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Abstract

This study aimed to examine the impact of talent management on organizational ambidexterity with the mediating role of innovative work behavior in
the General Department of Natural Resources and Watershed Management of Mazandaran Province (Nowshahr). This applied research employed a
descriptive-survey design. The statistical population consisted of 420 employees of the General Department of Natural Resources and Watershed
Management in Nowshahr, from whom 201 participants were selected using simple random sampling based on Morgan’s table. Data were collected using
three standardized questionnaires: Sheri et al. (2021) Talent Management (9 items), Zibar et al. (2024) Organizational Ambidexterity (10 items), and
Motuni et al. (2022) Innovative Work Behavior (5 items). Construct validity was confirmed through confirmatory factor analysis, and reliability was
verified using Cronbach’s alpha coefficients (0.893 for talent management, 0.905 for organizational ambidexterity, and 0.874 for innovative work
behavior). Data analysis was conducted using SPSS 20 and LISREL 8.8 through structural equation modeling. Results indicated that talent management
had a positive and significant direct effect on organizational ambidexterity (B=0.22, t=4.37). Talent management also significantly influenced innovative
work behavior (3=0.64, t=10.70). Innovative work behavior demonstrated a strong positive and significant effect on organizational ambidexterity
(B=0.67, t=11.88). The indirect effect of talent management on organizational ambidexterity through innovative work behavior was 0.43 (t=9.37),
confirming a significant mediating role. Model fit indices (CFI=0.97, RMSEA=0.077, x?/df=3.03) indicated an acceptable model fit. The findings
suggest that strengthening talent management policies, fostering employee development and retention, and creating a supportive environment for
innovative behaviors can substantially enhance organizational ambidexterity in public sector organizations.

Kcywords: Talent Management, Organizational Ambidexterity, Innovative Work Behavior, Structural Equation Modeling, Public Organizations.
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Extended Abstract

Introduction

Organizational ambidexterity has emerged as one of the most critical dynamic capabilities enabling
organizations to simultaneously pursue exploration of new opportunities and exploitation of existing
competencies. In highly turbulent environments characterized by technological change, stakeholder
complexity, and sustainability pressures, organizations are required to balance incremental improvements with
radical innovation. Recent scholarship highlights that managing paradoxes between competing stakeholder
expectations plays a crucial role in fostering ambidexterity, emphasizing the importance of human and
relational capabilities in achieving this balance (Venugopal & Donnelly, 2025). Empirical evidence from

born-global firms further demonstrates that ambidexterity significantly contributes to post-internationalization



growth, reinforcing its strategic relevance for long-term organizational success (Reyes-Parga et al., 2025).
Moreover, studies on open innovation ecosystems indicate that ambidexterity strengthens innovation outputs
and enhances performance, even among follower and low-performing entities, underscoring its universal
applicability (Leitao et al., 2024). From a strategic flexibility perspective, ambidexterity has been shown to
promote business performance and adaptive capacity in complex environments (Kafetzopoulos et al., 2023).
Leadership characteristics, including affiliative humor and relational styles, have also been identified as micro-
foundations enabling organizations to balance radical and incremental innovation (Campbell et al., 2025).

While ambidexterity has been widely studied, the question of how human resource systems contribute to its

development remains central. Human capital is increasingly recognized as a primary antecedent of

organizational ambidexterity, particularly in knowledge-intensive sectors (Siddiqui et al., 2024). Talent
management, defined as a systematic approach to attracting, developing, retaining, and deploying high-
potential employees, has therefore become a strategic mechanism for strengthening human capital.
Contemporary perspectives emphasize that talent management encompasses multiple organizational
interpretations and practices, shaped by strategic orientation and contextual factors (Aljbour et al., 2025).
Empirical findings demonstrate that talent management practices influence employee performance through
mediating variables such as job satisfaction and career development, highlighting their broader behavioral
implications (Lestari & Waskito, 2025). Additionally, green soft and hard talent management approaches
contribute not only to economic outcomes but also to social sustainability, suggesting that talent systems play
a broader institutional role (Fasih et al., 2025). Within domestic contexts, the identification of key talent
management components and their relationship with emotional intelligence further underscores the
developmental and motivational dimensions of this construct (Malekpour, 2021).

