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Abstract: In order to provide channels of human resource
management in promoting organizational learning, structural
equation models were used for identifying the differences in
the coupling dimensions between human resource archetypes
and organizational learning modes based on sample data of 219
manufacturing firms with more than 100 employees. It is
found that the coupling of the cooperative human resource
archetype and exploitative learning
mechanistic the coupling of the

is reflected in the
structure  dimension;
cooperative human resource archetype and exploratory learning
is reflected in the two dimensions of the mechanistic structure
and specialist cognition; the coupling of the entrepreneurial
human resource archetype and exploitative learning is reflected
in the two dimensions of generalist cognition and cognitive
trust; the coupling of the entrepreneurial human resource
archetype and exploratory learning is reflected in the
dimension of generalist cognition. When manufacturing firms
pursue exploitative learning, it is suggested that they pay
attention to the structure dimension management of the
collaborative human resource archetype and the cognition and
affect dimensions management of the entrepreneurial human
resource archetype. When manufacturing firms pursue
it is suggested pay attention to the
structure and cognition dimensions

exploratory learning,
management of the
collaborative human resource archetype and the cognition
dimension management of the entrepreneurial human resource
archetype.
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At present, Chinese manufacturing firms are in a criti-
cal transformation period from a technology-driven
mode to an innovation- and intelligent-driven mode. In
order to remove the dilemma of “order-driven production
inertia”, improve innovation ability and realize intelligent
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manufacturing transformation and upgrading, how to use
human resources to improve the firm’s learning ability
and creativity is the crux of the matter'"’ . To make human
resources become a firm’s core element of transformation,
upgrading and innovation, it should first transform into a
learning organization, and then give opportunity to the
subjective initiative effect of its “people”™ .

Since the organizational learning theory was proposed,
the discussion concerning whether learning is dualistic or
ambidextrous has never ceased” ™. Among them, explor-
atory learning aims to create new customer value by learn-
ing knowledge that is not available in the current organi-
zation or group, and it is a radical discontinuous learning
process, which can improve the knowledge store at a high
speed, high cost and high risk, and acquire small, unsta-
ble and novel knowledge'” . Exploitative learning aims to
expand or enrich the current customer value by refining
and deepening the organizational or groups’ existing
knowledge, and it is a gradual and continuous learning
process, which can improve the knowledge store at a low
speed, low cost and low risk, and acquire large, stable
and obsolete quality knowledge' .

Accordingly, based on the dualistic view of organiza-
tional learning scholars, strategic human resource man-
agement scholars first put forward a dualistic configura-
tion of human resources,
source configuration into two opposite archetypes: Entre-
preneurial and collaborative'®'.

which divided the human re-

Afterwards, strategic hu-
man resource management scholars put forward an ambi-
dexterity configuration of human resources in terms of the
ambidexterity view of organizational learning scholars,
which deduced two interlaced archetypes: Refined inter-
polation and disciplined extrapolation'”’. It is not difficult
to find that the coupling between human resource arche-
types and organizational learning modes not only presents
in the overall form, but also in the different composition
dimensions of human resource archetypes'™ .

The human resource archetypes’ dimension view was
first proposed by Lepak et al. "', while they analyzed the
differentiated combination of human resource capital at-
tribute and employment relationship under different em-
ployment modes based on the knowledge store perspec-

[10]

tive' . The entrepreneurial human resources archetype is

composed of the organic structure, generalist cognition
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and cognitive trust, so it is suitable for the organization
implementing exploratory learning'®. The cooperative
human resources archetype is composed of the mechanis-
tic structure, specialist cognition and affective trust, so it
is suitable for the organization implementing exploitative
learning!"". In order to cope with the external dynamic
market competition, firms must maintain a certain flexi-
bility in production and innovation'”. In this case, the
interface of human resource archetypes and organizational
learning modes may not show strict binary matching, but
loosely ambidexterity coupling'”'.

As a special active resource, although employees have
dual control rights to their cognition and affection when
they create value for their firm'”', they cannot “break
away” from the platform and channel constraints provided
by the organizational structure'''. Therefore, the cogni-
tion dimension and affect dimension can play mediating
roles between the structural dimension and the organiza-
tional learning mode'” ** "',

In order to examine whether the coupling dimensions
between human resource archetypes and organizational
learning modes show differences in Chinese manufactur-
ing firms, this paper empirically tested the significance of
the coupling dimension(s) between different human re-
source archetypes and organizational learning modes. We
found that no matter what learning modes are chosen by
Chinese manufacturing firms,
source archetypes can all keep coupling with organization-
al learning modes in specific dimension(s). Therefore,
this paper proves that when living in a dynamic competi-
tive environment, the coupling forms between human re-

all different human re-

source archetypes and organizational learning modes do
not exhibit an alternative view that is advocated by dual-
ism scholars, but a flexible and variable view that is ad-
vocated by ambidexterity scholars. In addition, this paper
clearly reveals what the specific structure, affect,
cognition dimensions are, when different human resource
archetypes are coupled with different learning modes.
These research results can be used to guide Chinese man-
ufacturing firms how to focus on the specific management
dimensions of human resource archetypes in order to im-
prove organizational learning efficacy and competitive-
ness.

