI = 0.842) is less than (0.9), in addition to the Tuker-

Lewis Index (TLI = 0.504), which is less than (0.9), as well as the Comparative Fit Index (CFI = 0.609), less 

than (0.9), the Normed Fit Index (NFI = 0.604), less than 0.9, and the Incremental Fit Index (IFI = 0.610), 

which is less than 0.9. 

 Accordingly, it should be noted that all the previous indicators confirm that all model estimates are 

significant, which shows that there is an indirect relationship between PsyCap and SS through OA; that is, OA 

plays the role of partial mediation between PsyCap and SS at Teaching Hospitals in Egypt.  

 From the previous table, there is a significant effect of OA (mediating variable) on the relationship 

between PsyCap (independent variable) and SS (dependent variable). 

According to the above-mentioned results, it was decided to reject the null hypothesis that said "there is 

no significant effect of OA a mediating variable of the relationship between PsyCap and SS at Teaching 

Hospitals in Egypt." The alternative hypothesis was accepted after it was found that that there is a 

significant effect of PsyCap (independent variable) on SS (dependent variable) through the mediating 

variable (OA), that is, OA plays the mediating role on the relationship between PsyCap and SS. This 

decision was based on the value of the X
2
/degrees of freedom, the value of P, the GFI, TLI, CFI, NFI, IFI. 

 

10. Research Results  
 

By reviewing the results of the descriptive analysis of the data on which the study was based and testing 

the hypotheses of the research, the study reached a set of results as follows: 

1. Findings support the view that the dimensions of PsyCap (hope, optimism, resilience, and self-efficacy) 

were positively related to OA (optimization of opportunities and Search for New opportunities) at Teaching 

Hospitals in Egypt. The results are consistent with research conducted by Erkutlu, 2013; Gooty et al., 2009; 

Luthans & Youssef, 2007; and Avey et al., 2006. 

2. The results support the view that PsyCap is positively related to SS (limited strategy, effective 

implementation, motivational culture, horizontal organization, transformational leadership, continuous 

innovation) at Teaching Hospitals in Egypt. The results are consistent with research conducted by 

Quisenberry, 2015; Nafei, 2015; Paek et al., 2015; Avey et al., 2014; Abdelwahab, 2013; Avey, et al., 2010, 

and Gooty et al, 2009. 

3. The results support the view that OA is positively related to SS at Teaching Hospitals in Egypt. The results 

are consistent with research conducted by Tempelaar, 2010; Cao et al., 2010; Jansen et al., 2009; Han et al, 

2001; and Wei et al., 2014. 

4. There is a positive effect of OA as a mediating variable in explaining the effect of PsyCap on SS at 

Teaching Hospitals in Egypt; that is, OA plays the mediating role in the relationship between PsyCap and 

SS at Teaching Hospitals in Egypt. There is an impact on PsyCap on SS through OA. The results are 

consistent with research conducted by Jurksiene & Pundiziene, 2016; Chang & Hughes, 2012; Bouzari & 

Karatepe, 2017; Peng et al., 2013; Wang et al., 2012, and Zhao & Zhang 2010.  
 

11. Recommendations 
 

In the light of the previous results, the researcher concluded with a set of recommendations summarized as 

follows: 

1. Managers at Teaching hospitals in Egypt can help their employees, through training interventions, to 

develop their PsyCap.  

2. Managers at Teaching hospitals in Egypt should be careful in assigning relatively stressful tasks to those 

who are low on PsyCap as these individuals are more likely to report job stress.  
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3. Managers at Teaching hospitals in Egypt should pay attention to building and strengthening the PsyCap of 

their workers. There are specific guidelines and numerous successful applications in the positive psychology 

literature for enhancing hope, optimism, resiliency, and self-efficacy.  

4. Managers at Teaching hospitals in Egypt can enhance the PsyCap in one’s organization to improve 

performance and competitive advantage.  

5. Managers can provide opportunities to build their own PsyCap and that of their associates through 

successful practice.  

6. Managers at Teaching hospitals in Egypt can invest in PsyCap by encouraging learning among employees. 

The more developed employees’ positive psychological states become, the higher their PsyCap to draw 

from in dealing with the increasing demands and pressures of today’s organizations. 