A crucial behavioral outcome of talent management is innovative work behavior (IWB), which refers to
employees’ generation, promotion, and implementation of new ideas. Research confirms that talent
management practices positively influence IWB, particularly when absorptive capacity is present within the
organization (Agina et al., 2025). Furthermore, transformational leadership has been shown to moderate the
relationship between talent management and innovative behavior, reinforcing the role of supportive leadership
climates (Sayyam et al., 2020). Studies conducted in public sector settings reveal that public service
motivation and person—organization fit stimulate innovative work behavior and enhance job performance
(Pham et al., 2024). Green human resource management practices have similarly been linked to innovative
behavior through mediating mechanisms (Kara et al., 2023). Moreover, innovative work behavior contributes
to business model innovation when combined with organizational support (Hock Doepgen et al., 2025).
Taken together, the literature suggests a structural pathway in which talent management enhances innovative
work behavior, which in turn strengthens organizational ambidexterity. However, empirical investigations
examining this integrated model, particularly within public organizations responsible for natural resource

management, remain limited. Given the increasing environmental, ecological, and societal pressures facing



public sector institutions, the ability to simultaneously optimize current operations and explore innovative
solutions is indispensable. Therefore, this study aims to examine the impact of talent management on
organizational ambidexterity with the mediating role of innovative work behavior in the General Department
of Natural Resources and Watershed Management of Mazandaran Province (Nowshahr).

Methods and Materials

This study employed an applied research design with a descriptive-survey methodology. The statistical
population consisted of 420 employees working in the General Department of Natural Resources and
Watershed Management in Nowshahr. Using Morgan’s sample size table and simple random sampling, 201
employees were selected as the final sample.

Data were collected through three standardized questionnaires: a nine-item Talent Management scale, a ten-
item Organizational Ambidexterity scale, and a five-item Innovative Work Behavior scale. Responses were
measured using a Likert-type scale. Construct validity was assessed through confirmatory factor analysis, and
convergent validity criteria were satisfied as factor loadings exceeded the acceptable threshold and average
variance extracted values were above 0.50. Reliability was verified using Cronbach’s alpha coefficients, all
exceeding 0.87.

Data analysis was conducted using SPSS 20 and LISREL 8.8. Normality was confirmed using the
Kolmogorov-Smirnov test. Structural equation modeling (SEM) was employed to test direct and indirect
relationships among variables. Model fit indices including Chi-square/df, RMSEA, CFI, NFI, NNFI, RFI, and
IFI were used to evaluate overall model adequacy.

Findings

Normality tests indicated that all variables followed a normal distribution. Structural model fit indices
demonstrated acceptable model fit (y*/df = 3.03; RMSEA = 0.077; CFI = 0.97; NFI = 0.96; NNFI = 0.96; RFI
= 0.95; IFI = 0.97).

Results revealed that talent management had a positive and significant direct effect on organizational
ambidexterity (f = 0.22, t = 4.37). Talent management also exerted a strong positive and significant effect on
innovative work behavior (= 0.64, t = 10.70). Furthermore, innovative work behavior significantly influenced
organizational ambidexterity (f = 0.67, t = 11.88).

The indirect effect of talent management on organizational ambidexterity through innovative work behavior
was significant (B = 0.43, t = 9.37), indicating a substantial mediating effect. The total effect of talent
management on ambidexterity increased notably when innovative work behavior was included in the model,
confirming partial mediation.

Discussion and Conclusion

The findings confirm that talent management functions as a strategic lever for enhancing organizational
ambidexterity in public sector organizations. By systematically attracting, developing, and retaining capable

employees, organizations strengthen both their exploitative efficiency and exploratory capacity. The direct



effect of talent management on ambidexterity suggests that strategic human capital development independently
contributes to balancing operational optimization and innovation.

More importantly, the mediating role of innovative work behavior highlights the behavioral mechanisms
underlying this relationship. Talent management policies appear to stimulate employees’ motivation and
capability to generate and implement new ideas. These innovative behaviors, in turn, translate into enhanced
ambidexterity by facilitating both incremental improvements and exploratory initiatives. Thus, innovative
work behavior serves as a micro-level conduit transforming strategic HR investments into macro-level
dynamic capabilities.

In the context of natural resource and watershed management, the ability to maintain efficient resource
utilization while exploring innovative environmental solutions is particularly critical. Environmental volatility,
climate change challenges, and regulatory complexities require public institutions to demonstrate adaptive
capacity. The results suggest that strengthening talent management systems and encouraging innovative work
behavior can substantially improve organizational resilience and sustainability.

Overall, this study contributes to the growing body of knowledge linking human resource management systems
to dynamic organizational capabilities. It demonstrates that talent management is not merely an administrative
HR function but a strategic driver of innovation and ambidexterity. By fostering innovative work behavior,
public organizations can enhance their ability to respond proactively to environmental challenges and ensure

sustainable performance outcomes.
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