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Abstract 
The overarching impact of digital literacy is burgeoning. Moreover, the in-
crease in dependency on information and communication technology (ICT) 
has become ubiquitous. Organizations of all types are in need of talented indi-
viduals who can navigate the complexity of the digital world. Although past 
studies have covered the impact of digital literacy on other areas, little is known 
about how digital knowledge in hierarchy can facilitate employees’ ambidex-
trous learning (e.g., employee explorative and exploitative learning), and how 
coordination and non-routine tasks can mediate the effectiveness of digital lit-
eracy on ambidextrous learning. Using data gathered from 200 employees from 
various kinds of organizations and companies in Vietnam, we examined how 
digital literacy plays a significant role in ambidextrous learning. The result sup-
ports the link between coordination and exploitative learning, and digital liter-
acy to non-routine to explorative learning. 
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1. Introduction 

The job market in today’s context has become more demanding, and such demand 
cannot be met without proper digital literacy or adequate comprehension of ICT. 
With the advent of AI (Artificial Intelligence), the job market is rapidly becoming 
more challenging than before. Moreover, there has been a major change in the job 
itself. These changes have stemmed from the development of the sharing econ-
omy, the gig economy, or even the crowd economy (Anani, 2018). Amid all these 
changes and challenges, the role of digital literacy seems omnipresent. This has 
garnered the attention of many scholars in the domain of digital literacy. Accord-
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ing to Walker, Bowkett, & Duchaine, (2018), all types of organizations, including 
non-ICT companies like government and small businesses, are now in need of 
employees who are not intimidated by technology. This has led to a critical need 
for modern educational systems that can address the shortage of a digitally skilled 
labor force (Tiandem-Adamou, 2025). The OECD (2018) has categorized ICT 
skills as (a) specialist or advanced, (b) generic, and (c) complementary. These var-
ying ICT skills among employees have further created a digital divide between 
groups in terms of usage of the internet, with some making more intensive and 
immersive use, while others using it more practically, further affecting their effec-
tiveness and adaptability in their daily jobs (Calderón-Gómez, Casas-Mas, Ur-
raco-Solanilla, & Revilla, 2020). Matraeva, Vasiutina, & Belyak (2020) have dis-
cussed the significance of digital literacy among employees in the context of a dig-
italized labor market, particularly focusing in skill shortages, education system 
challenges, investment in human capital, and wage implications. Moreover, in 
digitalized workforce the digital skills and involvement can correlates individual 
wages (Schnabel et al., 2025). Although, existing studies have discussed the im-
portance of digital literacy in the work force, we have limited empirical evidence 
of how digital literacy in an organization can facilitate two seemingly contradictory 
components (employees explorative and exploitative learning). Moreover, it is also 
important to understand how employees can exploit their digital literacy in a hi-
erarchy to prepare themselves in the challenging digital world. 

Explorative learning includes activities such as search, variation, risk taking, 
experimentation, and innovation, which is essentially a process of creating new 
ideas. Exploitative learning, in contrast, concerns activities mainly refinement, 
production, efficiency, selection, and implementation, which is essentially a recipe 
for improving existing knowledge. These two essential elements although contra-
dictory can complement each other and are often beneficial to organizations (Solís-
Molina, Hernández-Espallardo, & Rodríguez-Orejuela, 2018). Since hierarchy is 
described as an organizational structure with clear departmental boundaries, clean 
lines of authority, detail reporting mechanisms, and formal decision-making pro-
cedures (Powell, 2003), it is important to understand how digital literacy of em-
ployees can effectively contribute to both explorative and exploitative learning which 
is essential for organization growth. This is because clear departmental boundaries, 
clean line of authority, and formal decision-making procedure can impinge auton-
omy that is essential for explorative learning (Atuahene-Gima, 2003; Damanpour, 
1991; Sheremata, 2000). 

In response to the shortcomings and literature gap, this study investigates two 
important issues pertaining to the digital literacy. First, drawing on the digital lit-
eracy and ICT learning (Wei, 2022; Susło et al., 2018; Taskin & Ok, 2022; Lyons 
& Kass-Hanna, 2021), we advance the role of digital literacy in organizations by 
developing and testing a model manifesting how digital literacy in individuals, 
with mediating role of coordination and non-routine task, can foster both exploi-
tative and explorative learning in an organization. Our findings suggest that the 
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relationship between digital literary and explorative learning is mediated by non-
routine tasks. Moreover, as expected, coordination in hierarchy has a positive ef-
fect on exploitative learning, but no significant relationship was found between 
digital literacy and coordination. 

Second, this work investigates the extent to which digital literacy can help an 
individual navigate the complex labyrinth of the digital world. As jobs have be-
come more challenging and demanding, a proper comprehension of ICT can in-
deed help individuals to explore the unlimited advantages provided by the digital 
world. Also, it is important to understand to what extent are the current genera-
tion of workers is prepared to face the changing nature of jobs, which has stemmed 
from the development of the sharing economy, the gig economy, and the crowd 
economy. 

The remainder of the article is organized as follows: First, we briefly explain the 
theoretical background in constructing our conceptual model. We then present 
the series of hypotheses derived from the conceptual model. Figure 1 shows the 
theoretical framework of the role of digital literacy in ambidextrous learning. The 
frame work exhibits mediating role of coordination and non-routine task between 
digital literacy and ambidextrous learning. Third, we present the result, followed 
by a discussion of the theoretical contribution and managerial implications. Fi-
nally, we discuss the research limitations and direction for future research. 

 

 
Figure 1. Conceptual model. 

2. Theory and Hypothesis 
2.1. Addressing Ambidextrous Learning in Organizations 

The prime objective of firms and organizations is to remain competitive by ex-
ploring new products as well as maintaining the existing one. Hence, the concept 
of ambidextrous learning, in the management domain, suggests a pair of paradox-
ical relationship, that involves two contradictory elements that exist simultane-
ously and are interdependent (Duncan, 1976; Andriopoulos & Lewis, 2009; Gar-
cía-Lillo, Úbeda-García, & Marco-Lajara, 2016). The tension embedded in these 
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paradoxical relationships, needs to be managed properly implying an organiza-
tion to sustain balances between these two paradoxical elements (Lewis, 2000; 
O’Reilly & Tushman, 2013; Luger, Raisch, & Schimmer, 2018; Knight & Cugane-
san, 2020). Hence, in order to survive the complex digital world, where the en-
vironment have become more demanding, organizations are in need of digitally 
skilled labor that can innovate new products and services as well as maintain the 
existing ones. 

March (1991) characterized exploration, in the macro management domain, as 
activities that include the exploration of fresh ideas, experimentation, risk-taking, 
autonomy in organizations, and loose discipline. It involves discovering alterna-
tives that are superior to conventional practices (Lewin, Long, & Carroll, 1999). 
This involves playing with ideas, shifting paradigms, new strategies, and knowledge 
creation. Exploratory innovations, for example, are radically different, they are 
specifically designed to meet the expectations of emerging generations and new 
markets (Benner & Tushman, 2003; Danneels, 2002). In contrast, exploitation cy-
cles around activities such as refinement, production, efficiency, selection, imple-
mentation, and execution (March, 1991). It is a discipline that involves systematic 
logic, risk aversion, and defining and measuring performance (Lewin, Long, & 
Carroll, 1999). Exploitative innovations, for example, are described as incremental 
innvations designed to meet existing requirements (Benner & Tushman, 2003; Dan-
neels, 2002). 

