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Abstract:  
 The current study aims to provide an in-depth theoretical analysis of the relationship between 
organisational ambidexterity and organisational identity by investigating the scope of 
complementarity or contradiction between these two concepts in the contemporary organisational 
context. The article focused on clarifying the basic concepts of organisational ambidexterity as an 
organisation's ability to innovate and adapt, and organisational identity as the value and cultural 
framework that guides the behaviour of individuals within the organisation. The article also reviewed 
theoretical trends that addressed the interaction between ambidexterity and identity, highlighting the 
factors that may lead to harmony or conflict between them, especially in light of organisational 
change and transformation processes. The study concluded that the relationship between 
organisational ambidexterity and organisational identity is an intricate one, ranging from 
complementarity to contradiction. Ambidexterity can enhance identity if it is consistent with it, while 
tension between the two can lead to organisational fluctuation and decreasing performance. 
Keywords: Organisational ambidexterity, organisational identity, business organisations. 
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1. Introduction:  
Organisational ambidexterity and organisational identity are vigorous topics in 

contemporary management literature, as both are closely related to the efficiency of 
institutional performance and to the ability of organisations to adapt to ongoing changes in 
their internal and external environments. Organisational ambidexterity is viewed as the ability 
to innovate and continuously improve processes and procedures. At the same time, 
organisational identity reflects the values and culture of the organisation, which determine 
how individuals within the organisation interact with its components. Although the two terms 
are often linked to shared values and goals, questions arise about the extent to which these 
two concepts complement or conflict in the context of the challenges facing contemporary 
organisations. This topic is critical in light of the rapid and successive developments 
organisations are experiencing in the fields of technology, management, and innovation. The 
relationship between organisational ambidexterity and organisational identity has raised many 
questions about whether this relationship represents a complementary one that enhances 
organisational efficiency, or whether it creates tension and divergence that may negatively 
impact performance. 

 In multiple cases, an excessive focus on organisational ambidexterity may distort or 
erode organisational identity. In contrast, in other cases, a strong organisational identity may 
help enhance the ability to innovate and adapt. Therefore, understanding this relationship 
requires careful study to discover the extent to which both ambidexterity and identity 
influence organisational effectiveness and success. 

 The current study aims to analyse the relationship between organisational 
ambidexterity and organisational identity in modern work environments. We will focus on 
how the two complement each other and impact organisational performance, and whether this 
relationship is complementary or contradictory. Therefore, the study seeks to answer several 
key questions to gain a deeper understanding of this relationship and provide practical 
guidance for organisations. 
2. The methodological section:: 
2.1 Research Problem: 
In light of the foregoing discussion, the central problem guiding this study is as follows: 
 •  Does the relationship between organisational ambidexterity and organisational 
identity constitute a form of integration that enhances organisational performance, or does a 
contradiction between them exist that can negatively affect outcomes? 
2.1 Sub-Questions: 

o From this problem statement, the following sub-questions arise: 
o How can the influence of organisational ambidexterity on organisational identity 

within firms be explained? 
o What factors may generate contradictions or tensions between organisational 

ambidexterity and organisational identity? 
o Can organisational identity support—or impede—the strengthening of organisational 

ambidexterity? 
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o How is the relationship between ambidexterity and identity reflected in contexts of 
organisational change and transformation? 

2.2 Hypotheses: 
- To address these questions, the study advances the following hypotheses: 
- H1: Organisational ambidexterity reinforces organisational identity and contributes to 

improved organisational effectiveness. 
- H2: Tensions between organisational ambidexterity and organisational identity exert 

an adverse effect on institutional performance. 
- H3: A strong organisational identity supports and facilitates the development of 

organisational ambidexterity. 
- H4: A balanced relationship between ambidexterity and identity contributes to the 

success of organisational change initiatives. 
2.3 Significance of the Study: 
 The present study examines the complex and usually intricate relationship between 
organisational ambidexterity and organisational identity, and specifies how this relationship 
shapes performance and to what extent. The findings will guide managers and decision-
makers on how to optimise the interaction between ambidexterity and identity to strengthen 
competitiveness and foster institutional innovation. The study also contributes to theoretical 
literature and managerial best-practices repertoire on management and organisational 
development. 
2.4 Objectives: 
The current study aims to:  

 Analysing the relationship between organisational ambidexterity and organisational 
identity; 

 Examining how their integration influences organisational performance; 
 Identifying the factors that may generate contradictions or tensions between 

ambidexterity and identity. 
 Elucidating the role this relationship plays in contexts of organisational change and 

transformation. 
2.5 Methodology: 
 The study adopts a descriptive–analytical approach, conducting a critical review and 
synthesis of the relevant literature and theoretical approaches on organisational ambidexterity 
and organisational identity. In this sense, the main objective is to build a conceptual 
framework that better captures the nature of their relationship and to generate theoretical 
insights that deepen academic understanding of this topic. 
3. Theoretical Framework of Organisational Ambidexterity: 
3.1 Definition and core characteristics of organisational ambidexterity: 
3.1.1  Definition of organisational ambidexterity: 

 Organisational ambidexterity has emerged as a central construct in contemporary 
organisation theory, though definitions vary according to firms’ strategic objectives and 
contexts. At its core, the concept denotes a dynamic balance between exploration (searching 
for and experimenting with new opportunities) and exploitation (leveraging existing 
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competencies and assets) within a flexible organisational architecture that enables the firm 
simultaneously to meet current business demands and adapt to environmental change. 

Sebastian et al. (2009) describe ambidexterity as a “new research model” in organisation 
theory and they note that several foundational issues remain contested. They define it as the 
capacity of an organisation to align and efficiently manage present business requirements 
while, at the same time, adapting to shifts in its environment.  

 In a similar vein, Li and Huang (2012) conceptualise ambidexterity as the ability to 
execute strategy successfully by concurrently exploiting current capabilities and exploring 
novel opportunities, thereby supporting long-run performance. 

 Addressing the classic exploration–exploitation trade-off, Wan et al. (2017) identify 
three organisational logics for managing it: structural separation (distinct units for exploration 
and exploitation), temporal separation (sequencing the two over time), and 
contextual/domain-based ambidexterity (designing a setting in which individuals and units 
can fluidly engage in both, depending on situational cues). 