and

1 Method
1.1 Data and distributive characteristics

In this paper, data was obtained by the sample means
of a questionnaire survey conducted from May to Decem-
ber 2017. The survey respondents were taken from large
and medium-sized manufacturing firms with more than
100 employees from Tianjin’s greater than 30 industrial
parks. Nearly 1 500 firms were visited, from which 293
firms were successfully surveyed. The visiting rate is only
20% , and the lower successful visit rate is because most

surveyed firms’ security guards refuse us to enter firm’s
factory area. After eliminating 74 questionnaires which
were not completed or did not meet the scale of 100 em-
ployees, a total of 219 effective questionnaires were ob-
tained, and the efficiency of the questionnaire was
74.7% . The sample firms’ size, establishment time,
ownership, and distribution characteristics are shown in
Tab. 1.

Tab.1 Data distributive characteristics

The basic characteristics Sample size  Proportion/%
100-300 152 69.4
. 300-500 28 12.8
Size
500-1 000 27 12.3
>1000 12 5.5
<3 15 6.8
Establish 3-5 18 8.2
sta. ishment 5.10 51 233
time/a
10-20 93 42.5
>20 42 19.2
State-owned 10 4.6
Wholly foreign owned 31 14.1
Ownership Sino-foreign joint 22 10.0
Private 114 52.1
Joint-stock 42 19.2
Listed 31 14.2
Listed
Unlisted 188 85.8

1.2 Measurement of constructs

This study used existing scales from the literature, and
appropriate improvements were made to the scales. Firms’
human resource department managers, strategic depart-
ment managers and general managers were asked to com-
plete the total questionnaire, and execute 5-point Likert
scale style.

The mechanistic structure scale and organic structure
scales were designed based on the flexible HRM system
scale developed by Chang et al. """, including a total of
11 items. The mechanistic structure includes six items,
such as “with the purpose of quickly and effectively de-
ploying and using these core employees, our company
pays attention to the use of human resources information
system to keep and update the information of core employ-
ees in a timely manner”. The organic structure consists of
5 items, such as “the skills training courses provided by
our company for core employees acquiring diversified
skills may not be directly related to their current jobs”.

The generalist cognition scale and specialist cognition
scales were designed based on the knowledge value and
specialty scale developed by Lopez-Cabrales'”,
ding 9 items. The generalist cognition scale includes 5
items, such as “our employees have the skills to develop
new products/new markets/new services”. The specialist
cognition scale consists of 4 items, such as “our employ-
ees have skills that our competitors don’t have, and our

inclu-
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employees have skills that have been acquired through
their current job experience”.

The cognitive trust scale and affective trust scales were
designed according to the cognition-based trust and affect-
based trust scale developed by McAllister'”, including
11 items. The cognitive trust scale consists of 6 items,
such as “our employees have a good performance history,
so their competence and work attitude will not be doub-
ted”. There are 5 items in the affective trust scale, such
as “there is a shared relationship between our employees,
who can freely share each other’s creativity, emotions and
expectations”.

The exploitative learning and exploratory learning
scales were designed based on the same scales developed
by Kang et al.'"™, including 12 items. The exploitative
learning scale includes 6 items, such as “our company fo-
cuses on in-depth research and development on the basis
of existing products or services, and then introduces new
products or services to the market”. The exploratory
learning scale includes 6 items, such as “our company has
always maintained a leading technology position when
solving customers’ product needs, and our company can
quickly identify new customer markets by transforming
product R & D capabilities and knowledge foundation in a
timely manner”.

1.3 Constructs reliability test

In order to verify whether the sample data can be used
to test the theoretical framework, an exploratory factor
analysis should be carried out to discover whether the
structural characteristics of the sample data are consistent
with the theoretical constructs. In this paper, SPSS 26.0
software was used for the exploratory factor analysis. Af-
ter several attempts, the final exploratory factor analysis
results are obtained after deleting unreasonable items,
which are shown in Tab. 2.

The KMO value of the 8 constructs was 0. 907, and the
P value of Bartlett’s spherical test was close to 0, indica-
ting that there was a strong correlation between the con-
struction items, which was suitable for the factor analy-
sis. According to the principle that the eigenvector value
is greater than 1, 8 factors were selected, with the contri-
bution rate of cumulative variance reaching 66. 304% ,
and the extraction value of each item being above 0.5.

The Cronbach’s « reliability coefficients of the overall
scale, organizational learning scales, structure scales, af-
fect scales and cognition scales were 0.946, 0.843,
0.868, 0.889 and 0.902, respectively (see Tab.2). The
coefficient values are above 0.7, indicating that all con-
structs scales have a higher internal consistency reliabili-
ty. The variance contribution rate of the first principal
component is used to measure the structural validity of
constructs scales. As can be seen from Tab. 2, the vari-
ance contribution rate of the first principal component of

each construct scale is above 50% , indicating that the
scales in this paper have a high structural validity.