Addressing the choice dilema between exploration and exploitation, scholars, 
under macro management domain, have identified three approaches: 1) structural 
separation that suggest for separate structure within the same organization to fa-
cilitate both exploration and exploitation (Tushman & O’Reilly, 1996); 2) Tem-
poral balancing, in organization, that suggest sequential flips between explora-
tion and exploitation (O’Reilly & Tushman, 2013); 3) contextual approach that 
emphasizes the capacity of behavioral integration that delineates both exploration 
and exploitation (Gibson & Birkinshaw, 2004). Research, addressing the shift 
from structurural to contextual ambidexterity, have argued that although explo-
ration and exploitation are two contradictory elements, they indeed can also co-
exist within a same organizational unit (Gibson & Birkinshaw, 2004; Lavie, Stettner, 
& Tushman, 2010; Duncan, 1976). 

Lately, increasing numbers of studies, under micro management domain, have 
paid attention to ambidextrous learning at employees level. Exploratory and ex-
ploitative learning can both mediate the role of team diversity and team cohesion 
on team performance (Lee, Chae, & Chung, 2025). To achieve organizational goal, 
amid developing new ideas and adapting to changes, teams need to follow stand-
ardized procedures to complete, which suggest the significance of ambidextrous 
learning (Zhao, Zong, & Zhang, 2020). The ambidextrous quality in team leader 
can facilitate both explorative and exploitative learning among employees in a unit 
(Duc et al., 2020). The studies above, addressing ambidexterity learning, have em-
phasized contextual approach rather than structural or temporal. Therefore, we 
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propose that despite clear departmental boundries, clean lines of authority, detail 
reporting mechanisms, and formal decision-making procedures in a hierarchy, it 
is possible for an organization to encourage contextual approach to facilitate am-
bidextrous learning. 

2.2. Addressing Coordination in Hierarchy 

Williamson (1991) in his article, “Comparative Economic Organization: The Anal-
ysis of Discrete Structural Alternative,” described hierarchy as a mode of governance 
that gives a firms or organization a leeway to exercise coordination as knowledge 
specific to the transaction (asset specificity) builds up. In the words of Powell 
(2003), hierarchy is characterized by an organizational structure with clear de-
partmental boundaries, clean lines of authority, detailed reporting mechanisms, 
and formal decision-making procedures. The interdepartmental conflicts are in-
ternally resolved by exercising managerial fiat to ensure maximum coordination 
(Powell, 2003; Williamson, 1991). 

Coordination refers to the systematic organization of different elements of 
one single body or hierarchy enabling them to work effectively and efficiently to 
achieve common goals. Formalization and centralization are the two important 
mechanisms of coordination under hierarcal structure to control behavior (Car-
dinal, 2001; Lin & Germain, 2003; Miller & Dröge, 1986; Zmud, 1982). Centrali-
zation refers to the extent to which the decision-making of an authority is con-
centrated in the hierarchy (Aiken & Hage, 1968). In a typical hierarchy, the deci-
sion-making is concentrated on the top echelon, generally from the CEO to 
dapartment heads to their subordinates. It is also a vertical system where decision-
making flows from top to bottom, or is centralized in head office. In relation to 
centralization, formalization reflects the rules and regulations that have been in-
ternalized to ensure efficiency and avoid mishaps. It also refers to the extent to 
which the rules, regulations, procuedures, instructions, and communication are 
formalized as an internal policy (Khandwalla, 1977). In a hierarchy, formalization 
aims to reduce loopholes by gradually making improvements in processes and 
outputs (Benner & Tushman, 2003), and to enhance existing routines (Zollo & 
Winter, 2002). 

Both centralization and formalization are favorable for exploitation. The verti-
cal decision-making system, under centralization, allows information to flow effi-
ciently, which favors exploitative learning (Jansen, Van Den Bosch, & Volberda, 
2006). Likewise, the existence of rules and regulations, under formalization, re-
duces loopholes and improves existing routines (Benner & Tushman, 2003) favor-
able for exploitative learning. In the contrary, exploration requires activities that 
are explorative such as risk-taking, experimentation, flexibility and loose disci-
pline (March, 1991). Centralization and formalization, as these mechanism em-
phasize stringent measures and control, does not facilitate flexibility and auton-
omy that are essential for exploration. However, hierarchy can indeed be more 
beneficial in terms of idea selection that is favorable for organization (Keum & 
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See, 2017). Likewise, different hierarchical arrangements can be beneficial to both 
capability development and organizational performance (Gavetti, 2005). Indeed, for-
malization and centralization play a significant role in perceived fairness (Schminke, 
Ambrose, & Cropanzano, 2000) that are beneficial to long-term performance. 

2.3. Digital Literacy and Coordination 

We first postulate that, given the growing overarching impact of digital literacy in 
modern workforce, the digital skills in employees, to some extent, serves them to 
contemplate the role of coordination in a hierarchy. The two mechanisms of co-
ordination, centralization and formalization, are both required to ensure smooth 
functioning of an organization (Cardinal, 2001). If formalization emphasizes the 
rules and regulations that have been internalized to ensure efficiency and avoid 
discrepancies, centralization refers to the concentration of decision making to the 
authority mostly serving at upper echelon in the hierarchy. The main purpose of 
centralization of decision making is to ensure smooth flow of decision making 
(Jansen, Van Den Bosch, & Volberda, 2006), which complements formalization. 
The importance of digital literacy for employees in the context of the evolving job 
market is omnipresent. The foundational digital skills, such as basic literacy and 
numeracy, are essential for workers to remain competitive in a rapidly changing 
economy (Anani, 2018). This rapidly changing economy has enabled all types of 
organization to seek digitally talented employees who can navigate the digital 
world without being intimidated (Walker, Bowkett, & Duchaine, 2018). Not only 
companies today seek employees who can perform basic tasks such as operating 
email, navigating web pages, using excel spreadsheets, and understand the im-
portance of data security, but individuals who can perform coherently along with 
the principles and prime objectives of the organization. This requires employees 
to be digitally prepared and qualified enough to understand the basic norms and 
discipline of the organization to survive the complexities of hierarchy and the flow 
of information within the organizations. Thus, 

H1) Digital literacy is positively related to coordination. 

2.4. Coordination and Exploitative Learning 

March (1991) described exploitation as activities that involves refinement, choice, 
production, efficiency, selection, implementation, and execution. Such activites 
are designed to meet the needs of existing customers or markets (Benner & Tush-
man, 2003). Moreover, they sharpen existing knowledge and skills, augment ex-
isting product and services, and increase the efficacy of existing distribution chan-
nels (Abernathy & Clark, 1985). Past studies, in ambdexterity, have addressed the 
role of coordination in exploitation. Since exploitation revolves around refinen-
ment and efficiency, organizational forms and customs that emphasizes rules, reg-
ulations, and formal procedures complements such activities (Jansen, Van Den 
Bosch, & Volberda, 2006). Studies in micro management domain have also argued 
that to promote team expliotative learning, it is necessary for supervisors to strictly 
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encourage employees to adhere to rules and regulations to avoid discrepencies in 
their behavior (Zhao, Zong, & Zhang, 2020). Strickly adhering to organizational 
norms and policy can indeed enhance team performance via exploitative learning 
(Lee, Chae, & Chung, 2025). Setting up performance standard and team monitor-
ing by supervisor can promote exploitative learning (Chen, Zhang, & Wang, 2014). 
Thus, 

H2) Coordination is positively related to exploitative learning. 

3. Addressing Non-Routine Task 

The organization is conceptualized as a network of interrelated task position 
(Brass, 1981). It assumes that each individual job is embedded in a larger organi-
zational structure, the structure that develops as the activities as segregated. For 
example, different workers are assigned different tasks. Hence, according to Hage 
& Aiken (1969), in an organization if much is known about the particular process 
of certain task, with stable clients and uniform results, then it is a routine task or 
work-flow. Whereas, if there is a situation where employees have little under-
standing of particular process of a task, where a task has little uniformity, then the 
employees are facing non routine task (Hage & Aiken, 1969). Routine tasks are 
characterized as task having low level of task variability, and repetition of task 
processes (Richard, 1974). They are generally a familiar task and are accomplished 
in the same way, with predicable results (Thompson, 2017), without much diverse 
repertoire possessed by employees. In contrasts, non-routine tasks require prob-
lem solving, have few sets of procedures, and have a high degree of uncertainty 
(Van de Ven, Delbecq, & Koenig Jr, 1976). Jehn, (1995) argued that in groups 
performing routine tasks, disagreements about the task could hinder group func-
tioning. While, in groups performing non-routine tasks, disagreements about the 
task had mild detrimental effect, instead in some cases, such disagreements were 
indeed beneficial. 