7. Managers at Teaching hospitals in Egypt should recognize that the level of an employees’ PsyCap may play 

a role in leveraging what a positive organizational climate can contribute to OA and SS. 

8. Managers at Teaching hospitals in Egypt may look for employees who are high in terms of PsyCap. Not 

only has PsyCap been shown to be directly related to higher levels of performance and OA, but it is also 

logical that employees who are more hopeful, resilient, optimistic, and confident can provide higher values 

to an organization than can employees who are lower in these psychological capacities.  

9. Managers at Teaching hospitals in Egypt should take measures to increase employees’ identification with 

their organization, such as striving for a higher organizational purpose. This might enhance employees’ 

feeling that they are working for a higher good and higher moral standards. 

10. The need to focus on the four dimensions of PsyCap and use them to increase OA among employees at 

Teaching hospitals in Egypt. 

 As for hope, it affects the attitudes of employees and then influences the feelings of OA and SS at 

Teaching hospitals in Egypt. 

 As for resilience, an individual's ability to adapt and be flexible may affect the level of OA at Teaching 

hospitals in Egypt.  

 As for optimism, the level of an individual affects the level of his ability to deal with adverse events in 

the work environment and then controls the feelings of OA at Teaching hospitals in Egypt.  

 As for self-efficacy, the decline in self-efficacy makes an individual contribute significantly to the 

increase OA at Teaching hospitals in Egypt.  

 

11. The need to train managers at Teaching hospitals in Egypt on how to develop the four dimensions of 

PsyCap through training courses targeting the spread of the spirit of hope and optimism  among managers, 

and equipping them with skills to deal with different situations in order to ensure the achievement of 

positive feedback in the work environment.   

12. Managers at Teaching hospitals in Egypt must attend the development of the PsyCap as a competitive 

advantage that can actualize very important goals such as OA and SS. 

13. Managers at Teaching hospitals in Egypt can increase the level of PsyCap by using short training sessions of 

one to three-hour micro-interventions in which they measure PsyCap before and after the interventions. 

14. Managers at Teaching hospitals in Egypt can increase PsyCap through Strengths, Opportunities, Aspirations 

and Results (SOAR). Teaching Hospitals SOAR encourages their employees to work together to create a 

shared understanding of the status of the organizations and construct their future through dialogue and 

commitment to action.  

 

References 
 

Abdelwahab, M. (2013). The Direct and Interactive Effects of Psychological Capital and Psychological 

Ownership on Work Attitudes and Withdrawal Behaviors. New Horizons for Business Studies, Faculty of 

Monifia, 3(4), PP.1-28. 



Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 8, Issue 11–Nov-2019 

http://www.casestudiesjournal.com  Page 20 

Adler, P. and Heckscher, C. (2011). Collaborative Community is the Basis of Organizational Ambidexterity, 

available at: https://msbfile03.usc.edu/digitalmeasures/padler/intellcont/version %209.7.2011.single-

1.pdf. 

Andriopoulos, C., and Lewis, W. (2009). Exploitation- Exploration Tensions and Organizational 

Ambidexterity: Managing Paradoxes of Innovation. Organization Science, 20(4), PP.696-717. 

Avey, J. (2014). The Left Side of Psychological Capital: New Evidence on the Antecedents of Psychological, 

Journal of Leadership & Organizational Studies, 21(2), PP.141-149.  

Avey, J. Avolio, B. and Luthans, F. (2010). Experimentally analyzing the impact of leader positively on 

follower positively and performance. Leadership Quarterly, 22, PP.282-294. 

Avey, J. Nimnicht J. and Pigeon N. (2010). Two field studies examining the association between positive 

psychological capital and employee performance, Leadership and Organization Development Journal, 31 

(5), PP.384-401. 

Avey, J. Patera, J. and West, B. (2006). The Implications of Positive Psychological Capital On Employee 

Absenteeism, Journal of  Leadership and Organizational studies, 13(2), PP.42-60. 

Avey, J., Luthans, F., Smith, R., & Palmer, N. (2010). Impact of positive psychological capital on employee 

well-being over time, Journal of Occupational Health Psychology, 15(1), PP.17-28. 

Avey, J.B., Patera, J.L., & West, B.J. (2006). Positive psychological capital: A new approach for understanding 

absenteeism. Journal of Leadership and Organizational Studies, 13(2), 42-60.  