AMOS 26.0 software was used to further test the dis-
criminative validity among constructs based on the con-
firmatory factor analysis (CFA) technique. The indices
of the fitting degree of the AMOS models are shown in
Tab. 3. Firstly, the CFA analysis was carried out on the 8
constructs without any merging treatment. Secondly, the
dualistic forms of 8 constructs were combined into a mon-
adic form to construct 4 factors including structure, cog-
nition, affect and learning. Thirdly, the structure, cogni-
tion and affect dimensions of the human resource arche-
types were combined, and the CFA results are shown in a
2-factor model. Finally, all 8 constructs were integrated
into a 1-factor model. It can be seen from Tab. 3 that the
8-factor model has the best fitting degree compared with
other models, indicating that the 8 constructs have better
discriminant validity. Among the fitting indices of the 8-
factor model, except for the GFI index which does not
reach the 0.9 standard, all other indices are above 0.9"",
and the RMSEA and SRMR are both below 0.07, so the 8-
factor model can be regarded as a better fit.

The questionnaire is mainly completed by the human
the strategy department and the
general manager. This self-evaluation questionnaire may

resources department,

have the problem of common method biases. To avoid
these, we did the Harman single factor test, and found
that there is not one common factor that can explain most
of the data variation ( the first principal component contri-
bution rate is only 33. 77% ). Meanwhile, according to
Refs. [20 —21], we used the method of “controlling for
the effects of an unmeasured latent method factor” to ex-
amine the common method biases. The results show that
the differences between the two-factor model and the
model only containing specific factors were not signifi-
cant. In addition, each variable was loaded on the specif-
ic factor. When surveying, each firm only completed one
questionnaire and the investigation purpose and intention
were clearly explained to the respondents, asking them to
answer the items according to the objective reality. In
conclusion, the common method bias from our sample
data did not cause a major concern in this study.

2 Estimation Results of SEMs

We controlled firms’ size ( measured by the total num-
ber of their employees), age (years since the firm opened
its business) and listing ( whether they were publicly lis-
ted) that may affect organizational learning.

The data’s descriptive statistical analysis results are
shown in Tab.4. As can be seen from Tab. 4, there is a
significant correlation between the organic structure and
the mechanistic structure, and all the relationships be-
tween the two constructs and other constructs are all ro-
bust and prominent. This indicates possible coupling be-
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tween two human resource archetypes and two organiza-  test the coupling dimension(s) between two archetypes
tional learning modes. and two organizational learning modes.
This paper constructed 4 structure equation models to