In line with previous authors, we concur on the idea that in order to achieve 
ambidexterity, we suggest that is best achieved not through structural separation, 
or temporal balancing but by building a business unit context that encourages 
employees to perform both routine and non-routine task (Zhao, Zong, & Zhang, 
2020; Gibson & Birkinshaw, 2004). Since contextual approach emphasizes multi-
dimensional approach, where individuals in a unit can deliver value to existing 
customers as well as pursue for changes in task environment (Gibson & Birkin-
shaw, 2004), such approach can facilitate non-routine task which is beneficial for 
explorative learning. 

3.1. Digital Literacy and Non-Routine Task 

In an organizational literature, the theme that has occurred multiple times, is that 
the successful organization in dynamic environment are ambidextrous (Gibson & 
Birkinshaw, 2004). This means that the organizations are aligned and efficient in 
their management in such a way that they are capable of meeting customer’s de-

https://doi.org/10.4236/jhrss.2026.143018


A. Dewan, N. L. Phuong 
 

 

DOI: 10.4236/jhrss.2026.143018 340 Journal of Human Resource and Sustainability Studies 
 

mand and at the same time are receptive enough to changes in the environment 
(Duncan, 1976). This has also created demand at micro management level where 
the importance of employees’ skills has burgeoned. In the context of evolving job 
market, not only employees are expected to have basic digital skills, but are con-
tinuously required to up-skill to adapt changes in the environment (Anani, 2018; 
Walker, Bowkett, & Duchaine, 2018). Not only just ICT companies, even non-ICT 
companies like government and small businesses, are in dire need of employees 
who can easily navigate the complex labyrinth of digital world (Walker, Bowkett, 
& Duchaine, 2018), since all kinds of information are now digitally available. As 
organizations, in order to meet growing demand, are contextually structured, em-
ployees are expected to perform not only regular task, but task that requires prob-
lem solving, creativity, and gives employees a sense of accomplishment after com-
pletion of task. Thus, 

H3) Digital literacy is positively associated with non-routine task. 

3.2. Non-Routine Task and Explorative Learning 

We speculate that non-routine task can predict explorative learning. Non-routine 
task is characterized as a kind of task that requires problem solving, have few sets 
of procedures, have a high degree of uncertainty, and with less uniformity (Van 
de Ven, Delbecq, & Koenig Jr, 1976; Aiken & Hage, 1968). The non-routine tasks 
require employees to spend more time than they do on regular task; employees 
involving on such task have least knowledge about protocols and procedures. Such 
situation demands employees to be more creative, and enthusiastic to solve prob-
lem. In ambidextrous environment, explorative learning involves those activities 
that includes search for fresh ideas, experimentation, risk-taking, and discovering 
alternatives that are far better than traditional practices (March, 1991; Lewin, 
Long, & Carroll, 1999). In the context of evolving job market and dynamic envi-
ronment, where new ideas constantly originate and proliferate, organization have 
developed system that encourages employees to decide on their own to split their 
valuable time between conflicting demands for alignment and adaptability (Gib-
son & Birkinshaw, 2004). Thus, 

H4) Non-routine task is positively associated with explorative learning. 

4. Research Methods 

4.1. Data Sample 

To test our hypotheses, we collected sample from Hanoi City, Vietnam. We chose 
several industries (private and public) in Vietnam, as our study primarily focused 
in assessing digital literacy of employees in various sectors, and how it contributed 
to their ambidextrous learning in their regular jobs. The industries included in 
the sample were: 1) Health and welfare, 2) consultancy, 3) hospitality, 4) media, 
5) trading, and 6) manufacturing (Table 1). We first developed an English version 
of the questionnaire and translated the survey to Vietnamese language. For clarity  
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Table 1. Classification of organization in the sample. 

  Frequency Percent 
Valid 

percent 
Cumulative 

percent 

Valid Health and welfare 46 23.8 23.8 23.8 

 Consultancy 12 6.2 6.2 30.1 

 Hospitality 6 3.1 3.1 33.2 

 Media 55 28.5 28.5 61.7 

 Trading 8 4.1 4.1 65.8 

 Manufacturing 66 34.2 34.2 100.0 

 Total 193 100.0 100.0  

 
and correctness of the wordings used in Vietnamese version, we consulted an in-
dependent translator. 

The survey was conducted in two phases. The first phase entailed the participa-
tion of individuals from higher position in their respective organizations to assess 
the clarity, structure, length, and ease of use of questionnaire. We conducted pilot 
study with 14 prominent individuals assuming higher position such as depart-
ment heads, CEOs, Managing Directors, and CFOs. Respondents were quite co-
operative, and they not only answered all the questions but also provided their 
opinions and insights concerning the design and structure of the questionnaire. 
Based on their comments, we finalized the questionnaire. The second phase in-
volved both visual and aural communication to improve response rate. Visual com-
munication was conducted through emails using google forms, with an option for 
both English and Vietnamese versions. Those respondents who were not reacha-
ble through emails were personally handed questionnaires in their offices through 
their human resources department (HRD). The aural communication focused on 
non-respondents, which involved follow-ups through telephone calls as a re-
minder which was structured to maximize the response rate (De Leeuw, 2005). 
The total of 200 responses were received, out of 200 responses, 7 respondents were 
discarded as cases contained values either far above or below the majority of other 
cases. The elimination of 7 cases resulted net response of 193. 

To test the hypotheses generated from the conceptual model, which shows 
the effect of digital literacy on ambidextrous learning, and the mediating role 
of coordination and non-routine task, we used PLS software. PLS caters construct 
scores, i.e., proxies of the constructs, which are measured by one or several indi-
cators (Henseler, Ringle, & Sinkovics, 2009). It is a causal modelling approach 
used in strategic management research (Hulland, 1999). Although, partial least 
square is similar to regression, it simultaneously models the structural path, (i.e., 
conceptual relationship among latent variables) and the measurement path: rela-
tionship between latent variables and its indicators (Chin, Marcolin, & Newsted, 
2003). As these procedures considers the measuring errors in the underlying in-
dicators, it provides more accurate estimate of interaction effects between latent 
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variables. PLS discloses the significant effects of the different latent variables on 
each other, while every latent variable itself is reflected by its measures. Moreover, 
the latent variables are estimated as linear combinations of its measures by max-
imizing the explained variance for the indicators and the constructs. As a result, 
the latent variable is not only maximally correlated with its own set of measure-
ments, but also with other latent variables in the model (Chin, Marcolin, & Newsted, 
2003). Beside theory confirmation, PLS can also be applied to suggest whether there 
exists a relationship or no link exist between constructs, further suggesting subse-
quent testing in future (Chin & Newsted, 1999). Marcoulides & Saunders (2006) 
have warned researches using PLS as ‘silver bullet’ while Hair, Ringle, & Sarstedt, 
(2011) have specified certain conditions where PLS might indeed be a silver bullet. 
Hence, the scaling, the number of cases, and distribution of the sample data are 
the specific conditions that are need to be considered prior to using PLS. In con-
trast to AMOS, PLS can deal with small samples, depending on the complexity of 
the model and the size of the effects to be detected (Chin & Newsted, 1999). More-
over, PLS does not require a normal distribution of the data (Chin, Marcolin, & 
Newsted, 2003). For this study, with 193 cases, the number of cases exceeds the 
number of indicators, meeting one of the conditions for PLS. The essence of PLS 
is that it uses bootstrapping, a cross validation method, to uncover the significance 
of the interaction effects in the model. It is a resampling procedure, which pro-
duces the same number of cases as in the original sample. The result may slightly 
vary in every iteration, as bootstrapping is based on trial and error. The number 
of resamples was chosen to be 1000, exceeding the minimum requirement of 200 
as indicated by Chatelin, Vinzi, & Tenenhaus, (2002). 