Bandura, A. (2012). On the functional properties of perceived self-efficacy revisited. Journal of 

Management,38, PP.9–44. 

Bierly, E., and Daly, P.(2007). Alternative Knowledge Strategies, Competitive Environment, and 

Organizational Performance in Small Manufacturing Firms. Entrepreneurship theory and practice,31, 

PP.493-516. 

Bockorny, K. (2015). Psychological capital, courage, and entrepreneurial success (Order No. 3725236). 

Available from Pro Quest Dissertations and Theses Global: Business. (1710724844). 

Bodwell, W. (2011). A Theoretical Model of Organizational Ambidexterity in Hospitals, Doctorate 

Dissertation, Colorado State University, Colorado. 

Bouzari, M., and Karatepe, O. (2017). Test of a mediation model of psychological capital among hotel 

salespeople. International Journal of Contemporary Hospitality Management, 29(8), PP.2178-2197.  

Cao, Q. Simsek, Z. and Zhang, H. (2010). Modeling the Joint Impact of the CEO and the TMT on 

Organizational Ambidexterity'', Journal of Management Studies ,Vol.(47), No.7, PP.1272- 1296. 

Chang, Y and Hughes, M, (2012). Drivers of innovation ambidexterity in small- to medium-sized firms'', 

European Management Journal ,Vol.(30),No.1, PP.1-17. 

Chen, D. and Lim, V. (2012). Strength in adversity: The influence of psychological capital on job search. 

Journal of Organizational Behavior,33(6), PP.811-839. 

Corner, K. (2015). Exploring the reliability and validity of research instruments to examine secondary school 

principals' authentic leadership behavior and psychological capital (Order No. 3700927). Available from 

ProQuest Dissertations and Theses Global: Business. (1679438540). 

Daniel W., (1999). Biostatistics: A Foundation For Analysis in the Health Sciences. 7th edition. New York, 

John Wiley & Sons. 

Danzinger, F. and Dumbach, M. (2011). Communities for Innovation as Enablers of Cyclical Ambidexterity in 

SMEs, www.user.tu-berlin.de/komm/CD/paper/060233.pdf  

David, F. (2009). Strategic Management: Concepts and Cases, New Jersey, Prentice Hall Inc. 

Dzinkowski, R., (2000). The measurement and management of Intellectual Capital: An Introduction, 

Management Accounting: Magazine of chartered Management Accountants, 18(2), PP. 34-47. 

Eisenberg, E. Johnson, Z., and Pieterson, W. (2015). Leveraging social networks for strategic 

success. International Journal of Business Communication, 52(1), PP.143-154.  

Erkutlu, H. (2013). Effects of trust and psychological contract violation on authentic leadership and 

organizational deviance. Management Research Review, 36(9), PP. 828 – 848. 

https://msbfile03.usc.edu/digitalmeasures/padler/intellcont/


Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 8, Issue 11–Nov-2019 

http://www.casestudiesjournal.com  Page 21 

Ghurchiau, N., Jafari, P., and H., (2010). Designing a model for Performance Evaluation in Iranian Universities 

Based on the Organizational Success Indicators, European Journal of Social Sciences, 17 (3), PP.434-441 

Gibson, C. and Birkinshaw, J. (2004). The Antecedents, Consequences, and Mediating Role of Organizational 

Ambidexterity, Academy of  Management Journal 2004, 47 (2), PP. 209–226. 

Gohel, K. (2012). Psychological Capital as a Determinant of Employee Satisfaction. International Referred 

Research Journal, 3(36), PP.34-37. 

Gooty J., Gavin M., Johnson P. Frazier M. and Snow D. (2009). In the Eyes of the Beholder: Transformational 

Leadership, Positive Psychological Capital, and Performance. Journal of Leadership and Organizational 

Studies, 15(4), May, PP.353-367. 

Han, J. Kim, N. and Kim, H. (2001). Entry Barriers: A Dull-, One-, or Two-Edged Sword for Incumbents? 

Unraveling the Paradox from a Contingency Perspective'',Journal of Marketing, Vol.(65), No.1, PP. 1-14 

He, Z. and Wong, P. (2004). Exploration vs. Exploitation: An Empirical Test of the Ambidexterity Hypothesis, 

Organization Science, Vol.(15), No. 4, PP. 481-494. 