  On this account, organisations can pursue exploration and exploitation in parallel 
while preserving unit-level differentiation. 

Consistent with these perspectives, Glaister, Ahammad, and Junni (2015) define 
organisational ambidexterity as the ability to perform exploration and exploitation in a 
balanced and simultaneous manner, accompanied by organisational changes that stem from 
embracing multiple, seemingly contradictory processes within the same firm. Kafetzopoulos 
(2021) likewise frames ambidexterity as a behavioural composite characteristic of 
organisations that achieve high, simultaneous levels of exploitation and exploration, thereby 
managing day-to-day operations efficiently without sacrificing future adaptability. 

 Accordingly, organisational ambidexterity is not reducible to innovation or operational 
excellence alone; rather, it is an organisational equation—rooted in structural flexibility, 
process governance that enables disciplined experimentation, and a culture that legitimises 
productive tension between the new and the established—through which firms convert 
apparent contradictions into enduring performance advantages. 

 In addition to the formulations cited above, organisational ambidexterity has been 
defined as the capacity of the firm to analyse and adapt to internal and external environmental 
contingencies, its ability to remain flexible in the face of external change, and its competence 
in apprehending complex, interlocking conditions simultaneously ( Shatwan, Al-Naaji, 
2025:52). It has also been described as a managerial approach that seeks a balanced 
integration between exploiting existing capabilities and exploring new opportunities, with the 
aim of optimising performance. 

 Synthesising these strands, we define organisational ambidexterity as the capability to 
sustain a dynamic, concurrent balance between exploration—oriented toward innovation and 
the discovery of future growth opportunities—and exploitation—focused on efficiency gains 
and the leverage of current resources—within a flexible organisational architecture that 
enables adaptation to complex environmental shifts and supports balanced strategic decision-
making that advances both current and future performance. 
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3.1.2. Core characteristics of organisational ambidexterity: 
 Organisational ambidexterity denotes a firm’s proficiency in rapid adaptation, 

opportunity capture, and effective threat response. Its principal characteristics can be 
summarised as follows (Teece, 2020: 87): 

 Strategic and operational flexibility: the ability to recalibrate strategies and 
processes swiftly in response to external change. 

  Agile leadership: decision-makers who act quickly, sponsor innovation, and 
empower teams. 

  Organisational learning: systematic encouragement of experimentation, with 
lessons codified from both successes and failures. 

  Customer centricity: continuous sensing of evolving customer needs and 
responsive reconfiguration. 

 Empowerment and decentralisation: delegation of decision rights to accelerate 
local problem-solving. 

  Technological integration: leveraging digital tools and data-driven analytics to 
enhance efficiency and judgment. 

  Cross-functional collaboration: coordinated work across units to align 
exploration and exploitation goals. 

  Operational resilience: maintaining continuity of core operations under 
disruption and volatility. 

 Taken together, these properties pivot on swift adaptation through operational 
flexibility and decentralised decision-making, underwritten by innovation-oriented 
leadership, continuous learning, and a deep customer focus. Ambidextrous firms harness 
technology and internal collaboration to ensure business continuity and renewal in turbulent 
environments. 
3.2 The Importance of Organisational Ambidexterity: 

 In strategic management scholarship, organisational ambidexterity occupies a pivotal 
position because it articulates how firms navigate the tension between innovation and 
efficiency. Its importance lies in enabling organisations to reconcile short-term performance 
pressures with long-term renewal, to absorb environmental uncertainty, and to translate 
adaptive capacity into sustained competitive advantage. By institutionalising the dual logics 
of exploration and exploitation—rather than trading one off against the other—ambidexterity 
offers a coherent pathway for superior performance, robust change management, and durable 
organisational development. We can also summerise the main importance of organisational 
ambidexeterity into the following elements ( Shatwan, Al-Naaji, 2025:53): 

- It enhances individuals' ability to go beyond their traditional roles through self-
initiative and exploit opportunities outside their direct job responsibilities. 

- It supports employees' independence in decision-making and implementation without 
the need to constantly refer to senior leadership, which contributes to accelerating response 
to change. 

- It encourages individuals to engage in activities focused on adapting to new 
opportunities, provided they are consistent with the organization's overall strategic objectives. 
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- It reflects employees' ability to adapt and adjust to changes, enhancing functional 
cohesion and harmony within the work environment. 

- It contributes to establishing a culture of sustainable innovation by balancing the 
exploitation of current resources with the exploration of future growth potential, ensuring 
sustained organizational performance and competitive advantage. 

- It enables the organization to manage internal tensions arising from the balance 
between innovation requirements and effective implementation requirements, thus enhancing 
operational stability and achieving long-term strategic objectives.  

It is clear that organizational ambidexterity is not merely a management approach, but 
rather an integrated framework that reflects an organization's readiness to cope with change 
by stimulating initiative, expanding autonomy, and efficiently managing internal tensions. 
Thus, it forms a vital foundation for sustainable performance and enhancing competitive 
excellence in the long term (Tushman & O'Reilly, 1996: 30). 
3.3 Approaches and Dimensions of Organisational Ambidexterity: 
3.3.1 Approaches to Achieving Organisational Ambidexterity:  

 Management literature indicates four main approaches that contribute to achieving 
organisational ambidexterity within organisations: the informal organisation approach, the top 
management leadership approach, the contextual approach, and the individual approach. 
Researchers Huang  and Tempelaar (2010) discussed these approaches as practical 
frameworks through which organisations can develop their adaptive and innovative 
capabilities in environments characterised by instability and constant change. 

  The Informal Organisation Approach: This approach is based on the social 
dimensions within the organisation, where a network of informal relationships 
is formed between individuals based on shared values and convergent 
organisational beliefs, elements that often stem from the prevailing 
organisational culture. This type of relationship contributes to creating an 
informal work environment that supports knowledge sharing and mutual trust, 
and provides a flexible basis for collaboration and experimentation (Moneta, 
Giovanni B, Etal, 2004:05).Accordingly, capitalising on these ties and funnelling 
them positively can lead to the emergence of informal organisational practices 
that support innovation and enhance the organisation's adaptability, without the 
need for formal structural changes. 