4.2. Measurement Model 

To measure the reliability of individual item (measurement scales), cross-loadings 
between the indicators and the constructs were checked. Every measuring item 
should have a cross-loading higher or above 0.4, while the value above 0.70 is also 
desirable (Hulland, 1999). The cross-loading of all the individual items used in 
this study have exceeded the given threshold (Table 2). 

To assess the convergent validity of the measurement model, we chose compo-
site reliability as developed by Fornell & Larcker (1981). Cronhach’s alpha tends 
to underestimate the internal consistency in PLS path model (Henseler, Ringle, & 
Sinkovics, 2009), hence composite reliability was preferred to measure the con-
vergent validity of the constructs. According to Nunnally, (1978), the cutoff point 
for both measure is 0.7 as a benchmark. In this study, Composite Reliability scores 
of all variables were above 0.7 (Table 2). 

Discriminant validity, which measures represents the extent to which measures 
of a construct differ from measures of other constructs in the same conceptual 
model (Hulland, 1999), is the traditional approach to convergent validity. Discri-
minant validity can be assessed by using the AVE (i.e., the average variance shared 
between a construct and its measures). AVE confirms that a latent variable ex-
plains more variance it its indicators than it shares with other constructs. The  
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Table 2. Operationalization of construct. 

Construct  
Average 

varia 
Composite 
reliability 

r2 
Cross 

loading 

Indicator questions operationalized using 5 - point 
Likert scales from 1 (strongly disagree) to 5 (strongly 
agree) 

Digital literacy 

Technical 

0.556 0.735 0.00 

0.742 I know how to solve my own technical problem. 

0.767 I know about a lot of different technologies 

Cognitive 

0.713 
I am confident with my search and evaluate skills in 
regards to 

0.760 
I am familiar with issues related to web-based activities 
e.g., cyber safety, search issues, plagiarism 

Ambidextrous 
learning 

Explorative 
learning 

0.610 0.885 0.097 

0.414 
Team members were systematically searching for new 
possibilities during the project 

0.805 
Team members offered new ideas and solutions to 
complicated problems (were inventive). 

0.880 
Team members experimented with new and creative ways 
for accomplishing work. 

0.877 
Team members evaluated diverse options regarding the 
course of the project. 

0.829 
The members of our team developed many new skills 
during the project. 

Exploitative 
learning 

0.678 0.923 0.484 

0.834 
The members of our team recombined existing knowledge 
for accomplishing work 

0.823 In our team, we primarily performed routine activities. 

0.725 
During the project, our team implemented standardized 
methodologies and regular work practices. 

0.845 
Team members improved and refined their existing 
knowledge and expertise during the project. 

0.882 
Team members mainly used their current knowledge and 
skills for performing their tasks. 

Coordination  0.726 0.929 0.009 

0.960 
There can be little action taken here until a supervisor 
approves a decision 

0.809 
A person who wants to make his own decision would be 
quickly discouraged 

0.955 
Even small matters have to be referred to someone higher 
up for a final decision 

0.940 
Unit members need to ask their superior before they do 
almost anything 

0.959 
Most decision people make here have to have their 
supervisor’s approval 

0.255 
Written jobs descriptions are formulated for positions at 
all levels in the organizational unit. 
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Continued 

Non-routine 
task 

 0.507 0.737 0.152 

0.580 One thing people like around here is the variety of work 

0.801 Most jobs have something new happening every day 

0.801 There is something different to do every day 

0.637 Your job is challenging 

*Discrimination validity achieved: If square root of AVE > Inter-construct Mean. 
 

square root of the AVE should be higher than the construct correlations. Further-
more, all AVEs should be above 0.5. Table 3 and Table 4 shows that both require-
ments are met. 

 
Table 3. Discriminant validity (Fornell-Larcker Criterion). 

 Coordination 
Digital 
literacy 

Exploitative 
learning 

Explorative 
learning 

Non-
routine task 

Coordination 0.852*     

Digital literacy 0.037 0.746*    

Exploitative learning 0.31 0.063 0.823*   

Explorative learning 0.05 0.541 0.225 0.781*  

Non-routine task −0.213 0.389 −0.047 0.304 0.712* 

 
Table 4. Correlation matrix. 

 Coordination 
Digital 
literacy 

Exploitative 
learning 

Explorative 
learning 

Non-
routine 

task 
√AVE 

Coordination 1     0.852 

Digital literacy 0.037 1    0.746 

Exploitative 
learning 

0.31* 0.063 1   0.823 

Explorative 
learning 

0.05 0.541 0.225 1  0.781 

Non-routine task −0.213 0.389* −0.047 0.304* 1 0.712 

 
The scales that were used in operationalizing the construct were derived from 

past studies related to ambidextrous learning, digital literacy, coordination, and 
routine technology (Table 2). We measured digital literacy using Ng (2012) five-
item scale which assessed digital literacy of the respondents. For ambidextrous 
learning, we measured two constructs using Zhao, Zong, & Zhang (2020) five-
item scales which assessed both explorative and exploitative learning. Coordina-
tion which constitutes two dimensions (centralization and formalization), was 
measured using Jansen, Van Den Bosch, & Volberda, (2006), five-time scale which 
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assessed coordination. For non-routine task, we used scales from Hage & Aiken 
(1969), five-item scales, which assessed non-routine task. 

4.3. Structural Model 

The extent to which the path coefficient can be trusted depends on the significance 
level, verified by the p-values (p ≤ 0.05), that are generated with the bootstrapping 
procedure Hair, Ringle, & Sarstedt (2011). The model was conceptualized based 
on the hypotheses prior to collection of the data, the sample data were used to test 
hypothesis only, and not determine the structure of the model itself. Therefore, 
further model validation was not deemed necessary (Kumar, 2010). Three out of 
four hypotheses were confirmed with positive relationship, where their p-values 
were less 0.05 (Figure 2). Table 5 summarizes the path coefficient of all four hy-
potheses and their p-values. H2, H3, and H4 were found statistically significant at 
p-values less than 0.05. H1, which postulated that digital literacy is positively as-
sociated with coordination, as contrary to our expectation, the hypothesis was not 
statistically significant (β = 0.037; p ≥ 0.05). However, H2, which posited that co-
ordination is positively related to exploitative learning was statistically confirmed 
(β = 0.31; p ≤ 0.05). Coordination, which refers to the systematic organization of 
different elements of one single body enabling them to work effectively and effi-
ciently to achieve common goals, has positive impact on exploitative learning. This 
is because, as we predicted, exploitation which involves activities such as refine-
ment, choice, production, efficiency, selection, implementation, and execution 
can thrive under such governing mechanism. Likewise, H3 postulated that digital 
literacy is positively associated with non-routine task was statistically significant 
(β = 0.389; p ≤ 0.05). In this digital workforce, non-routine task which is charac-
terized as a task which has few sets of procedures, and that requires great ability 
to solve problem can only be accomplished provided that the individuals working 
in a unit are digitally skilled. Finally, H4 posited that non-routine task is positively 
associated with explorative learning. As we expected, the hypothesis was statisti-
cally significant (β = 0.304; p ≤ 0.05). According to this hypothesis, explorative 
learning includes activities such as search for fresh ideas, experimentation, risk-
taking, and discovering alternatives that are far better than traditional practices 
can thrive better where employees are encouraged to perform non-routine task. 
Table 6 summarizes the results of all four hypotheses. Furthermore, in terms  

 
Table 5. Path coefficient and significance (direct effect). 