Tab.2 Exploratory factor analysis

. . Variance
V;‘E; Ovb;eigvb?:ie R 3 F4 F5 F6 F7 8 P Exijizon CronZaCh s contribution
ratio/ %
LIl 0.030 0.103 0.196 0.038 0.003 0.738* 0.016 0.180 0.056  0.631
. LI2  0.122 0.021 0.201 0.046 0.09 0.806° 0.079 0.003 0.106 0.734
E’;S:r’::lf;ve LI3  0.116 0.055 0.033 0.068 0.047 0.780° 0.069 0.092 0.182 0.679  0.787  54.381
L4 0.097 0.233 0.190 0.058 0.015 0.624° 0.290 0.063 0.114  0.594
LI6  0.301 0.175 0.271 0.117 0.055 0.409° 0.085 0.093 0.343  0.512
L21  0.200 0.246 0.461° 0.134 0.170 0.251 0.018 0.430 0.064  0.612
122 0.252 0.184 0.616° 0.093 0.028 0.185 0.08 0.136 0.162  0.573
Bxploory 123 0.008 0.028 0.477° 0.240 0.207 0.041 0.130 0.031 0.495 0.56 .
learning L24  0.134 0.140 0.737* 0.165 0.143 0.160 0.038 0.168 0.091  0.691
125  0.128 0.039 0.792° 0.029 0.057 0.115 0.098 0.142 0.192  0.729
126 0.242 0.018 0.728° 0.083 0.131 0.223 0.097 0.040 0.010  0.674
PIl  0.195 0.094 0.187 0.227 0.060 0.157 0.363 0.071 0.634* 0.701
P12 0.198 0.119 0.313 0.082 0.268 0.176 0.392 0.000 0.456* 0.623
Mechanistic P13 0.059 0.08 0.162 0.076 0.234 0.097 0.58°' 0.9 0.180 0.570 0
structure PI4  0.229 0.200 0.147 0.068 0.151 0.259 0.567° 0.260 0.124  0.613
PI5  0.167 0.137 0.050 0.171 0.073 0.051 0.803* 0.019 0.116  0.745
PI6  0.250 0.009 0.017 0.261 0.075 0.150 0.659* 0.058 0.123  0.611
P21 0.262 0.113 0.094 0.588° 0.150 0.149 0.023 0.128 0.169  0.526
, P22 0.140 0.071 0.038 0.770° 0.177 0.001 0.170 0.062 0.133  0.700
S?:f;i‘rce P23 0.026 0.199 0.175 0.741* 0.087 0.059 0.171 0.252 0.017 0.724  0.829  59.574
P24 0.199 0.244 0.182 0.684* 0.155 0.090 0.229 0.144 0.114  0.719
P25 0.122 0.263 0.094 0.453° 0.088 0.004 0.438 0.261 0.019  0.566
TI1  0.384 0.452° 0.089 0.137 0.222 0.115 0.000 0.299 0.188  0.566
. TI2  0.285 0.650° 0.030 0.224 0.056 0.048 0.050 0.252 0.001  0.626
Aftffj:ive TI3  0.092 0.834* 0.065 0.033 0.080 0.052 0.195 0.033 0.051 0.760  0.836  60.926
TI4  0.159 0.679° 0.177 0.238 0.266 0.132 0.092 0.079 0.057  0.680
TIS  0.092 0.730° 0.100 0.214 0.243 0.095 0.112 0.052 0.039  0.682
T2 0.248 0.367 0.095 0.250 0.405° 0.199 0.091 0.199 0.164  0.546
T22  0.161 0.432 0.109 0.102 0.580° 0.035 0.156 0.124 0.094  0.621
Cognitive  T23  0.246 0.423 0.065 0.160 0.55° 0.160 0.036 0251 0.041 0.715 o
trust T24  0.205 0.362 0.203 0.168 0.646° 0.121 0.065 0.258 0.092  0.753
T25  0.245 0.327 0.129 0.066 0.618° 0.124 0.067 0.208 0.039  0.635
T26  0.122 0.037 0.024 0.214 0.661* 0.094 0.240 0.023 0.002  0.567
HIl  0.731* 0.236 0.277 0.109 0.072 0.093 0.179 0.061 0.082  0.734
_ HI2  0.772* 0.174 0.252 0.145 0.239 0.107 0.093 0.160 0.019  0.815
fggfiﬁ: HI3  0.735* 0.199 0.233 0.069 0.171 0.119 0.271 0.168 0.019 0.785  0.909  73.489
HI4  0.681* 0.090 0.146 0.149 0.174 0.197 0.203 0.205 0.066 0.672
HI5  0.712* 0.156 0.080 0.254 0.208 0.067 0.166 0.193 0.056  0.717
- H21  0.288 0.119 0.181 0.198 0.254 0.054 0.125 0.652° 0.049  0.680
Speclalist oy 0203 0.223 0200 0.281  0.183  0.057 0.180 0.662° 0.008 0.720  0.838  75.501
COBMHON b4 0241 0.032 0.071 0.222 0281 0.039 0.263 0.723° 0.021  0.787
Note: * represents the maximum load value on factors.
Tab.3 CFA test
Models Describe x/df IFI TLI CFI GFI RMSEA SRMR
8-factor model Duality: S, C, A, L 1.571 0.912 0.901 0.911 0.811 0.051 0.068
4-factor model  Unitary: S, C, A, L 2.411 0.771 0.755 0.769 0.682 0.080 0.075
2-factor model S+C+A, L 2.802 0.696 0.677 0.693 0.632 0.091 0.080
1 -factor model S+C+A+L 3.177 0.632 0.609 0.629 0.588 0.100 0.090

Note: S represents structure; C represents cognition; A represents affect; L represents learning.
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Tab.4 Descriptive statistical analysis
Variables Mean  SD 1 2 3 4 5 6 7 8 9 10
1—Size 735 3932 1
2—Age 13 11 0.152* 1
3—Listing 0.160 0.436 0.217** 0.178* 1
4—Mechanistic structure  4.511 0.499 0.059 -0.009 -0.010
5—Organic structure 4.200 0.584 0.010 0.002 0.150* 0.531** 1
6—Generalist cognition ~ 4.178 0.668 -0.057 -0.107 -0.045 0.406 ** 0.548 *** 1
7—Specialist cognition 3.775 0.806 -0.021 -0.022 0.073 0.195* 0.486 " 0.596 *** 1
8—Affective trust 4.125 0.649 -0.011 -0.036 -0.058 0.281 " 0.393 " 0.543 "™ 0.474 " 1
9—Cognitive trust 4.098 0.633 -0.019 0.001 -0.046 0.290* 0.432** 0.603 “* 0.607 *** 0.652 " 1
10—Exploitative learning 4.511 0.499 0.059 -0.009 -0.010 10.000 *** 0.531 ** 0.406 ™* 0.195 ** 0.281 ** 0.290 *** 1
11—Exploratory learning 4.137 0.634 0.006 0.002 0.164" 0.489"" 0.976 ™" 0.534 ™" 0.463 ™" 0.358 " 0.410 "™ 0.489 "

Note: N=219; *p<0.1; *p<0.05; “*p<0.01; “™ p<0.001.

Considering that the structural equation model is differ-
ent from general OLS regression analysis, control varia-
bles are added to the structural equation model. The esti-
mated parameters will increase, and the performance of
fit indices will decrease. In order to improve the excellent
fit performance, control variables are not included in the
four structural equation models. Nonetheless, we con-
structed four SEMs including control variables, and the
regression results show that the path coefficients have no
significant difference from the SEMs not including the
control variables. Therefore, this paper only presents four
SEMs not including the control variables.