 Top Management Leadership Approach: This approach is based on the premise 
that effective leadership at the top levels of the organisation is an essential 
element in achieving organisational excellence. Top management possesses the 
ability to support innovative initiatives and guide the organisation toward 
achieving a balance between exploration and exploitation (Raisch & Birkinshaw, 
2008: 375). This is achieved by adopting structural flexibility, providing the 
necessary resources, and encouraging various business units to develop 
integrated solutions to manage internal contradictions, such as those resulting 
from multiple objectives and functions. This approach also requires leaders to 
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proactively gather information, identify future opportunities, and direct teams to 
exploit them efficiently. 

 The contextual Approach: This approach relies on the internal environment 
created by the organisation through its systems, values, and organisational 
instructions. This context is viewed as the framework that guides individual 
behaviour and motivates them to balance exploratory activities focused on 
innovation and renewal with exploitative activities focused on efficiency and 
sustainability. Therefore, this approach includes creating a supportive 
organisational environment that provides adaptability to performance variables 
and encourages individuals to move between various activities according to 
specific strategic priorities. This approach is pivotal in building "organisational 
ambidexterity" which enables an organisation to handle complex decisions with 
flexibility and speed. 

  The Individual Approach: This approach focuses on the individual capabilities 
and skills of human resources within an organisation, viewing individual 
creativity and innovation as a critical foundation for achieving organisational 
ambidexterity. Employees who possess specialised competencies, accumulated 
professional experience, and the ability to absorb the requirements of both 
exploitation activities (such as process improvement) and exploration activities 
(such as product development) are a key driver of organisational dexterity. This 
approach suggests that fostering innovation at the individual level and 
empowering employees to generate new ideas and transform them into practical 
applications is essential for building an organisation capable of continuous 
adaptation and renewal. 

In addition to these four approaches, some researchers have suggested the importance 
of a dynamic balance between exploration and exploitation as the essence of organisational 
dexterity. Several sub-concepts have been proposed to achieve this balance, including: 
contextual ambidexterity, which relies on individuals' ability to switch between roles and 
activities within the same organisational context; sequential ambidexterity, which is achieved 
through temporal alternation between exploration and exploitation phases; and structural 
ambidexterity, which relies on separating activities into different units within the organisation, 
with complementary coordination between them. These patterns are practical organisational 
tools for achieving the desired balance and ensuring continuity of performance and 
development in changing environments (O'Reilly Tushman, 2011:22). 
3.4 Dimensions of Organisational ambidexterity:  

The most important dimensions of organisational ambidexterity are: 
-The exploration Dimension: The exploration dimension represents one of the 

cornerstones of organisational ambidexterity, and it refers to an organisation's ability to 
continuously explore new opportunities and devise solutions that enable it to enhance its 
future performance. This dimension encompasses a range of activities and practices designed 
to develop organisational capabilities and explore new growth and expansion opportunities in 
an environment marked by rapid change and complexity. Exploration practices include 
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supporting continuous organisational learning, encouraging employees to acquire new skills, 
and stimulating creative thinking at all organisational levels. It also includes analysing global 
trends and technological and market developments to proactively prepare for changes and 
ensure the organisation's readiness to meet future challenges. Through this dimension, 
organisations seek to build strategic partnerships and engage in innovation and renewal 
projects, enhancing their competitiveness and long-term sustainability, and expanding their 
scope of influence in their external environment. 

- The exploitation Dimension: The exploitation dimension focuses on the optimal use of 
available resources and capabilities to achieve operational efficiency and maximise the 
organisation's current performance. This dimension includes a set of measures that contribute 
to improving internal operations, simplifying procedures, and increasing productivity, leading 
to the achievement of objectives with minimal waste. Exploitation practices include 
developing organisational structures, improving work and management systems, and utilising 
human, material, and financial resources efficiently. It also includes investing in employee 
training and development to raise the level of professional performance and enhance the 
organisation's operational capacity. This dimension is essential for ensuring the quality of 
services or products provided, achieving tangible results in the short term, rationalising costs, 
and improving resource allocation. Exploitation, therefore, contributes to enhancing internal 
stability and achieving the required balance with exploration activities, which constitutes one 
of the essential conditions for achieving organisational versatility. 

- The dimension of balance between exploration and exploitation: The balance between 
exploration and exploitation is the essence of organisational versatility, through which 
organisations seek to achieve harmony between activities related to exploring future 
opportunities (exploration) and optimal utilisation of existing resources (exploitation). This 
balance is an ongoing challenge, especially in volatile business environments that require 
innovation and renewal without compromising operational efficiency. This dimension 
manifests itself in the organisation's ability to allocate resources and administrative efforts 
flexibly to support both approaches, so that neither overwhelms the other. 

 Prominent practices of this dimension include designing flexible organisational 
structures, developing leadership mechanisms capable of managing tensions arising from 
differing priorities, and providing an organisational culture that embraces change while 
respecting stability. This balance also contributes to improving strategic decision-making and 
ensuring the organisation's continuity by maintaining effective performance in the present 
while being well prepared for the future. Therefore, this dimension represents the vital link 
between dynamism and stability within the organisation and is a prerequisite for achieving 
sustainability and competitive superiority in the short and long terms. 
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3.5 - Conditions and manifestations of organizational ambidexterity: 
3.5.1 Conditions of organizational ambidexterity: 

To effeiciently achieve satisfying levels of organizational ambidexterity within 
organizations, a set of essential pre-conditions must be met, as follows (Al-Ghams & Al-
Bishr, 2024:6): 

o Clarity of the dual strategic goal: The strategic goal must be clear and explicitly 
express the importance of both exploring new opportunities and exploiting 
existing resources, reflecting a balanced approach to formulating the overall 
direction of the organization. 

o  Defining a common organizational identity: This requires clarifying the vision 
and core values that connect the various organizational units, whether exploratory 
or exploitative, to enhance a sense of belonging and internal consistency. 

o Having a flexible and balanced organizational structure: Senior management 
must have clearly defined organizational units that combine exploration and 
exploitation and are capable of responding to environmental changes efficiently 
and effectively. 

o  Leadership's ability to manage tensions: Senior leadership must be able to 
withstand the natural tensions arising from the demands of exploration and 
exploitation and manage them in a manner that achieves a balance between 
innovation and efficiency. 

o Functional separation between units: It is essential to distinguish between units 
focused on exploration and those concerned with exploitation. Each unit has its 
own objectives, organizational structures, cultures, and operational processes, but 
they complement each other and benefit from common organizational assets. 

o Supporting a culture of learning and experimentation: A culture of continuous 
learning and openness to experimentation is essential to supporting 
organizational ambidexterity. It allows the organization to quickly adapt to 
changes and expand its innovative capabilities. 

o  A flexible and balanced reward system: The organization must design incentive 
systems that support both innovative (exploratory) efforts and operational 
(exploitation) processes, encouraging individuals to work effectively in both 
directions. 