 Path coefficient (β) P values (p ≤ 0.05) 

Coordination -> exploitative learning 0.310 0.000 

Digital literacy -> coordination 0.037 0.835 

Digital literacy -> non-routine task 0.389 0.000 

Non-routine task -> explorative learning 0.304 0.000 
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*The path from digital literacy to coordination is statistically not significant. 

Figure 2. Significant paths in the PLS model (reflective model) of digital literacy, coordination, non-routine task, and ambidextrous 
learning. 
 
Table 6. Confirmation of hypotheses. 

Hypothesis 1: Digital literacy is positively related to coordination. H1: Not confirmed 

Hypothesis 2: Coordination is positively related to exploitative learning. H2: Confirmed 

Hypothesis 3: Digital literacy is positively associated with non-routine task. H3: Confirmed 

Hypothesis 4: Non-routine task is positively associated with explorative learning. H4: Confirmed 

 
of indirect effects of digital literacy on ambidextrous learning, as per our expecta-
tion, the indirect path from digital literacy to explorative learning was found sta-
tistically significant, however, the path from digital literacy to exploitative learn-
ing was found statistically insignificant (Table 7). 

A bootstrapping procedure was conducted to estimate the 95% confidence in-
tervals (CI) for the structural path coefficients. A path is considered statistically 
significant at the 5% level if the confidence interval does not include zero (Hair, 
et al., 2022). The results indicate that out of six relationships (both direct and in-
direct), only two relationship was found insignificant (Table 8). The path from 
digital literacy to coordination was not found significant since the value of CI at 
95% confidence was negative. Likewise, CI value of the path from digital literacy 
to exploitative learning was also found statistically negative (Table 8). The re-
maining four relationships including path from digital literacy to explorative 
learning was found statistically significant as the value of CI at 95% confidence 
(Table 8). 
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Table 7. Path coefficient and significane (indirect effect). 

 T statistic P values (p ≤ 0.05) 

Digital literacy -> exploitative learning 0.185 0.853 

Digital literacy -> explorative learning 3.159 0.002 

 
Table 8. Confidence intervals (Total effects). 

 
Original 

sample (O) 
Sample 
mean 

2.50% 97.50% 

Coordination -> exploitative learning 0.31 0.339 0.243 0.453 

Digital literacy -> coordination 0.037 0.02 −0.306 0.304 

Digital Literacy -> exploitative learning 0.011 0.008 −0.109 0.115 

Digital literacy -> explorative learning 0.118 0.133 0.067 0.213 

Digital literacy -> non-routine task 0.389 0.402 0.276 0.52 

Non-routine task -> explorative learning 0.304 0.329 0.206 0.446 

*Confidence level of 95%. 
 

For each endogenous construct, the explanatory power of structural model was 
assessed using coefficient of determination (R2). According to PLS-SEM guide-
lines, R2 values of approximately 0.75, 0.50, and 0.25 can be characterized as sub-
stantial, moderate, and weak (Hair et al., 2022). Values below 0.25 indicate rela-
tively low explantory power (Hair et al., 2022). Table 9 provides the R2 values for 
each endoghenous construct. These values insinuate that our model exhibits weak 
explanatory power, as all the R2 values fall below the accepted benchmark of 0.25 
(Hair et al., 2022). However, with R2 value of .151 (Adjusted R2 = 0.147), non-
routine task demonstrates the highest explanatory power, among the endogenous 
constructs (Table 9). This indicates that “Digital literacy” explains 15.1% of the 
variance in non-routine task. 

 
Table 9. R2 values of endogenous constructs. 

 R-square R-square adjusted 

Coordination 0.001 −0.004 

Exploitative learning 0.096 0.091 

Explorative learning 0.092 0.087 

Non-routine task 0.151 0.147 

 
Variation Inflation Factor (VIF) was used in evaluating inner model collinearity 

assessment to examine whether predictor constructs in the structural model are 
highly correlated. In PLS-SEM, VIF values below 3.3 (or more conservatively 5.0) 
indicate that collinearity is not a concern (Hair et al., 2022). Since, VIF values of 
all structural paths, as shown in Table 10, are equal to 1, indicates complete ab-
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sence of multicollinearity among the predictor constructs. 
 

Table 10. Inner model collinearity list. 

 VIF 

Coordination -> exploitative learning 1.00 

Digital literacy -> coordination 1.00 

Digital literacy -> non-routine task 1.00 

Non-routine task -> explorative learning 1.00 

5. Discussion 

Based on ambidextrous learning, coordination, and digital literacy literatures, we 
examined how digital literacy relates to ambidextrous learning among employees 
in Vietnam. Furthermore, our result showed that where organization is contextu-
ally structured, the mediating role of non-routine task between digital literacy and 
explorative learning is significant. Such effects are more pronounced under con-
textual approach. 

5.1. Limitations 

Although our study focused on the importance of digital literacy among employ-
ees in ambidextrous learning in the modern context of digitalized labor, is not 
without limitations. First, there is a possibility of potential biasness in the sample, 
despite we employed two phase data collection approach to alleviate the problem. 
Second, we relied on cross-sectional survey to measure the impact of digital liter-
acy on ambidextrous learning, and mediation role of non-routine task and coor-
dination. Cross-sectional studies are limited to a single snap shot, precluding re-
searchers from tracking changes in behavior, trends, or development of phenom-
ena over time. Hence, longitudinal method is encouraged in future, to examine 
the impact of digital literacy on both explorative and exploitative learning. Third, 
our data were solely collected in Vietnam, where there is a possibility of relatively 
high levels of power distance, and there may be presence of cultural issues in our 
findings. In such scenario, coordination may have strong impact on exploitative 
learning than non-routine tasks have on explorative learning. Hence, we recom-
mend future research to replicate our findings in other cultural backgrounds. 

5.2. Theoretical Contribution and Implications 

Our study contributes to the theory and research on digital literacy by focusing 
on the role of digital literacy among employees in ambidextrous learning in the 
context of digital work force. Past digital literacy researches have only focused on 
its importance in the modern workforce and the overarching importance in the 
digital economy. However, there has been limited focus on how digital literacy in 
employees can benefit them in both explorative and exploitative learning in hier-
archy. We contribute to the literature by identifying the importance of the con-
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cept, in the management domain, that suggest a pair of paradoxical relationship, 
involving two contradictory elements that not only simultaneously exist but are 
also interdependent. With the support of evidence, in digitalized job market, we 
identified that the digital literacy has direct impact on non-routine task, however 
path from digital literacy to coordination was found insignificant. Although, con-
ceptually, we showed the mediating role of coordination and non-routine task, 
the result showed no impact of digital literacy on coordination. However, as ex-
pected the relationship between coordination and exploitative learning was sig-
nificant, and non-routine task was positively associated with explorative learning. 
These finding provide valuable insights in digital literacy literature that how dig-
ital literacy has become a basic requirement to survive the complexity digitalized 
workforce. 

Second, we tested model that showed the mediating role of coordination and 
non-routine task between digital literacy and ambidextrous learning. Coordina-
tion refers to the systematic organization of different elements of one single body 
or hierarchy enabling them to work effectively and efficiently to achieve common 
goals. Although no relation between digital literacy and coordination was found, 
our findings suggested that the coordination has strong impact on exploitative 
learning. This is because, exploitation involves activities such as refinement, choice, 
production, efficiency, selection, implementation, and execution. These kinds of 
activities that are designed to meet existing customers demand and sharpen exist-
ing knowledge and skills can thrive in an environment that encourages efficient 
flow of information, and rules and regulations that reduces loopholes and improves 
existing routines. Non-routine tasks that require problem solving, have few sets 
of procedures, and have a high degree of uncertainty has strong association with 
explorative learning. Exploration involves activities that include search of fresh 
ideas, experimentation, risk-taking, autonomy in organizations, and loose disci-
pline. Our findings support the path from digital literacy to non-routine tasks to 
explorative learning. This supports the notion that with strong digital literacy em-
ployees can seek solution to new problems, and face task that has high uncertainty, 
which is beneficial to explorative learning. 