In this paper, AMOS 26.0 software is used to compute
the path coefficients of the four SEMs by the maximum
likelihood estimation methods. When testing the indirect
effects between latent variables, a Monte Carlo method is
executed iteratively 20 000 times by setting 10 random
number seed, in which the bias-corrected percentile Boot-
strap method is used to examine the variables’ mediating

Structural equation model 1 was constructed to test the
prominent dimensions between the three dimensions of
cooperative human resource archetype and the exploitative
learning mode. The path coefficients of the structural
equation model are shown in Fig. 1, and the fit index is
shown in Tab. 5. The model’s GFI, AGFI, NFI, and
CFI are all close to or greater than 0.9'"”', and RMSEA
and SRMR are both below 0. 07. Therefore, AMOS
model 1 can be considered as a better fit.

Trust:
affective

0.577 0.06

Structure :
mechanistic

Exploitative
learning

Cognition:
specialist

Fig.1 Structural equation model 1

roles™' .
Tab.5 Indicator fitness of AMOS models
AMOS models % df X/df GFI RMR RMSEA AGFIL NFI CFI
Model 1 284.576 144 1.976 0.881 0.049 0.067 0.842 0. 844 0.915
Model 2 308. 640 161 1.917 0.885 0.050 0. 065 0.850 0.847 0.919
Model 3 330.239 180 1.835 0. 880 0.064 0.062 0.847 0.870 0.936
Model 4 357.341 199 1.796 0.877 0.061 0. 060 0.843 0.870 0.937

As can be seen from Fig. 1, the direct effect coefficient
of the mechanistic structure on exploitative learning is
positive and significant (8 =0. 68, p <0.001), indica-
ting that the mechanistic structure can directly promote or-
ganizational exploitative learning. The direct effect coef-
ficient of affective trust on exploitative learning is not sig-
nificant (8 =0. 06, p >0. 1), indicating that affective
trust cannot directly influence organizational exploitative
learning. The direct effect coefficient of specialist cogni-
tion on exploitative learning is negative and significant (3
—-0.31, p<0.05), indicating that the specialist cog-
nition exerts an inhibitory effect on the organizational ex-
ploitative learning. From Tab. 6, it can be seen that the

indirect effects of the mechanistic structure on exploitative
learning through affective trust and specialist cognition are
not significant ( coefficient is —0. 180, bias corrected CI
=[ -0.468, 0.049]), and bias corrected CI contains
zero indicating that the two co-mediating effect were not
significant. Combined with the significant total effect of
the mechanistic structure on exploitative learning ( coeffi-
cient is 0. 504, bias corrected CI = [0.353, 0.667]), we
found that the mechanism of the cooperative human re-
source archetype promoting organizational exploitative
learning is the mechanistic structure directly affecting or-
ganizational exploitative learning.
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Tab.6 Bootstrap analysis of the double mediation effect test

Paths Direct effects Total effects T i T ax Indirect effects Iin 1ok
Mechanistic—Exploitative 0.684(0.144) 0.504 0.353 0.667 -0.180 -0.468 0.049
Mechanistic—Exploratory 0.338(0.185) 0.564 0.387 0.724 0.227 -0.036 0.502
Organic—Exploitative —-0.241(0.107) 0.170 0.320 0.569 0.411 0.240 0.638
Organic—Exploratory 0.113(0.111) 0.486 0.340 0.620 0.374 0.182 0.581

Structural equation model 2 was constructed to test the
prominent dimensions between the three dimensions of the
cooperative human resource archetype and the exploratory
learning mode. The path coefficients of the structural
equation model are shown in Fig. 2, and the fit index is
shown in Tab. 5. The model’s GFI, AGFI, NFI, and
CFI are all close to or greater than 0.9""', and the RM-
SEA and SRMR are both below 0.07. Therefore, AMOS
model 2 can be regarded as a better fit.

Trust:
affective

Structure :
mechanistic

Exploitative
learning

Cognition:
specialist

0.69™

Fig.2 Structural equation model 2

As can be seen from Fig. 2, the direct effect coefficient
of the mechanistic structure on exploratory learning is
positive and significant (8 =0.34, p <0.05), indicating
that the mechanistic structure can directly promote organi-
zational exploratory learning. The direct effect coefficient
of affective trust on exploratory learning is not significant
(B=0.12, p>0.1), indicating that affective trust cannot
directly influence organizational exploratory learning. The
direct effect coefficient of specialist cognition on explora-
tory learning is positive and significant (8 =0.23, p <
0.05), indicating that the specialist cognition exerts a
promoting effect on the organizational exploratory learn-
ing. From Tab. 6, it can be seen that the indirect effects
of the mechanistic structure on exploratory learning
through affective trust and specialist cognition are not sig-
nificant ( coefficient is 0. 227, bias corrected CI =
[ =0.036, 0.502]), and bias corrected CI contains zero
indicating that the two co-mediating effects were not sig-
nificant. Combined with the significant total effect of the
mechanistic structure on exploratory learning ( coefficient
is 0.564, bias corrected CI = [0. 387, 0. 724]), we
found that the mechanism of cooperative human resource
archetype promoting organizational exploratory learning
has two paths, namely, the mechanistic structure directly
affecting organizational exploratory learning and indirectly
affecting through specialist cognition.