Therefore, meeting the conditions for organizational ambidexterity is a strategic 
necessity for organizations seeking to enhance their ability to adapt to rapid environmental 
changes without compromising their operational efficiency. These conditions contribute to 
establishing a balanced organizational foundation that combines flexibility and stability and 
enables the integration of exploration and exploitation activities within an integrated 
framework. Activating these conditions is therefore a key entry point for achieving 
organizational excellence and enhancing sustainable competitiveness. 
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3.5.2 Manifestations of organisational ambidexterity:  
Organisational ambidexterity is demonstrated through several behaviours and patterns 
within the organisation, the most important of which are: 

> Individual initiative and opportunity seizing: Individuals demonstrate an 
apparent ability to go beyond their traditional roles by capitalising on available 
opportunities, even if they fall outside their direct responsibilities. 

> Independence in action: Individuals are motivated enough to make immediate 
decisions and act flexibly without the constant need to consult managers or seek 
prior permission. 

> Willingness to adapt to strategic opportunities: Employees are encouraged to 
participate in initiatives that align with the organisation's broader strategic 
directions, especially those that require adapting to new or emerging 
environments. 

> The ability to adapt and adapt organizationally: Individuals demonstrate a high 
degree of flexibility in interacting with internal and external variables, enhancing 
organisational cohesion and integration at the individual and collective levels. 

> Continuous innovation alongside operational efficiency: Organisational 
ambidexterity is demonstrated by the organisation's ability to maintain its 
operational efficiency while simultaneously creating and developing innovations 
that ensure future growth and expansion. 

> Learning from success and failure: One of the most prominent manifestations of 
organisational ambidexterity is the ability of individuals to learn from 
experiences, both successful and unsuccessful, and to use these experiences to 
develop improved future practices. 

> Manifestations of organisational ambidexterity embody an organisation's ability 
to achieve a balance between exploration and exploitation, through behaviours 
and practices that reflect adaptability, initiative, and alignment with strategic 
objectives. These manifestations indicate a flexible and stimulating 
organisational environment that supports innovation while maintaining 
efficiency, contributing to sustainable performance and excellence in a changing 
business environment. 

4. The theoretical framework of organisational identity: 
4. 1 The concept and importance of organisational identity: 
4.1. A- The concept of organisational identity:  
The concept of organisational identity has received increasing attention from researchers 

in various fields of social and organisational sciences due to its direct and indirect impact on 
many aspects related to the work environment and individual behaviour within organisations. 
Global interest in this concept began to grow in the late 1950s, particularly in the United 
States, as a result of growing minority issues and ethnic conflicts, along with escalating 
intellectual and ideological tensions that threatened the structure of national cultures and the 
stability of civilisations. In light of these changes, the humanities and social sciences turned 
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to studying the concept of identity as an important framework for understanding individuals' 
affiliations and interactions within groups, particularly in institutional and organisational 
contexts. 

Among the most prominent early contributions in this field, Tolman's 1941 article "The 
Psychologist" is considered one of the first works to address identity in its collective context. 
Tolman noted that an individual striving for excellence focuses not only on developing 
himself but also on improving the performance of the group to which he belongs. Albert and 
Whetten's (1985) definition of organisational identity has been a central reference in the recent 
literature. However, there is some variation among studies in interpreting the concept's main 
dimensions, whether by relying directly on organisational members' perceptions or by using 
indirect tools to identify organisational identity characteristics. Some research has viewed 
organisational identity as an internal concept used by organisations to define themselves. 

In contrast, others have viewed it as a concept developed by external researchers to 
describe essential features related to the organisation's structure and the nature of its 
components ( Abd al-Rahman, 2022:172). For example, the work of Hatch and Schultz is 
exceptional in this regard. They presented a theory that promises practical implications for 
organisations regarding organisational continuity, recognising that it resides in the balanced 
behaviour of organisational members with each other and with stakeholders. Although their 
model is effective, they overlook how the political interests of individuals overwhelm 
balanced behaviour. The politics that arise as a result of individual identity are considered 
psychological and link identity to organisational learning as a co-developmental process 
(Mujib, 2017: 02). 

Organisational identity is defined as the degree of employee commitment and 
attachment to the organisation's values and goals, and the accompanying sense of loyalty and 
belonging that motivates them to continue working within it and serving it over the long term. 
Wang et al. (2017) asserted that this attachment goes beyond apparent behavioural aspects to 
deeper dimensions related to intrinsic motivation and alignment with the organisation's 
philosophy, which contributes to enhanced organisational performance and job stability. This 
type of commitment is one of the essential indicators for measuring the effectiveness of 
organisational identity within the workplace (Wang, Demerouti & Le Blanc,2017: 185). 

At the executive level, Kline et al. (2017) approached the concept of organisational 
identity from a managerial and strategic perspective, arguing that it: "is embodied in the extent 
to which executives' personal identities overlap with their perception of the identity of the 
organisation they lead (Kline et al. 2017:57). 

This interactive relationship is a crucial factor in achieving congruence between 
individual and organisational goals, which produces a degree of strategic consistency in 
decision-making processes and the formulation of the organisation's overall direction." 
According to this conception, organisational identity is a form of social identification that 
reflects the unity of vision between leadership and the institutional entity. On the other hand, 
Mael and Ashforth (1992) offered a definition that focuses on the cognitive aspect of 
organisational identity. They considered it: "A state of psychological and cognitive 
identification with the organisation, whereby the individual tends to interpret the 
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organisation's success or failure as a personal success or failure" (Mael & Ashforth, 
1992:103). This definition suggests that individuals identify with the intrinsic qualities and 
characteristics that define their organisation, fostering a sense of shared identity and 
organisational loyalty. This, in turn, motivates individuals to act in ways that serve the 
organisation's interests, aligning with their personal identity. 