Third, in line with previous studies (Zhao, Zong, & Zhang, 2020; Gibson & 
Birkinshaw, 2004), we found that ambidexterity is best achieved when the organ-
izational system supports contextual approach rather than structural separation 
and temporal balancing. This approach emphasizes multidimensional approach, 
where employees at their own discretion, can decide to split their time between 
following standardized procedures to complete daily task, as well as developing 
new ideas and adapting to changes. Under this perspective, we identified mediat-
ing role of non-routine task to demonstrate the efficacy of digital literacy on ex-
plorative learning. Also, the results supported the role of coordination on exploi-
tative learning. As such, our findings, add additional value to the existing litera-
ture of ambidexterity by demonstrating strong impact of coordination and non-
routine task on exploitative and explorative learning respectively. Based on the 
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evidence, our study supports the premise of contextual perspective that exploita-
tive and explorative learning can coexist to foster team development in digital 
economy. 

5.3. Practical Implications 

Based on the findings, we have two practical implications. First, as job market has 
increasing become competitive and dynamic amid advent of AI, employees need 
to pursue equilibrium between the paradoxical demands to remain competitive. 
Our study demonstrated that individuals with strong digital literacy can not only 
follow standardized procedures to improve internal efficiency and cater existing 
demand, but also can equally allot time to pursue new ideas and adapt to changes 
of external environment. Therefore, management at higher echelon, must under-
stand the impact of digitalized economy that has on job market, which has created 
demand of employees that are digitally skilled and are capable of upgrading their 
skills to adapt changes in the environment. 

In addition, prior studies have amplified the role of contextual approach to 
achieve ambidexterity (Zhao, Zong, & Zhang, 2020; Gibson & Birkinshaw, 2004). 
Our study supports this argument by testing the model that showed the mediating 
role of coordination and non-routine task between digital literacy and ambidex-
trous learning. The evidence showed the strong impact of coordination on exploi-
tative learning, and strong relationship from digital literacy to non-routine task to 
explorative learning. Hence, to achieve ambidexterity, upper management must 
learn to shift their managerial practices between empowering and controlling in 
accordance with the changes in external environment. 

6. Conclusion 

In regards to the competitive and dynamic external environment that organiza-
tions face, it has become imperative for organizations to recruit individuals that 
are digitally competent. Our evidence supports the idea that in the dynamic envi-
ronment, individuals must up-skill their digital literacy to survive the complexity 
of digital economy. Furthermore, our study advances research on importance of 
ambidextrous learning by examining the role of coordination and non-routine as 
mediating variable between digital literacy and ambidextrous learning within the 
perspective of contextual system. The result, however, failed to support the path 
from digital literacy to coordination, contrary to our expectation. Hence, we rec-
ommend to replicate our studies in other cultural background to bring more pos-
itive results that concur with our conceptual model, and support the idea that with 
profound digital literacy employees can explore new ideas amid maintaining effi-
ciency. 

Conflicts of Interest 

The authors declare no conflicts of interest regarding the publication of this paper. 

https://doi.org/10.4236/jhrss.2026.143018


A. Dewan, N. L. Phuong 
 

 

DOI: 10.4236/jhrss.2026.143018 351 Journal of Human Resource and Sustainability Studies 
 

References 
Abernathy, W. J., & Clark, K. B. (1985). Innovation: Mapping the Winds of Creative De-

struction. Research Policy, 14, 3-22. https://doi.org/10.1016/0048-7333(85)90021-6 

Aiken, M., & Hage, J. (1968). Organizational Interdependence and Intra-Organizational 
Structure. American Sociological Review, 33, 912-930. https://doi.org/10.2307/2092683 

Anani, N. (2018). Paving the Way for the Future of Work. Canadian Public Policy, 44, 
S167-S176. https://www.jstor.org/stable/10.2307/90026553  

Andriopoulos, C., & Lewis, M. W. (2009). Exploitation-Exploration Tensions and Organi-
zational Ambidexterity: Managing Paradoxes of Innovation. Organization Science, 20, 
696-717. https://doi.org/10.1287/orsc.1080.0406 

Atuahene-Gima, K. (2003). The Effects of Centrifugal and Centripetal Forces on Product 
Development Speed and Quality: How Does Problem Solving Matter? Academy of Man-
agement Journal, 46, 359-373. https://doi.org/10.5465/30040629  

Benner, M. J., & Tushman, M. L. (2003). Exploitation, Exploration, and Process Manage-
ment: The Productivity Dilemma Revisited. Academy of Management Review, 28, 238-
256. https://doi.org/10.5465/amr.2003.9416096  

Brass, D. J. (1981). Structural Relationships, Job Characteristics, and Worker Satisfaction 
and Performance. Administrative Science Quarterly, 26, 331-348.  
https://doi.org/10.2307/2392511 

Calderón-Gómez, D., Casas-Mas, B., Urraco-Solanilla, M., & Revilla, J. C. (2020). The La-
bour Digital Divide: Digital Dimensions of Labour Market Segmentation. Work Organ-
isation, Labour & Globalisation, 14, 7-30.  
https://doi.org/10.13169/workorgalaboglob.14.2.0007 

Cardinal, L. B. (2001). Technological Innovation in the Pharmaceutical Industry: The Use 
of Organizational Control in Managing Research and Development. Organization Sci-
ence, 12, 19-36. https://doi.org/10.1287/orsc.12.1.19.10119 

Chatelin, Y. M., Vinzi, V. E., & Tenenhaus, M. (2002). State-of-Art on PLS Path Modeling 
through the Available Software. Les cahiers de recherché, 31pp.  

Chen, C. C., Zhang, A. Y., & Wang, H. (2014). Enhancing the Effects of Power Sharing on 
Psychological Empowerment: The Roles of Management Control and Power Distance 
Orientation. Management and Organization Review, 10, 135-156.  
https://doi.org/10.1111/more.12032 

Chin, W. W., & Newsted, P. R. (1999). Structural Equation Modeling Analysis with Small 
Samples Using Partial Least Squares. In R. H. Hoyle (Ed.), Statistical Strategies for Small 
Sample Research (pp. 307-342). Sage Publications 

Chin, W. W., Marcolin, B. L., & Newsted, P. R. (2003). A Partial Least Squares Latent Var-
iable Modeling Approach for Measuring Interaction Effects: Results from A Monte Carlo 
Simulation Study and An Electronic-Mail Emotion/Adoption Study. Information Sys-
tems Research, 14, 189-217. https://doi.org/10.1287/isre.14.2.189.16018  

Damanpour, F. (1991). Organizational Innovation: A Meta-Analysis of Effects of Determi-
nants and Moderators. Academy of Management Journal, 34, 555-590.  
https://doi.org/10.2307/256406 

Danneels, E. (2002). The Dynamics of Product Innovation and Firm Competences. Strate-
gic Management Journal, 23, 1095-1121. https://doi.org/10.1002/smj.275 

De Leeuw, D. (2005). To Mix or not Mix Data Collection Modes in Surveys. Journal of 
Official Statistics, 21, Article 233. 