Structural equation model 3 was constructed to test the
prominent dimensions between the three dimensions of

entrepreneurial human resource archetype and the exploit-
ative learning mode. The path coefficients of the structur-
al equation model are shown in Fig. 3, and the fit index is
shown in Tab.5. The model’s GFI, AGFI, NFI, and
CFI are all close to or greater than 0. 9" " and RMSEA
and SRMR are both below 0. 07. Therefore, AMOS
model 3 can be considered as a better fit.

Trust:
cognitive

Structure :
organic

Exploitative
learning

Cognition:
generalist

Fig.3 Structural equation model 3

As can be seen from Fig. 3, the direct effect coefficient of
the organic structure on exploitative learning is negative
and weakly significant (8= -0.24, p <0.1), indicating
that the organic structure can inhibit organizational ex-
ploitative learning. The direct effect coefficient of cogni-
tive trust on exploitative learning is positive and signifi-
cant (8=0.24, p<0.05), indicating that cognitive trust
can directly promote organizational exploitative learning.
The direct effect coefficient of generalist cognition on ex-
ploitative learning is positive and significant (8 =0. 43,
p <0.001), indicating that the generalist cognition exerts
a promotional role on organizational exploitative learning.
From Tab. 6, it can be seen that the indirect effects of the
organic structure on exploitative learning through cogni-
tive trust and generalist cognition are significant ( coeffi-
cient is 0.411, bias corrected CI = [0.240, 0.638]),
and the bias corrected CI does not contain zero, indica-
ting that the two co-mediating effects were significant.
Combined with the significant total effect of the organic
structure on exploitative learning ( coefficient is 0. 170,
bias corrected CI =[0.320, 0.569]), we found that the
mechanism of the entrepreneurial human resource arche-
type promoting organizational exploitative learning is in-
directly realized, and the paths include cognitive trust and
generalist cognition simultaneously.

Structural equation model 4 was constructed to test the
prominent dimensions between the three dimensions of the
entrepreneurial human resource archetype and the explora-
tory learning mode. The path coefficients of the structural
equation model are shown in Fig. 4, and the fit index is



110

Ma Liang, Zhang Shumin, and Zhong Weijun

shown in Tab. 5. The model’s GFI, AGFI, NFI, and
CFI are all close to or greater than 0. 9" and RMSEA
and SRMR are both below 0. 07. So, AMOS model 3 can
be regarded as a better fit.

Trust:
cognitive

Structure:
organic

Exploitative
learning

Cognition:
generalist

Fig.4 Structural equation model 4

As can be seen from Fig. 4, the direct effect coefficient
of the organic structure on exploratory learning is not sig-
nificant (8=0.11, p >0.1), indicating that the organic
structure cannot directly promote organizational explorato-
ry learning. The direct effect coefficient of cognitive trust
on exploratory learning is not significant (8 =0.15, p >
0.1), indicating that cognitive trust cannot directly pro-
mote organizational exploratory learning. The direct
effect of generalist cognition on exploratory learning is
positive and significant (8 =0.46, p <0.001), indica-
ting that the generalist cognition exerts a promoting role
on the organizational exploratory learning. From Tab. 6,
it can be seen that the indirect effects of the organic struc-
ture on exploratory learning through cognitive trust and
generalist cognition are significant ( coefficient is 0. 374,
bias corrected CI =[0. 182, 0.581]), and bias corrected
CI does not contain zero, indicating that the two co-medi-
ating effects were significant. Combined with the signifi-
cant total effect of the organic structure on exploratory
learning ( coefficient is 0.486, bias corrected CI =
[0.340, 0.620]), we found that the mechanism of entre-
preneurial human resource archetype promoting organiza-
tional exploratory learning has two indirect paths. One
path is the main one and realized through generalist cog-
nition and the other path is non-main and realized through
cognitive trust.

3 Theoretical and Practical Discussion

3.1 Coupling of the cooperative human resource ar-
chetype and exploitative learning

For manufacturing firms, cooperative human resource
archetype can promote organizational exploitative learning
only by the dimension of the mechanistic structure.
Meanwhile, specialist cognition plays a certain negative
mediating role between the mechanistic structure and ex-
ploitative learning.

It is known by the knowledge management theory and
social exchange theory that the mechanistic structure can
encourage members in an organization to share and ex-

change their knowledge, skills, experience and opinions
to each other, which accelerates the flow of knowledge
and information within the organization. This indicates
that the mechanistic structure can help an organization to
continuously learn, absorb and transform knowledge and
information, and most of the knowledge and information
is homogeneous and familiar. Therefore, under the cir-
cumstances, organizational exploitative learning can be
promoted very effectively. In addition, the mechanistic
structure can also promote members’ affective trust and
specialist cognition. Based on the social networks theory,
we can know that the members’ affective trust established
by the mechanistic structure can provide certain emotional
support for organizational exploitative learning. Howev-
er, due to the strong connection of the repetitive and re-
dundant social networks, it is difficult to achieve a signif-
icant exploitative learning effect. Cognition involves iner-
tia, thus enabling specialist cognition’s diversity insuffi-
cient, which in turn restricts the organizational exploita-
tive learning.