Organisational identity relates to the extent to which employees identify with the 
organisation in which they work or their professional field of specialisation. Organisational 
identity is also defined as: "The impression held by members of an organisation, and this 
impression may be positive or negative, depending on the policy pursued within the 
organisation"(Daft, 2013: 46).  

Organisational identity also refers to the personal and subjective characteristics that 
distinguish an organisation from other organisations, represented by values, attitudes, 
orientations, components, and interactions within the social, cultural, and organisational 
environment, among other things. From the above, we find that organisational identity is a 
cognitive concept that reflects the extent of individuals' connection and psychological and 
moral integration with the organisation to which they belong, through defining themselves by 
the values, goals, and characteristics that distinguish the organisation. It refers to the degree 
of compatibility or alignment between the individual and the organisation, such that 
individuals view its success or failure as a reflection of their personal identity. Its levels vary 
between complete identification, neutrality, or partial or total rejection, making it a decisive 
factor in shaping organisational behaviour and professional affiliation. 
4.1. B- The importance of organisational identity: 
 The importance of organisational identity is highlighted in the following: 

- Through its fundamental role in influencing the feelings, attitudes, and perceptions of 
employees, which in turn undoubtedly impacts the organisation and its ability to confront 
various challenges. This importance is only linked to the presence of a strong organisational 
identity. 

- Organisational identity fosters a sense of belonging and cooperation among 
employees. It also increases active participation, facilitates coordination and 
communication, and reduces employee turnover, which is reflected in their behaviour and 
actions. This reinforces the essential characteristics of the organisation and distinguishes it 
from other organisations. 

- The strength of organisational identity and employees' sense of belonging over time 
helps management as a whole overcome the crises facing these organisations, thus 
contributing to the success of the organisation's management and increasing its 
performance. 

When individuals are strongly motivated to achieve organisational goals and their job 
satisfaction is high, they exert significant effort at work and participate in additional activities 
required by their roles without seeking direct compensation. Furthermore, they serve as 
ambassadors for their organisations, defending the organisation and its reputation outside of 
work. This enhances and elevates the individual's standing and morale toward the 
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organisation. 
4.2 - Forms and Types of Organisational Identity: 
4.2 A- Forms of Organisational Identity According to the Individual's 
Relationship with the Organisation: 

 Kreiner & Ashforth (2004) summarised the forms of organisational identity by 
analysing the nature of the relationship between the individual and the organisation they work 
for, as follows: 

- Organisational Identity: This form refers to the state in which there is a high degree of 
alignment between the individual's thinking and actions and the goals and values of the 
organisation they work for. The individual defines themselves through their affiliation with 
the organisation and demonstrates a high degree of identification with it, which strengthens 
their organisational loyalty and makes them view the organisation's success as their own. 

Organisational Non-Identity: This form represents a state of separation or contradiction 
between the individual's identity and the organisation's identity. The individual perceives 
himself as possessing characteristics that are different from or opposing those represented by 
the organisation, distancing himself intellectually and behaviorally from it, leading to a 
weakened sense of belonging and possibly criticism or rejection of some of the organisation's 
orientations. 

Neutral Identity: This expresses a neutral stance, where the individual neither expresses 
positive nor negative feelings toward the organisation nor directly links their personal identity 
to it. In this case, the individual remains unbiased in his assessment of the organisation's 
behaviour and goals, treating it merely as an employer, without a deep psychological or 
symbolic connection. 

Dual Identity: This form refers to a state of contradictory identification, where the 
individual partially identifies himself with certain qualities or values represented by the 
organisation, but simultaneously rejects or opposes other aspects of it. Thus, the individual 
displays a selective acceptance of the organisation's identity, identifying with some activities 
and distancing himself from others, reflecting a fragile balance between belonging and 
rejection.  
4.2 B- Types of organisational identity: 

 Albert and Whetten also presented a classification of organisational identity through 
which two types of identity can be distinguished, which are presented below(Bouden & 
Ghaleet, 2022: 913): 

Normative Identity: Normative identity refers to the value dimension of an 
organisation's identity, focusing on the ideological and cultural principles that form the frame 
of reference for individual behaviour and decision-making within the organisation. This 
identity embodies the deeply held beliefs, ethical standards, and ideals embraced by 
employees, motivating them to make decisions consistent with the organisation's shared 
values, rather than solely based on profit and loss criteria. This type of organisational identity 
reflects a corporate culture that emphasises adherence to principles and strengthens individual 
cohesion around the organisation's vision and mission. This is a motivating factor for making 
decisions that serve the long-term interests of the organisation. 
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-Utilitarian Identity: Utilitarian identity represents an organisational orientation based 
on economic principles and the logic of maximising utility. It views individuals as rational 
actors seeking to achieve their personal interests through decisions aimed at maximising 
profits and minimising costs. Within this framework, it is assumed that organisational success 
stems from a rational balance between benefits and costs in relationships within the 
organisation, where the primary goal is to enhance efficiency and maximise financial returns. 
This identity stems from a functional and performative logic that seeks to achieve tangible 
results, unlike the normative identity, which focuses on principles and values as a driving 
force behind organisational behaviour. 

- Hybrid Identity: Hybrid identity refers to a state of overlap between two or more 
identities within an organisation. These identities are often disparate or even contradictory in 
terms of values and goals. This identity results from attempts to combine normative and 
utilitarian orientations, or other patterns, resulting in a complex organisational structure 
characterised by diversity and multiplicity of orientations and principles. In this context, 
internal conflicts or tensions may arise due to differing visions among organisational actors. 
However, this identity may also contribute to enhancing the ability to adapt and innovate if 
managed effectively. While most organisations tend to adopt a unified organisational identity 
agreed upon by stakeholders, some organisations may have other sub-identities that reflect 
distinct core characteristics as perceived by different leaders or internal groups, adding a 
dynamic dimension to the concept of organisational identity. 3- Dimensions of Organisational 
Identity: Organisational identity consists of three main dimensions, according to the Blader 
et al. (2009) scale. Together, they express the extent of an individual's psychological and 
intellectual connection and belonging to the organisation. These dimensions are: 

- Identification: This dimension reflects the individual's sense of integration and 
identification with the organisation. Achieving the organisation's goals and assuming a social 
or professional status becomes part of their self-identity. The individual identifies with the 
organisation's successes and failures as if they were their own personal experiences, which 
strengthens their deep connection to the institution and motivates them to contribute 
effectively to achieving its vision. 