Holmbeck, G. N. (1997). Toward terminological, conceptual, and statistical clarity in the study of mediators 

and moderators: Examples from the child-clinical and pediatric psychology literatures. Journal of 

Consulting and Clinical Psychology, 65(4), 599-610. 

Im, G., and Rai, A. (2008). Knowledge Sharing Ambidexterity in Long-Term Inter organizational 

Relationships. Management science, 54(7), PP.1281-1296. 

Jansen, J. (2005), Ambidextrous Organizations, A Multiple-Level Study of Absorptive Capacity, Exploratory 

and Exploitative Innovation and Performance, unpublished PH.D. Dissertation, Erasmus Research 

Institute of Management (ERIM), Erasmus University Rotterdam. 

Jansen, J. Tempelaar, M. Vanden B. Frans A. and Volberda, H. (2009). Structural Differentiation and 

Ambidexterity: The Mediating Role of Integration Mechanisms'', Organization Science, Vol. (20), No. 4, 

PP. 797–811. 

Jansen, J., George, G., Van, D., Bosch F., and Volberda, H. (2008). Senior Team Attributes and Organizational 

Ambidexterity: The Moderating Role of Transformational Leadership. Journal of Management Studies , 

45(5), PP.982- 1007. 

Javidan, M., and Walker, J. (2013). Developing Your Global Mindset The Handbook for Successful Global 

Leaders. Beaver's Pond Press. 

Johnson G. and Scholes,  K. (2002). Exploring Corporate Strategy, 7th ed Prentice –Hall Financial Times 

Joyce, B., Weil, M., & Calhoun, E. (2004). Models of Teaching (7th ed.). Boston, Allyn and Bacon. 

Jurksiene, L. and Pundiziene A. (2016). The relationship between dynamic capabilities and firm competitive 

advantage: The mediating role of organizational ambidexterity, European Business Review, 28(4), PP. 

431-448.,206. 

Kaplan, R. and Norton, D. (2005). The balanced scorecard: measures that drive performance, Harvard Business 

Review, 83(7), PP. 172-181. 

Kyriakopoulos, K. and Moorman, C. (2004). Tradeoffs in marketing exploitation and exploration strategies: 

The overlooked role of market orientation'', International Journal of Research in Marketing , Vol. (21), 

PP. 219–240. 

Langdridge, D. (2004). Introduction to Research Methods and Data Analysis. Harlow: Pearson Education. 

Larson, M., Luthans, F. (2006). Potential Addes Value of Psychological Capital in Predicting Work Attitudes // 

Journal of Leadership and Organizational Studies, vol. 13(1), PP. 45 – 62. 

Lima, J. (2015). Power, trust, police unions, and police managers: A quantitative research study (Order No. 

3732850). Available from ProQuest Dissertations and Theses Global: Business. (1735405659). 

Lubatkin, M. Simsek, Z. and Veiga, J. (2006). Ambidexterity and Performance in Small-to Medium-Sized 

Firms: The Pivotal Role of Top Management Team Behavioral Integration'', Journal of Management, 

Vol.(32), No. 5, PP. 646-672. 

Luthans F, Avey J, Avolio B, Norman S, Combs G. (2006). Psychological capital development: Toward a 

micro-intervention. Journal of Organizational Behavior, 27, 387–393. 



Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 8, Issue 11–Nov-2019 

http://www.casestudiesjournal.com  Page 22 

Luthans F, Avolio B, Walumbwa F, Li W. (2005). The psychological capital of Chinese workers: Exploring the 

relationship with performance. Management and Organization Review, 1, 247–269. 

Luthans F, Luthans KW, Luthans B (2004) Positive psychological capital: Beyond human and social capital. 

Business Horizons, 47(1), PP. 45-50. doi:10.1016/j.bushor.2003.11.007. 

Luthans F, Youssef C (2004) Human, Social, and Now Positive Psychological Capital Management:: Investing 

in People for Competitive. Advantage - Organizational Dynamics, 33(2): 143-160. 

doi:10.1016/j.orgdyn.2004.01.003. 