Duc, L. A., Tho, N. D., Nakandala, D., & Lan, Y. (2020). Team Innovation in Retail Services: 

https://doi.org/10.4236/jhrss.2026.143018
https://doi.org/10.1016/0048-7333(85)90021-6
https://doi.org/10.2307/2092683
https://www.jstor.org/stable/10.2307/90026553
https://doi.org/10.1287/orsc.1080.0406
https://doi.org/10.5465/30040629
https://doi.org/10.5465/amr.2003.9416096
https://doi.org/10.2307/2392511
https://doi.org/10.13169/workorgalaboglob.14.2.0007
https://doi.org/10.1287/orsc.12.1.19.10119
https://doi.org/10.1111/more.12032
https://doi.org/10.1287/isre.14.2.189.16018
https://doi.org/10.2307/256406
https://doi.org/10.1002/smj.275


A. Dewan, N. L. Phuong 
 

 

DOI: 10.4236/jhrss.2026.143018 352 Journal of Human Resource and Sustainability Studies 
 

The Role of Ambidextrous Leadership and Team Learning. Service Business, 14, 167-
186. https://doi.org/10.1007/s11628-020-00412-x 

Duncan, R. B. (1976). The Ambidextrous Organization: Designing Dual Structures for In-
novation. In R. H. Kilmann, L. R. Pondy, & D. P. Slevin (Eds.), The Management of 
Organization: Strategy and Implementation (pp. 167-188). North Holland.  

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobserv-
able Variables and Measurement Error. Journal of Marketing Research, 18, 39-50.  
https://doi.org/10.1177/002224378101800104 

García-Lillo, F., Úbeda-García, M., & Marco-Lajara, B. (2016). Organizational Ambidex-
terity: Exploring the Knowledge Base. Scientometrics, 107, 1021-1040.  
https://doi.org/10.1007/s11192-016-1897-2 

Gavetti, G. (2005). Cognition and Hierarchy: Rethinking the Microfoundations of Capa-
bilities’ Development. Organization Science, 16, 599-617.  
https://doi.org/10.1287/orsc.1050.0140 

Gibson, C. B., & Birkinshaw, J. (2004). The Antecedents, Consequences, and Mediating 
Role of Organizational Ambidexterity. Academy of Management Journal, 42, 209-226.  
https://doi.org/10.5465/20159573  

Hage, J., & Aiken, M. (1969). Routine Technology, Social Structure, and Organization 
Goals. Administrative Science Quarterly, 14, 366-376. https://doi.org/10.2307/2391132 

Hair, J. F., Hult, G. T., Ringle, C. M., & Sarstedt, M. (2022). A Primer on Partial Least 
Squares Structural Equation Modeling (PLS-SEM). 3rd edition, Sage. 

Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a Silver Bullet. Journal 
of Marketing Theory and Practice, 19, 139-152.  
https://doi.org/10.2753/mtp1069-6679190202 

Henseler, J., Ringle, C. M., & Sinkovics, R. R. (2009). The Use of Partial Least Squares Path 
Modeling in International Marketing. In Advances in International Marketing (pp. 277-
319). Emerald Group Publishing Limited.  
https://doi.org/10.1108/s1474-7979(2009)0000020014 

Hulland, J. (1999). Use of Partial Least Squares (PLS) in Strategic Management Research: 
A Review of Four Recent Studies. Strategic Management Journal, 20, 195-204.  
https://doi.org/10.1002/(sici)1097-0266(199902)20:2<195::aid-smj13>3.0.co;2-7 

Jansen, J. J. P., Van Den Bosch, F. A. J., & Volberda, H. W. (2006). Exploratory Innovation, 
Exploitative Innovation, and Performance: Effects of Organizational Antecedents and 
Environmental Moderators. Management Science, 52, 1661-1674.  
https://doi.org/10.1287/mnsc.1060.0576 

Jehn, K. A. (1995). A Multimethod Examination of the Benefits and Detriments of In-
tragroup Conflict. Administrative Science Quarterly, 40, 256-282.  
https://doi.org/10.2307/2393638 

Keum, D. D., & See, K. E. (2017). The Influence of Hierarchy on Idea Generation and Se-
lection in the Innovation Process. Organization Science, 28, 653-669.  
https://doi.org/10.1287/orsc.2017.1142 

Khandwalla, P. N. (1977). Design of Organizations. Harcourt Brace Jovanovich. 

Knight, E., & Cuganesan, S. (2020). Enabling Organizational Ambidexterity: Valuation 
Practices and the Senior-Leadership Team. Human Relations, 73, 190-214.  
https://doi.org/10.1177/0018726718823247 

Kumar, R. (2010). Research Methodology: A Step-by-Step Guide for Beginners. Sage Pub-
lication Limited. 

Lavie, D., Stettner, U., & Tushman, M. L. (2010). Exploration and Exploitation within and 

https://doi.org/10.4236/jhrss.2026.143018
https://doi.org/10.1007/s11628-020-00412-x
https://doi.org/10.1177/002224378101800104
https://doi.org/10.1007/s11192-016-1897-2
https://doi.org/10.1287/orsc.1050.0140
https://doi.org/10.5465/20159573
https://doi.org/10.2307/2391132
https://doi.org/10.2753/mtp1069-6679190202
https://doi.org/10.1108/s1474-7979(2009)0000020014
https://doi.org/10.1002/(sici)1097-0266(199902)20:2%3c195::aid-smj13%3e3.0.co;2-7
https://doi.org/10.1287/mnsc.1060.0576
https://doi.org/10.2307/2393638
https://doi.org/10.1287/orsc.2017.1142
https://doi.org/10.1177/0018726718823247


A. Dewan, N. L. Phuong 
 

 

DOI: 10.4236/jhrss.2026.143018 353 Journal of Human Resource and Sustainability Studies 
 

across Organizations. Academy of Management Annals, 4, 109-155.  
https://doi.org/10.5465/19416521003691287 

Lee, H., Chae, H., & Chung, D. (2025). Exploring the Link between Team Diversity, Cohe-
sion and Performance: The Dual Role of Exploration and Exploitation. Team Perfor-
mance Management: An International Journal, 31, 844-863.  
https://doi.org/10.1108/tpm-03-2025-0041 

Lewin, A. Y., Long, C. P., & Carroll, T. N. (1999). The Coevolution of New Organizational 
Forms. Organization Science, 10, 535-550. https://doi.org/10.1287/orsc.10.5.535 

Lewis, M. W. (2000). Exploring Paradox: Toward a More Comprehensive Guide. Academy 
of Management Review, 25, 760-776. https://doi.org/10.5465/amr.2000.3707712  

Lin, X., & Germain, R. (2003). Organizational Structure, Context, Customer Orientation, 
and Performance: Lessons from Chinese State‐Owned Enterprises. Strategic Manage-
ment Journal, 24, 1131-1151. https://doi.org/10.1002/smj.348 

Luger, J., Raisch, S., & Schimmer, M. (2018). Dynamic Balancing of Exploration and Ex-
ploitation: The Contingent Benefits of Ambidexterity. Organization Science, 29, 449-
470. https://doi.org/10.1287/orsc.2017.1189 

Lyons, A. C., & Kass‐Hanna, J. (2021). A Methodological Overview to Defining and Meas-
uring “Digital” Financial Literacy. Financial Planning Review, 4, e1113.  
https://doi.org/10.1002/cfp2.1113 

March, J. G. (1991). Exploration and Exploitation in Organizational Learning. Organiza-
tion Science, 2, 71-87. https://doi.org/10.1287/orsc.2.1.71 

Marcoulides, G. A., & Saunders, C. (2006). Editor’s Comments: PLS: A Silver Bullet? MIS 
Quarterly, 30, 3-11. https://doi.org/10.2307/25148727 

Matraeva, L., Vasiutina, E., & Belyak, A. (2020). The Effects of Digitalisation on the Labour 
Market: The Case of Russia. Work Organisation, Labour & Globalisation, 14, 31-45.  
https://doi.org/10.13169/workorgalaboglob.14.2.0031 

Miller, D., & Dröge, C. (1986). Psychological and Traditional Determinants of Structure. 
Administrative Science Quarterly, 31, 539-560. https://doi.org/10.2307/2392963 

Ng, W. (2012). Can We Teach Digital Natives Digital Literacy? Computers & Education, 
59, 1065-1078. https://doi.org/10.1016/j.compedu.2012.04.016 

Nunnally, J. C. (1978). Psychometric Theory. In C. E. Lance, M. M. Butts, & L. A. Michaels 
(Eds.), The Sources of Four Commonly Reported Cut-Off Criteria: What Did They Re-
ally Say? (pp. 202-220). McGraw-Hill. 