In practice, if manufacturing firms want to adopt and
carry out an exploitative learning mode, the management
emphasis of cooperative human resource archetype should
be placed on the mechanistic organization structure’s di-
mension. At this point, the mechanistic structure can not
only accelerate the speed of translating, exchanging and
integrating members’ familiar and unfamiliar knowledge
and information, but also can increase the probability of
successful exploitative learning. However, if firms put
management emphasis on the two dimensions of affective
trust and specialist cognition, the organizational exploita-
tive learning will not be promoted, and can even be in-
hibited. For example, once firms put more emphasis on
member’s specialist cognition management in their ex-
ploitative learning, although the cognition depth is in-
creased, the cognition diversity is limited, which wastes
resources, time and opportunities, and then exploitative
learning will be inhibited.

3.2 Coupling of cooperative human resource arche-
type and exploratory learning

For manufacturing firms, the cooperative human re-
source archetype can promote organizational exploratory
learning by two dimensions of mechanistic structural and
Meanwhile,
plays a positive mediating role between the mechanistic
structure and organizational exploratory learning.

It is known by the social support and trust theory that
the mechanistic structure can provide opportunities for
members to tolerate, support and trust novel knowledge,
viewpoints and ideas, which guarantees the exploratory

specialist cognition. specialist cognition

learning journey being successfully completed. Organiza-
tions pursuing exploratory learning are eager to acquire
more novel and breakthrough knowledge, skills and view-
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points. However, exploratory learning brings greater risks
and greater instability to organizations. Therefore, the
mechanistic structure can provide communication opportu-
nities for members to eliminate worry, doubt and distrust
in the exploratory learning process. In addition, the
mechanistic structure encourages members to translate,
share and exchange novel knowledge, skills, experience,
and opinions, which can improve organizational cognition
specificity. Because specialist cognition is deeply embed-
ded in an organization, it has high stability and low vul-
nerability and is usually controlled by senior employees in
the organization. Therefore, when the organization makes
significant discontinuous changes, such as emphasizing
exploratory learning, although specialist cognition is
homogeneous and has a low diversity of knowledge and
ideas, specialized and stable characteristics just are what
exploratory learning needs.

In practice, if manufacturing firms want to adopt and
carry out an exploratory learning mode, the management
emphasis of cooperative human resource archetype should
be placed on the mechanistic structure dimension and spe-
cialist cognition dimension. At this point, the mechanis-
tic structure provides a supportive, trusting and persistent
platform for members to translate, share and exchange
novel knowledge, opinions and ideas. Meanwhile, al-
though specialist cognition
knowledge and ideas have a low diversity, it also indi-
cates a high specialty that determines the correctness and
validity of organizational exploratory learning. Compared
with the organizational exploitative learning analysis re-
sults, it can be found that the mechanistic structure can
both promote organizational exploitative and exploratory
learning, but affective trust can promote neither. In addi-
tion, specialist cognition can promote organizational ex-

indicates that members’

ploratory learning, but cannot promote organizational ex-
ploitative learning, which is an interesting finding and de-
serves further study.

3.3 Coupling of entrepreneurial human resource ar-
chetype and exploitative learning

For manufacturing firms,
sources archetype can promote organizational exploitative
learning by the two dimensions of cognitive trust and gen-
eralist cognition. Meanwhile, the organic structure has a
direct negative effect on organizational exploitative learn-
ing.

It is known from human capital theory that the organic
structure can help organizations reserve, develop and allo-
cate dissimilar knowledge, skills, experience, and view-
points, thereby greatly enriching the heterogeneity of or-

. . . 23
ganizational human capital “pool”™'.

entrepreneurial human re-

Also, the innova-
tion diversity theory indicates when the organic structure
creates too much diversity, viewpoint conflicts will inevi-
tably arise in the organization, especially when conflict

costs are beyond the innovative benefits of the diversity.
Accordingly, the organic structure can have an adverse
impact on organizational exploitative learning. However,
although the organic structure itself is not good for organ-
izational exploitative learning, the organic structure can
both improve cognitive trust and cognition diversity, and
then promote organizational exploitative learning. By the
human capital resource management theory, we know that
cognitive trust and generalist cognition can guarantee
members’ up-to-date knowledge and ideas being timely
and rapidly provided in the organizational exploitative
learning process. The identity theory asserts that if organ-
izational members have a higher cognition trust, their
knowledge and perspectives can be smoothly translated,
exchanged and absorbed, especially when the knowledge
and perspective have some similar and common character-
istics. Therefore, given the novelty limitation of cogni-
tion trust, it may not promote organizational exploratory
learning. We know that when organizations pursue ex-
ploratory or exploitative innovation, many universal and
diversified cognition resources are needed. Therefore, the
generalist cognition can both promote organizational ex-
ploitative learning and exploratory learning.