Luthans F. (2005). The Linkage between Psychological Capital and Commitment Organizational Mission: A 

Positive Resource for Combating Employee Stress and Turnover, Human Resource Management, 48(5), 

PP.677-689.  

Luthans, F. (2002). Positive organizational behavior: Developing and managing psychological strengths for 

performance improvement. Academy of Management Executive, 16v(1), PP. 57–72. 

Luthans, F. (2002).The need for and meaning of positive organizational behavior, Journal of Organizational 

Behavior,23 (6), PP.695–706. 

Luthans, F., and Youssef-Morgan, C. (2017). Psychological Capital: An Evidence-Based Positive Approach. 

Annual Review of Organizational Psychology and Organizational Behavior, 4(1), PP.17.28 

Luthans, F., Avolio, B., Avey, J. B., & Norman, S. M. (2007). Psychological capital: Measurement and 

relationship with performance and job satisfaction. Personnel Psychology, 60, 541–572. 

Madsen, P. and Desai, V. (2010). Failing to Learn? The Effects of Failure and Success on Organizational 

Learning in the Global Orbital Launch Vehicle Industry, Academy of Management Journal, Vol. 53, No. 

3, PP.451–476. 

Masten, A. and Reed, M. (2002). Resilience in development, In Snyder C.R. and Lopez,S. (Eds.) Handbook of 

Positive Psychology, Oxford, UK: Oxford University Press. 

McDowell, (2010). The efficacy of strategies to mitigate the loss of phosphorus from pastoral land use in the 

catchment of Lake Rotorua Report for Environment Bay of Plenty August. 

Murray, C. (2014). A qualitative study on minority men and women's perceived barriers to senior executive 

service advancement (Order No. 3647300). Available from ProQuest Dissertations and Theses Global: 

Business. (1630026811). 

Nafei, W. (2015). The Effects of Psychological Capital on Employee Attitudes and Employee Performance: A 

Study on Teaching Hospitals in Egypt. International Journal of Business and Management,10 (3), PP.249- 

270.  

Newman, A., Ucbasaran, D., Zhu F., and Hirst, G. (2014).  Psychological capital: A review and synthesis. 

Journal of Organizational Behavior,35, PP.120–138. 

Norman, S. (2006). The role of trust: Implications for psychological capital and authentic leadership. 

Unpublished Doctoral Dissertation. University of Nebraska. 

Nunnally, J.C. and Bernstein, I.H. (1994) The Assessment of Reliability. Psychometric Theory, 3, 248-292. 

Paek, S., Schuckert, M., Kim, T. and Lee, G. (2015).Why is hospitality employees’psychological capital 

important? The effects of psychological capital on work engagement and employee morale, International 

Journal of Hospitality Management 50, PP.9–26  

Patel, P. Messersmith, J. & Lepak, D. (2013). Walking the Tightrope: An Assessment of the Relationship 

between High-Performance Work Systems and Organizational Ambidexterity, Academy of Management 

Journal, 56(5), PP.1420-1442. 

Peng, J., Jiang, X., Zhang, J., Xiao, R., Song, Y., Feng, X., and Miao, D. (2013). The impact of psychological 

capital on job burnout of Chinese nurses: the mediator role of organizational commitment, 8(12), PP. 84-

193.  

Peterson, S. Luthans, F, Avolio, B. Walumbwa, F. and Zhang, Z. (2011). Psychological Capital and Employee 

Performance: A Latent Growth Modeling Approach. Personnel Psychology, 64, PP.427-450. 

https://journals.aom.org/doi/10.5465/AMJ.2010.51467631
https://journals.aom.org/doi/10.5465/AMJ.2010.51467631
https://journals.aom.org/doi/full/10.5465/amj.2010.51467631
https://journals.aom.org/doi/full/10.5465/amj.2010.51467631
https://journals.aom.org/journal/amj
https://journals.aom.org/toc/amj/53/3
https://journals.aom.org/toc/amj/53/3


Impact Factor 3.582   Case Studies Journal ISSN (2305-509X) – Volume 8, Issue 11–Nov-2019 

http://www.casestudiesjournal.com  Page 23 

Poon, R. (2013). The impact of securely attached and integrated leadership on follower mental health and 

psychological capital, (Order No. 3576852). Available from ProQuest Dissertations and Theses Global: 

Business. (1466612543). 