- Pride: This refers to the positive feelings and pride resulting from an individual's 
affiliation with the organisation. This pride stems from the positive social appreciation the 
organisation receives in the surrounding environment, which reinforces the desire to maintain 
this affiliation and project a positive image to others, which positively impacts the individual's 
motivation and organisational performance. 

- Respect: This reflects members' appreciation for their status and value within the work 
environment. This includes mutual appreciation among colleagues, superiors, and 
subordinates. This respect enhances a sense of belonging and psychological security, leading 
to a cooperative and productive work environment where the individual feels an integral part 
of the group and holds a respected position within it. 
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5. The relationship between organizational ambidexterity and organizational 
identity: Analysing the relationship: complementary or contradictory:  

After reviewing the theoretical framework of both ambidexterity and organisational 
identity, we arrive at the core of the problem posed by the title of the article: Are these two 
concepts complementary and harmonious, or are they in contradiction and opposition? 

In reality, the relationship between them is a complex dialectical one; it is not a binary 
relationship (either complementary or contradictory), but rather a dynamic one. In some cases, 
the two concepts may complement each other and reinforce each other, while in other cases, 
tension may arise between them if they are not carefully managed. Before analysing this 
relationship, I would first like to highlight the most important theories that address the 
relationship between the two concepts. 
5.1- Theories of the relationship between organizational ambidexterity and 
organizational identity: 

Many theories have addressed the relationship between organisational ambidexterity 
and organisational identity. Some researchers view them as an enabling relationship that 
supports innovation and flexibility, while others view them as a potential source of tension 
or stagnation. Other theories have focused on the role of identity as an explanatory 
framework for understanding organisational change and the importance of balancing 
identity stability with the organisation's adaptability. In this section, we review four main 
theories that reflect these perspectives: 

A- The theory of identity as an enabler or hinderer of ambidexterity (cognitive 
coherence theory): This theory, rooted in organisational psychologist Karl E. Weick, argues 
that organisational identity constitutes a shared cognitive system that provides a framework 
for interpreting ambiguous and complex events (sensemaking). According to Weick, a 
strong and stable identity is not a hindrance, but rather a fundamental enabler of 
ambidexterity. It provides a cognitive "compass" that allows members to make quick, 
independent, and consistent decisions under conditions of uncertainty, because their actions 
are guided by a shared understanding of who we are. Therefore, identity here is not a static 
entity, but rather a dynamic process of interpretation that enables agile responses. 

B- Identity Adaptation and Core Rigidity Theory (Core Competency Theory): This 
theory, developed by Dorothy Leonard-Barton, posits that an organisation's sources of 
strength (its core competencies) can transform into significant rigidity sources that hinder its 
adaptability and versatility. Organisational identity is closely linked to these competencies, as 
the organisational "self" is defined by them. Therefore, true versatility requires an 
organisation to be able to update and adapt its identity itself, not just its strategies and 
processes, to avoid falling into the trap of core rigidity caused by clinging to an identity that 
is no longer compatible with the demands of the environment. 

C- Stability-Change Paradox Theory (Paradox Management Theory): This theory, 
associated with the work of researchers Wendy Smith and Marianne W. Lewis, views the 
relationship between identity and ambidexterity as a paradox that needs to be managed, not 
resolved. Identity represents the organisation's need for stability, continuity, and cohesion, 
while ambidexterity represents its need for change, flexibility, and adaptation. Effective 
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organisational ambidexterity lies in leaders' ability to accommodate these seemingly opposing 
poles and allow them to coexist. Identity provides a stable and secure anchor that gives 
employees the confidence to take risks and adapt, enabling the organisation to change without 
losing its sense of self   (Smith & Lewis,2011:387). 

C- Identity Maintenance During Transformation Theory (Core Stability Theory): 
Introduced by researchers Dennis A. Gioia and Megan Thomas, this theory focuses on how 
organisations manage strategic identity change while maintaining a sense of continuity. It 
assumes that ambidexterity sometimes requires a shift in identity. However, this shift is more 
successful when presented as an evolution or revival of the organisation's enduring "core" 
values and principles, rather than as a complete erasure of the past. In this way, the 
requirements of ambidexterity (adaptability) are reconciled with the requirements of identity 
(stability), as change is viewed as a means of preserving the organisation's true identity under 
new circumstances (Dennis & Schultz, Corley , 2000: 65). 
5.2 Analysing the relationship between complementarity and organisational 
identity based on previous theories: 
5.2.1- The axis of complementarity and synergy:  

In this context, ambidexterity is not understood as a random reaction to change, but 
rather as a directed strategic capability. Here, the complementarities emerge (Doz& Kosonen, 
2008: 87): 

*Identity as a driver of ambidexterity: A well-established and well-known organisational 
identity within the organisation provides a "strategic compass" or "stable fulcrum." When the 
organisation faces rapid market changes, its identity, core values, mission, and purpose help 
it distinguish genuine opportunities aligned with its core from shifts that could harm its long-
term reputation. In other words, ambidexterity is most effective when a clear identity drives 
it. Identity allows an organisation to be agile in its own way, giving it a competitive edge even 
as it adapts. An example of this is Microsoft under the leadership of Satya Nadella. When 
Nadella took over as CEO in 2014, Microsoft was suffering from inertia and internal conflict. 
Nadella reaffirmed the company's core identity of empowering every person and every 
organisation on the planet to achieve more, but he radically changed the tactical application 
of this identity. Instead of sticking with Windows as the centre of all operations—a non-agile 
stance—he shifted the company toward a cloud-based, software-as-a-service (SaaS) model. 
He leveraged identity as a driver of ambidexterity, prompting employees to ask, "What can 
we do to achieve our core mission in today's cloud- and AI-driven world?" The answer was 
to adapt boldly while maintaining the company's core ethos. 