In practice, if manufacturing firms want to adopt and
carry out an exploitative learning mode, the management
emphasis on the entrepreneurial human resource archetype
should be put on the two dimensions of cognitive trust
and generalist cognition. At this point, cognitive trust
guarantees members’ knowledge, skills, perspective and
ideas being smoothly translated, exchanged and shared,
and generalist cognition guarantees that the trusted cogni-
tion resources have adequate diversity and breadth. Al-
though the organic structure dimension cannot be directly
managed for promoting organizational exploitative learn-
ing, it can first be used for improving cognitive trust and
generalist cognition, and it can then facilitate organiza-
tional exploitive learning. Therefore, firms can also put
management emphasis on the organic structure.

3.4 Coupling between entrepreneurial human re-
sources archetype and exploratory learning

For manufacturing firms, the entrepreneurial human re-
source archetype can promote organizational exploratory
learning only by the generalist cognition dimension. Al-
though the organic structure can directly affect cognitive
trust, the effect of cognitive trust on exploratory learning
is not significant. This also indicates that the organic
structure can affect organizational exploratory learning on-
ly by the indirect path of generalist cognition. Mean-
while, the organic structure has no significant positive di-
rect effect on the organizational exploitative learning.

It is known by the innovative diversity theory and the
punctuated equilibrium theory that the organic structure
can help organizations to access adequate and discontinu-
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ous diverse knowledge, perspectives and ideas, which in
turn will promote organizational exploratory learning.
However, the organic structure dimension is not directly
driving organizational exploratory learning, only by the
indirect means of improving organizational generalist cog-
nition. Firstly, by the conflict adaptation theory™", we
know that the organic structure may cause conflict in
members’ cognition, but the adjustment of cognitive con-
trol can increase members’ cognitive trust in each other.
Secondly, by the cross-border learning theory, we know
that the organic structure can provide many opportunities
for members to learn new knowledge, skills and perspec-
tives, which will increase members’ generalist cognition
in turn. Therefore, the organic structure can provide plat-
form support for organizations to implement exploratory
learning to enrich the diversity of knowledge, skills, ex-
perience and viewpoints, and thus, satisfy the need for
discontinuity and abrupt knowledge in the exploratory
learning process. When organizations pursue exploratory
learning, plenty of novel and diversified cognitive re-
sources are necessary. However, in contrast to exploita-
tive learning, cognitive trust is not necessary in
organizations’ exploratory learning processes.

In practice, if manufacturing firms want to adopt and
carry out an exploratory learning mode, the management
emphasis of the entrepreneurial human resource archetype
should be put on generalist cognition, and not on cogni-
tion trust. Just as exploitative learning does , generalist
cognition can provide plenty of novel and diversified het-
erogeneous knowledge, skills and perspectives for organi-
zations to pursuit exploratory learning. That is, generalist
cognition guarantees the trusted cognition resources hav-
ing adequate diversity and breadth. However, although
cognition trust guarantees organizational members’ knowl-
edge, skill, perspective and ideas being smoothly transla-
ted, exchanged and shared, and can promote organiza-
tional exploitative learning, it is not necessary for organi-
zational exploratory learning. In addition, the organic
structure can first be used for improving cognitive trust,
and then for facilitating organizational exploratory learn-
ing.

4 Conclusion and Future Directions

The structural equation models and the mediating rela-
tionships test are carried out to clarify the specific cou-
pling dimensions between different human resource arche-
types and different organizational learning modes. Several
valuable conclusions have been drawn. The coupling of
the cooperative human resource archetype and exploitative
learning is reflected in the mechanistic structure dimen-
sion; the coupling of cooperative human resource arche-
type and exploratory learning is reflected in the two di-
mensions of the mechanistic structure and specialist cogni-
tion; the coupling of the entrepreneurial human resource

archetype and exploitative learning is reflected in the two
dimensions of generalist cognition and cognitive trust; the
coupling of the entrepreneurial human resource archetype
and exploratory learning is reflected in the dimension of
generalist cognition. This paper not only clarifies the ex-
istence of ambidextrous coupling between human resource
archetypes and organizational learning modes, but more
importantly, clarifies the difference in a specific dimen-
sion(s) of the ambidextrous coupling, which provides ef-
fective “channels” for firms to promote organizational
learning from the view of human resource management.
Although this paper has clarified the difference in the
coupling dimension (s) between human resource arche-
types and organizational learning modes,
three shortcomings in this paper that need to be further
studied. First, the theoretical framework of this paper is a
static matching paradigm, and future research can reveal

there remain

the changing rule of coupling dimension(s) between hu-
man resource archetypes and organizational learning
modes based on longitudinal data. Secondly, although
the structural equation model adopted in this paper has ad-
vantages in revealing the path relationships between varia-
bles, it cannot prove the causal relationship between vari-
ables. Future research can use the panel data model to test
difference in the the coupling dimension(s) based on lon-
gitudinal data. Thirdly, the data in this paper is limited to
manufacturing firms,
limited in relevance. Future research can focus on specific

and the research conclusions are

industries in manufacturing firms to study the differences
in the particular coupling dimension(s).
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