Popadić, M. Černe, M. and Milohnić1, M. (2015), Matej Černe2, (2015). Organizational Ambidexterity, 

Exploration, Exploitation and Firms Innovation Performance Ines Milohnić1, University of Rijeka, 

Faculty of Tourism and Hospitality Management Opatija, Croatia, Organizacija, Volume 48. 

Prieto, I. and Santan, P. (2012). Building Ambidexterity: The Role of Human Resource Practices in the 

Performance of Firms From Spain, Human Resource Management, Vol. 51, No. 2. PP. 189–212. 

Quisenberry, D. (2015). Testing the internal validity of psychological capital: A laboratory experiment utilizing 

neuro physical and psychological measures (Order No. 3717973). Available from ProQuest Dissertations 

and Theses Global: Business. (1710478191) 

Raisch, S., and Birkinshaw, J. (2008). Organizational Ambidexterity: Antecedents, Outcomes, and Moderators. 

Journal of Management, 4, PP.375-409. 

Schmitt A., Gielnik M. Zacher H., and Klemann D. (2013). The motivational benefits of specific versus general 

optimism. Journal of Positive Psychology,8, PP.425–434. 

Seligman, M. (2002). Authentic happiness: Using the new positive psychology to realize your potential for 

lasting fulfillment. New York: Free Press. 

Shoo, (2010). When to be and How to be Ambidextrous, The Relationship between Environmental Pressures 

Innovation Strategy and Organizational Capabilities, China, 

http://www.sciencebusiness.net/eif/documents/Open-innovation-in-SMEs.pdf. 

Siadat and Chaharmahali S. (2010). Achieving Organizational Ambidexterity: Understanding and explaining 

ambidextrous organizations, Master Thesis, Linkoping University. 

Simon, A., Kumar, V., Schoeman, P., Moffat, P., and Power, D. (2011). Strategic capabilities and their 

relationship to organizational success and its measures: Some pointers from five Australian 

studies. Management Decision, 49(8), PP.1305-1326. 

Simsek, Z. (2009). Organizational Ambidexterity: Towards a Multilevel Understanding, Journal of 

Management Studies, 46 (4), PP. 597-624. 

Taylor, A. and Helfat, C. (2009). Organizational Linkages for Surviving Technological Change: 

Complementary Assets, Middle Management, and Ambidexterity, Organization Science, 20 (4), PP. 718-

739. 

Tempelaar, M (2010). Organizing for Ambidexterity: Studies on the pursuit of exploration and exploitation 

through differentiation, integration, contextual and individual attributes " University Rotterdam. 

Tran, Y. (2008). Ambidextrous organizational design in rapidly changing environment: A process perspective, 

Working paper in 25
th
 DRUID Conference Proceedings, Copenhagen. 

Waldron, D. Antonio, S. (2008). Transnationality: An Index of Strategic Success, International Journal of 

Business Strategy, Vol 8 ،No 2.. 

Walrave B. Oorschot K. and Romme, G. (2010), Ambidexterity and Getting Trapped in the Suppression of 

Exploration: A Simulation Model, Conference: Conference: Proceedings of the 17th International product 

development management conference, At Murcia, Spain 

Wang, Y., Liu, L., Wang, J., and Wang, L. (2012). Work-family conflict and burnout among Chinese doctors: 

the mediating role of psychological capital. Journal of occupational health, 54(3), PP.232-240.  

Wei, Z. Zhao, J. and Zhang, C. (2014). Organizational ambidexterity, market orientation, and firm 

performance'', Journal of Engineering and Technology Management, Vol.(33), PP.134–153. 

Yigit, M. (2013). Organizational Ambidexterity: Balancing Exploitation and Exploration in Organizations, 

Blekinge Institute of Technology School of Management Master in Innovation, Entrepreneurship and 

Business Development 

Zhao, J., and Zhang, X. (2010). Work stress and job burnout: the moderating effects of psychological 

capital. Journal of Henan Normal University (Natural Science), 38(3), PP.139-143. 

http://www.sciencebusiness.net/eif/documents/Open-innovation-in-SMEs.pdf
https://pubsonline.informs.org/action/doSearch?text1=Taylor%2C+Alva&field1=Contrib

