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Abstract

The research on organizational innovation has considered structural ambi-
dexterity, context ambidexterity and leadership ambidexterity as important
ways to realize organizational ambidexterity. Yet, our understanding about
the manager’s ambidexterity in social enterprises is still unclear. In order to
discover the importance of organizational support, we divided organizational
support into instrumental support and emotional support to investigate their
impact on manager’s ambidexterity. We also argue that emotional intelli-
gence intermediates the relationship between two types of support and man-
ager’s ambidexterity in social enterprises; the manager’s informal networks
and equity sensitivity moderate the impact of the two organizational supports
on manager’s ambidexterity. In this paper, we propose a research framework
that both organizational supports are important determinants of manager’s
ambidexterity. In addition, emotional intelligence and informal network play
a partial mediating role in the two organizational supports and manager’s
ambidexterity.

Keywords
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1. Introduction

Facing the dynamic internal and external environment, exploitation innovation
or exploration innovation is difficult to adapt to the needs of organizational de-
velopment. Enterprises need to focus not only on the development of existing

resources, technologies and markets, but also to break the original development
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model and discover new competitive advantages to enhance environmental
adaptability and flexibility. The model of pursuing exploitative and exploratory
innovation simultaneously is defined as ambidextrous innovation [1] [2]. Orga-
nizational ambidexterity has gradually developed into a specific business strategy
of various types of firms, as an important factor influencing the success of the
organization. At present, most of the ambidextrous research has paid more at-
tention to large enterprises and found that large enterprises can achieve balanced
ambidexterity and even combined ambidexterity through spatial separation,
time separation and external alliance [3]. The approach of large enterprises to be
ambidextrous is not fully applicable to social enterprises due to the significant
difference between them in terms of resource endowments and external resource
acquisition capacity [4]. Social enterprise exploratory innovation emphasizes so-
cial enterprises with innovative thinking and technology, subversive and
long-term solution to social problems. Solving such social problems requires so-
cial enterprises to conduct in-depth social analysis, have innovative operating
models and new products or services. And social enterprise use-type innovation
emphasizes that social enterprises use existing scientific and technological means
and operational models to solve urgent problems in social development. Consi-
dering limited resources and the lack of legal status, social enterprises are often
at disadvantaged and passive status in process of ambidextrous innovation. Sin-
gle exploitative innovation is more conducive to the development of small and
medium-sized enterprises [5] [6]. There are relatively scarce studies on the am-
bidextrous innovation of social enterprises in the existing research, but social
enterprise is an important means to solve social problems, increase social wel-
fare, create employment, and promote social innovation. Therefore, tracing how
to realize ambidextrous innovation for the survival and development of social
enterprises, can carry important benefits for research and practice.

The limitation of resource acquisition and organizational structure in social
enterprises makes it difficult to realize the collaborative development of exploit-
ative and exploratory innovation through structural separation. This requires the
social enterprises to shift the focus from the organizational dimension to indi-
vidual dimension, which is an important way to achieve organizational ambi-
dexterity by improving employee’s capability. In social enterprises, the choice of
organizational strategy mainly depends on the managers’ decisions on two in-
novative activities and managers’ ambidexterity is one of the important paths to
achieve organizational ambidexterity [7]. Gibson and Birkinshaw initiated indi-
vidual ambidexterity and emphasized the significance of creating organizational
contexts [8]. Managers’ ambidexterity, as a special way to achieve both innova-
tions simultaneously, requires managers to deal with contradictory activities,
take the responsibility of multitasks, both refine and renew their knowledge,
skills and expertise [9]. At the same time, in order to expand the manager’s own
knowledge and information resources, it is essential to strengthen external

learning and share resources within the organization through mastering infor-
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mation from the upper level of senior leaders and subordinate employees [10].
That makes it easy to refresh the existing knowledge and broaden the scope of
acquiring knowledge. In order to fill the gaps in the current research, how to
realize individual ambidexterity has emerged as an important theme.

Managers’ ambidexterity requires the organization to have appropriate inter-
nal organizational model and cooperation mechanism, so social enterprises need
to create a positive organizational atmosphere and context to improve the man-
ager’s personal ambidextrous ability for the pursuit of the balance between ex-
ploitative and exploratory innovation within the same organization [11]. Pre-
vious research has shown that organizational support as an important means of
creating organizational context can influence the manager’s personal ability,
motivation incentives and opportunities’ judgement, which will directly affect
the realization of ambidextrous innovation [12] [13] [14]. Little attention has
given to the relationship between organizational support and social entrepre-
neurs’ ambidexterity. The limited resources in social enterprises have forced
them to adjust strategies that more rely on the manager’s personal ability to or-
ganize and utilize the internal complementary resources.