* Identity as a source of psychological resilience: The process of adaptation and 
transformation can be intimidating for employees, generating resistance to change. A strong 
organisational identity provides a sense of continuity and stability in the midst of change. 
When employees understand that changes are intended to preserve "who we are" and our 
success in a changing world, not to abandon our identity, they feel safer engaging in 
innovation initiatives and taking calculated risks, which are vital to ambidexterity. 

3M's organisational identity is firmly rooted in innovation and scientific research (the 
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company that discovers). This identity provides Employees with a psychological safety 
blanket to experiment with new ideas and even fail, something recognised by the famous 15% 
rule that allows scientists to spend 15% of their time working on personal projects. Here, 
ingenuity (the ability to quickly create new products) is directly fed by an identity that 
provides legitimacy and space for experimentation. 

* Ambidexterity as a means of identity renewal: An organisational identity is not set in 
stone; it must evolve to remain relevant. It enables the organisation to sense the environment 
and respond quickly and effectively. It provides valuable data and feedback on how the current 
identity is perceived and whether it needs to be reworked or updated. Ambidexterity allows 
the organisation to conduct small, safe experiments to test potential new identity elements 
without risking the entire organisation. 

An example of this is Adobe. Adobe transitioned from selling software perpetually (a 
box of discs) to a cloud-based subscription model. This was a tremendously astute move. By 
monitoring market and customer reactions to this shift, Adobe not only changed its business 
model but also gradually revamped its identity from being merely a software product maker 
to an ever-evolving creative partner providing ongoing services and solutions. Its 
ambidexterity in responding to the market enabled it to reshape its identity to become more 
modern and relevant to the times. B- Potential tension and contradiction: Despite the 
complementarities, managing the two concepts together is not easy, and acute tensions can 
arise, such as (Dennis, et al., 2013:154): 

 
* The risk of fragmentation and loss of identity: The frantic pursuit of ambidexterity and 

responding to every market change without the filter of identity can lead to an "identity crisis." 
An organisation may begin chasing every opportunity, making its offerings confusing for 
customers and its internal culture distracting for employees. Employees may wonder, "Who 
have we become?" if our strategies and priorities change frequently without a straightforward 
narrative linking them to our core identity (Rajiv, et al. , 2007:935). 

An example of this is Yahoo. At the height of the dot-com era, Yahoo was a stark 
example of unguided ambidexterity. The company acquired dozens of startups and ventured 
into numerous and disparate fields (search, media, social services, e-commerce, etc.) without 
a clear strategy or established identity to guide these moves. This fragmentation confused 
both the market and employees, and Yahoo lost its own identity, contributing to its eventual 
decline. It was nimble in its movements but without a compass. - Rigidity vs. Flexibility: The 
flip side of identity is that it can become a source of rigidity. Identity can become a pretext 
for resistance (This is not who we are?), hindering any attempt at adaptation or innovation. In 
this case, identity transforms from a compass that guides adaptation into an anchor that weighs 
down the organisation and prevents it from being agile, making it vulnerable to disruption. 

An example of this is Kodak. Its identity was deeply tied to photographic film (capturing 
memories). When digital technology emerged, its engineers saw the opportunity. However, 
senior management, trapped in its highly successful traditional identity, refused to adapt 
radically, believing that digital photography was (this is not who we are?) or that it would 
harm its core business model. This fatal rigidity, resulting from a narrow interpretation of 
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identity, prevented it from exploiting its own invention, the digital camera, and led to its 
famous bankruptcy. 

* The Balance Challenge: The most significant strategic challenge is finding the right 
balance between consistency in the essence of identity and flexibility in forms, expressions, 
and applications that represent ingenuity. Failure to distinguish between what is essential and 
immutable, such as core values, and what is tactical and adaptable, such as marketing channels 
or business models, is the root of the apparent paradox. 

An example of this is Netflix. It has struck this balance remarkably well. The core of its 
identity (providing entertainment conveniently and enjoyably to customers) has remained 
constant. However, its applications have been highly flexible. It began as a DVD-by-mail 
rental service, then transitioned to online video streaming, and then became a producer of 
original content. Each time, it abandoned its successful old model to pursue a new one that 
better served its core identity. It is understood that the delivery medium (the app) may change, 
but the essence of the service (the identity) remains constant. 

5.3- Mechanisms needed to achieve integration between organisational 
ambidexterity and organisational identity:  

To ensure that identity does not become an anchor of stagnation and ambidexterity does 
not become a force for distraction, organisations can adopt the following mechanisms: 

5.3 A- Dynamic strategic formulation mechanism: This mechanism is based on 
conducting periodic quarterly or semi-annual strategic reviews that focus not only on goals 
and numbers, but also on testing the organisation's strategy against its core identity in light of 
external changes. The fundamental question here is: "How can we achieve our new strategic 
objective while adhering to our core values?" 

For example, holding workshops that include leaders at all levels to discuss emerging 
challenges and opportunities, assess their alignment with the organisational identity, and 
formulate flexible strategic paths that align with the organisation's core values. For example, 
Microsoft consistently uses this mechanism, linking all its cloud computing and AI initiatives 
to a straightforward narrative around "empowering individuals and organisations," making 
strategic adaptation directed and coherent  ( Nag et al. 2007: 935). 

5.3.B- Values-embodied leadership mechanism: It is not enough to write values on 
walls; leaders must embody them in every decision and behaviour. This mechanism is based 
on leaders creating safe spaces for employees to experiment and innovate, while constantly 
reminding them of the core framework of their identity that cannot be compromised. Leaders 
are trained to link change initiatives to organisational values in their daily communications. 
Reward employees who demonstrate innovation while maintaining the company's values, not 
just those who achieve financial results. For example, Satya Nadella's leadership at Microsoft 
was not simply the implementation of a new strategy; it was a living embodiment of the values 
of empathy and a growth mindset, giving the company the flexibility to change while 
preserving its culture (Schein, 2017:124). 
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5.3. C- Flexible resource governance mechanism: This mechanism gives different 
units and teams the authority to experiment with new ideas and allocate rapid resources 
(budgets, task forces) to them, but within a clear governance framework represented by the 
"Innovation Initiative" that governs these processes and ensures they do not deviate from the 
identity. Adopt frameworks such as Agile or Scrum with "stage-gates" to evaluate projects not 
only based on financial feasibility, but also on alignment with the organisation's identity and 
strategic purpose. For example, the famous Google company allows its employees to spend 
20% of their time working on personal projects. However, these projects are subject to review 
and evaluation to ensure that they ultimately serve the company's mission of organising global 
information (O'Reilly & Tushman, 2021: 89). 