O’Reilly, C. I., & Tushman, M. L. (2013). Organizational Ambidexterity: Past, Present, and 
Future. Academy of Management Perspectives, 27, 324-338.  
https://doi.org/10.5465/amp.2013.0025 

Organisation for Economic Co-Operation and Development (2018). OECD Digital Econ-
omy Outlook 2017. OECD Publishing. 

Powell, W. (2003). Neither Market nor Hierarchy. In M. J. Handel (Ed.), The Sociology of 
Organizations: Classic, Contemporary, and Critical Readings (Vol. 315, pp. 104-117). 
Sage Publications. 

Richard, H. (1974). Organizations: Structure and Process. Prentice-Hall. 

Schminke, M., Ambrose, M. L., & Cropanzano, R. S. (2000). The Effect of Organizational 
Structure on Perceptions of Procedural Fairness. Journal of Applied Psychology, 85, 294-
304. https://doi.org/10.1037/0021-9010.85.2.294 

Schnabel, C., Abraham, M., Wieser, L., Niessen, C., & Bergmann, S. (2025). The Digital 
Gender Divide in Germany: The Role of Preferences and Constraints in Digital Involve-

https://doi.org/10.4236/jhrss.2026.143018
https://doi.org/10.5465/19416521003691287
https://doi.org/10.1108/tpm-03-2025-0041
https://doi.org/10.1287/orsc.10.5.535
https://doi.org/10.5465/amr.2000.3707712
https://doi.org/10.1002/smj.348
https://doi.org/10.1287/orsc.2017.1189
https://doi.org/10.1002/cfp2.1113
https://doi.org/10.1287/orsc.2.1.71
https://doi.org/10.2307/25148727
https://doi.org/10.13169/workorgalaboglob.14.2.0031
https://doi.org/10.2307/2392963
https://doi.org/10.1016/j.compedu.2012.04.016
https://doi.org/10.5465/amp.2013.0025
https://doi.org/10.1037/0021-9010.85.2.294


A. Dewan, N. L. Phuong 
 

 

DOI: 10.4236/jhrss.2026.143018 354 Journal of Human Resource and Sustainability Studies 
 

ment and Wages. SSRN Electronic Journal. https://doi.org/10.2139/ssrn.5438246 

Sheremata, W. A. (2000). Centrifugal and Centripetal Forces in Radical New Product De-
velopment under Time Pressure. The Academy of Management Review, 25, 389-408.  
https://doi.org/10.2307/259020 

Solís-Molina, M., Hernández-Espallardo, M., & Rodríguez-Orejuela, A. (2018). Perfor-
mance Implications of Organizational Ambidexterity versus Specialization in Exploita-
tion or Exploration: The Role of Absorptive Capacity. Journal of Business Research, 91, 
181-194. https://doi.org/10.1016/j.jbusres.2018.06.001 

Susło, R., Paplicki, M., Dopierała, K., & Drobnik, J. (2018). Fostering Digital Literacy in the 
Elderly as a Means to Secure Their Health Needs and Human Rights in the Reality of the 
Twenty-First Century. Family Medicine & Primary Care Review, 20, 271-275.  
https://doi.org/10.5114/fmpcr.2018.78273 

Taskin, B., & Ok, C. (2022). Impact of Digital Literacy and Problematic Smartphone Use 
on Life Satisfaction: Comparing Pre- and Post-COVID-19 Pandemic. European Journal 
of Investigation in Health, Psychology and Education, 12, 1311-1322.  
https://doi.org/10.3390/ejihpe12090091 

Thompson, J. D. (2017). Organizations in Action: Social Science Bases of Administrative 
Theory. Routledge.  

Tiandem-Adamou, Y. M. (2025). Navigating the Digital Era and Future Workplaces: Cul-
tivating Critical Skills for Success in the 21st Century. In Revitalizing Student Skills for 
Workforce Preparation (pp. 1-36). IGI Global Scientific Publishing.  
https://doi.org/10.4018/979-8-3693-3856-8.ch001  

Tushman, M. L., & O'Reilly, C. A. (1996). Ambidextrous Organizations: Managing Evolu-
tionary and Revolutionary Change. California Management Review, 38, 8-29.  
https://doi.org/10.2307/41165852 

Van de Ven, A. H., Delbecq, A. L., & Koenig Jr, R. (1976). Determinants of Coordination 
Modes within Organizations. American Sociological Review, 41, 322-338.  
https://doi.org/10.2307/2094477 

Walker, V., Bowkett, G., & Duchaine, I. (2018). All Companies Are Technology Compa-
nies: Preparing Canadians with the Skills for a Digital Future. Canadian Public Policy, 
44, S153-S158. https://doi.org/10.3138/cpp.2018-011 

Wei, Y. (2022). Digital Literacy in Education: From Local to Global. In Advances in Social 
Science, Education and Humanities Research (pp. 2726-2729). Atlantis Press.  
https://doi.org/10.2991/assehr.k.220504.495 

Williamson, O. E. (1991). Comparative Economic Organization: The Analysis of Discrete 
Structural Alternatives. Administrative Science Quarterly, 36, 269-296.  
https://doi.org/10.2307/2393356 

Zhao, K., Zong, B., & Zhang, L. (2020). Explorative and Exploitative Learning in Teams: 
Unpacking the Antecedents and Consequences. Frontiers in Psychology, 11, Article 
2041. https://doi.org/10.3389/fpsyg.2020.02041 

Zmud, R. W. (1982). Diffusion of Modern Software Practices: Influence of Centralization 
and Formalization. Management Science, 28, 1421-1431.  
https://doi.org/10.1287/mnsc.28.12.1421 

Zollo, M., & Winter, S. G. (2002). Deliberate Learning and the Evolution of Dynamic Ca-
pabilities. Organization Science, 13, 339-351.  
https://doi.org/10.1287/orsc.13.3.339.2780 

https://doi.org/10.4236/jhrss.2026.143018
https://doi.org/10.2139/ssrn.5438246
https://doi.org/10.2307/259020
https://doi.org/10.1016/j.jbusres.2018.06.001
https://doi.org/10.5114/fmpcr.2018.78273
https://doi.org/10.3390/ejihpe12090091
https://doi.org/10.4018/979-8-3693-3856-8.ch001
https://doi.org/10.2307/41165852
https://doi.org/10.2307/2094477
https://doi.org/10.3138/cpp.2018-011
https://doi.org/10.2991/assehr.k.220504.495
https://doi.org/10.2307/2393356
https://doi.org/10.3389/fpsyg.2020.02041
https://doi.org/10.1287/mnsc.28.12.1421
https://doi.org/10.1287/orsc.13.3.339.2780

	Study of Digital Literacy, Coordination, Non-Routine Task, and Ambidextrous Learning 
	Abstract
	Keywords
	1. Introduction
	2. Theory and Hypothesis
	2.1. Addressing Ambidextrous Learning in Organizations
	2.2. Addressing Coordination in Hierarchy
	2.3. Digital Literacy and Coordination
	2.4. Coordination and Exploitative Learning

	3. Addressing Non-Routine Task
	3.1. Digital Literacy and Non-Routine Task
	3.2. Non-Routine Task and Explorative Learning

	4. Research Methods
	4.1. Data Sample
	4.2. Measurement Model
	4.3. Structural Model

	5. Discussion
	5.1. Limitations
	5.2. Theoretical Contribution and Implications
	5.3. Practical Implications

	6. Conclusion
	Conflicts of Interest
	References