5.3. D- Explanatory Storytelling Mechanism: This mechanism builds a strong and 
consistent internal organisational narrative that explains "why" we are changing what we are 
changing and how this change reinforces our identity rather than contradicts it. 

 This mechanism transforms change from a threat to a new chapter in the organisation's 
ongoing story. It was recommended to use internal channels ( for example : town hall 
meetings, internal newsletters, leadership videos) to tell success stories that demonstrate how 
core values helped a team make an agile decision or create a successful solution. When Adobe 
announced its transition from selling software to a subscription model, both internal and 
external narratives focused on how this shift would enable them to serve customers better and 
more consistently, which aligns with the core of their identity based on enabling innovation 
(Sonenshein, Scott, 2020:238). 

5.3. E- Sensing and learning systems mechanism: This mechanism aims to establish 
formal channels to collect data from the external environment (customers, competitors, new 
technologies) and internally (employee feedback, culture studies) and then transform this data 
into actionable insights on how to update practices while preserving identity. Create dedicated 
exploration teams tasked with horizon scanning and providing regular reports on emerging 
trends and their potential impact on the organisation's identity and work. Amazon has a 
powerful sensing mechanism through its "Start with the customer and work backwards" 
culture. They collect massive data on customer behaviour and experience, and use these 
insights to adapt nimbly to offer new services like Amazon Web Services, which ultimately 
defines their identity as "the world's most agile-centric company" (Teece, 2012:1399). 

Integrating ambidexterity and identity is not a fixed state that can be achieved once and 
for all, but rather a continuous process of managing the creative tension between them. By 
applying these mechanisms in an integrated and consistent manner, organisations can build 
what is known as "Resilient Core," where identity becomes a source of strength and 
continuity, not stagnation, and ambidexterity becomes an efficient tool for conscious strategic 
adaptation, not random dispersion. 
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6. Conclusion:  
 In light of the rapid transformations facing modern organisations, the relationship 
between organisational dexterity and organisational identity has become a fundamental focus 
for understanding how organisations respond to change without losing their essence. This 
article seeks to address this problem through a dialectical analysis of the relationship between 
the two concepts, not as a rigid relationship based on absolute harmony or complete 
opposition, but rather as a dynamic relationship that oscillates between complementarity and 
tension, depending on the organisational context and management and adaptation 
mechanisms. By reviewing the theoretical framework and applied models, a set of hypotheses 
was tested to understand how organisations can balance preserving their identity on the one 
hand and the ability to respond flexibly to changes on the other. First: Results: This study 
reached a set of results that answer the hypotheses from which we began, as follows: 
- The first hypothesis: Organisational dexterity enhances organisational identity and 
contributes to enhancing the effectiveness of organisational performance. This hypothesis is 
validated. Examples such as Adobe and Microsoft have shown that dexterity, when practised 
within a framework of values and identity, not only contributes to performance but also 
nurtures identity, leading to a positive, reinforcing cycle between the two parties. 
- The second hypothesis: The existence of tension between organisational dexterity and 
organisational identity leads to a negative impact on organisational performance. This is 
partially validated. Tension in and of itself is not always negative; it can be creative if 
managed strategically. However, in the absence of conscious management, as in the case of 
Yahoo, this tension becomes an impediment to performance and leads to fragmentation and 
loss of identity.  
- The third hypothesis: A strong organisational identity contributes to supporting and 
facilitating the development of organisational ambidexterity within organisations. This 
hypothesis is validated. Cases such as M3 and Netflix confirm that a solid identity provides a 
secure psychological and cultural foundation for innovation and experimentation, which 
supports and guides organisational ambidexterity. 
- The fourth hypothesis : The balanced relationship between organisational ambidexterity and 
organisational identity contributes to the success of organisational change processes. This 
hypothesis is validated, as models such as Microsoft and Netflix have demonstrated that 
maintaining the core identity while remaining flexible in its application supports the success 
of change, achieving the desired balance between stability and renewal. 
 Based on what has been extensively discussed and found, we may propose the 
following recommendations:  
- Strengthening understanding of organisational identity at all functional levels to ensure a 
collective awareness of the core values that govern adaptation and innovation. 
- Establishing the principle that organisational ambidexterity is not incompatible with identity 
stability, but instead aligns with it when guided by values. 
- Developing dynamic strategic planning processes based on a periodic review of the 
alignment of goals with identity. 
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-Training leaders to use identity as a guiding tool in change and innovation decisions, rather 
than as an obstacle; 
-Engaging employees in discussions about identity and change to reduce resistance to change 
and increase a sense of belonging; 
-Building evaluation systems for innovation initiatives that include identity alignment criteria, 
not just financial return; 
- Adopting flexible frameworks (such as ambidextrous) coupled with transparent identity 
governance to avoid confusion; 
- Supporting an internal organisational narrative that consistently explains the relationship 
between identity and change in a compelling and straightforward narrative style; 
- Establishing specialised strategic foresight teams to monitor emerging trends and assess 
their alignment with the identity; 
- Allocating time and structure for experimenting with new ideas within the boundaries of the 
organisational identity; 
- Developing human resources policies that reward behaviours that combine commitment to 
the identity with a spirit of innovation; 
- Emphasising that the organisational identity is not entirely fixed but rather subject to 
gradual, guided evolution; 
- Disseminating internal success stories that demonstrate how the identity has helped make 
effective agile decisions; 
- Integrating the identity into all official communication messages so that it becomes part of 
the organisation's daily language; 
- Working to establish an "organisational memory system" that records identity developments 
and links them to previous transformation paths, to be used as a future reference in change 
processes. 
 Only with such integrated and hybrid approach, organisations cannot avoid the 
structural contradiction between organisational ambidexterity and identity, but also cleverly 
invest in the creative tension between them to build a sustainable competitive advantage that 
enhances their ability to adapt without losing themselves. 
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