Furthermore, organizational support that has an impact on work commitment
and work input emphasizes the interaction between organization and employees
[15], and provides organizational context for managers to achieve the ambidex-
terity of individual dimensions. Because the refinement and renewal of know-
ledge and skills will be helpful to social entrepreneurs’ ambidexterity, relying on
the interaction of internal information resources. Moreover, interpersonal rela-
tionship affects the exchange of resources and the acquisition of information
among managers, senior leaders, subordinate employees and the peer manager,
while the manager’s emotional intelligence is an important factor influencing the
team’s interpersonal relationship. Previous researchers have observed that orga-
nizational support can lead to the development of emotional intelligence [16]
[17]. We argue that emotional intelligence plays a mediating role between orga-
nizational support and manager ambidexterity. Firstly, emotional intelligence
will not only promote the release of manager’s own pressure to enhance the en-
thusiasm of engaging in multi-tasks and extra-role behavior, but also make the
manager have a strong sense of organizational identity and keep behaviour con-
sist with the objective of organization. Secondly, it makes managers successfully
deal with contradictory innovation activities and ensures that individuals can
flexibly shift from one to another between two innovative activities by using the
complementary resources within the organization to improve organizational
adaptability [18]. In addition, the characteristics of the manager’s individual in-
formal network within the organization will influence the manager’s ability to
participate in cross-sector activities, information acquisition, which regulates
manager’s expectation of risk, the perception of stress and emotional expression
and control [19]. And organizational fairness directly affects the manager’s per-

ception of organizational support [20]. In the extant studies, there has not been
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theoretical and empirical research about whether the sensitivity of equity can
moderate the relationship between organizational support and emotional intel-
ligence.

This paper will combine organizational support theory and social exchange
theory, focusing on the relationship between organizational support (instru-
mental support and emotional support) and manager ambidexterity to analyze
the effect of two different organizational support on manager ambidexterity in
social enterprise .Then we pay attention to the mediating role of emotional intel-
ligence on the relationship between organizational support and manager duality.
At the same time, we propose the moderate effect of the team diversity and the
characteristics of manager’s personal informal network on the relationship be-
tween organizational support and emotional intelligence to make social enter-
prises can flexibly choose different organizational support methods of ambidex-

terity according to their own organisational characteristics.

2. Organizational Support and Manager Ambidexterity

The manager’s ambiexterity is to examine how firms can achieve duality in indi-
vidual dimensions and discover the role managers play in ambidextrous innova-
tion through the characteristics of manager’s decision-making within the organ-
ization [21]. According to the basic features of organizational ambidexterity, it
requires the simultaneous development of exploitative innovation and explora-
tory innovation.

Exploitative innovation implies firm behaviors characterized by refining and
improving the existing capacity, technology, knowledge and focuses on the
short-term development efficiency of enterprises; while exploratory innovation
implies firm behaviors characterized by searching for the new technology, mar-
ket, business model and focuses on the long-term development and adaptability
of enterprises [22]. Managers have to be engaged in routine activities and
non-routine activities and focus on the learning about explicit and tacit know-
ledge. So it is necessary to deepen the understanding of existing knowledge and
broaden the scope of knowledge reservation [23]. To sum up, the previous lite-
rature has shown the following three basic characteristics of manager’s ambi-
dexterity: tolerate and deal with internal contradictory activities, predict changes
internal and external environment, discover new market opportunities and en-
hance the existing capacity, host contradictions to deal with the balance and
conflict between short-term efficiency and long-term benefits [7] [24] [25]; fulfill
multiple roles and deal with multiple tasks, carry out a variety of innovative ac-
tivities besides their existing actions at a certain time [26]; ambidextrous man-
agers not only need to improve their existing knowledge and skills, but also need
to learn new knowledge and skills to become generalists in all areas , not special-
ists in a particular field [27] [28].

According to organizational support theory, organizational support mainly

refers to all kinds of material and spiritual support that organizations provide
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and their concerns of employees’ interest. Organizational support reflects that
the organization’s commitment and perceived support of individuals about how
the organization appraises their contributions and cares for their interests [29].
Based on the principles of social exchange theory, organizational support creates
a positive organizational context that increases the efficiency of the organiza-
tion’s teams, influencing individual job satisfaction and creativity [30] [31]. The
existing studies have argued that organizational support can be categorized ac-
cording to different criteria. With the consideration of the content and treat-
ment, organizational support can be divided into fair, autonomy, authority, per-
formance incentives, work environments and so on [32] [33]. Also, in view of
the source of support, it can be classified into senior leaders’ support, the subor-
dinate’s support and the peer managers’ support. In this paper, we integrate the
classification of organizational support from previous research and differentiate
instrumental support from emotional support. Instrumental support consists of
resources, training, information and rewarding incentives, while emotional
mainly refers to fair treatment, respect, trust, encouragement, concerns about
personal development, and decision-making autonomy. Precisely, manager’s
ambidexterity requires the organization to create a suitable context to encourage
managers to flexibly choose the appropriate innovative activities to adapt to
changes of environment and arrange his or her own work to satisfy the desire for
the pursuit of exploitative innovation and exploratory innovation. Therefore,
organisational support is necessary for the realization of manager ambidexterity
in social enterprises, which affects the construction of organizational context
and the obtainment of the dynamic ability.

Instrumental support mainly refers to the solution of related issues and ma-
terial resources such as financial resources, information and platforms, which
more stimulates extrinsic motivations of managers [34]. External motivation can
directly improve the work enthusiasm of the managers so that the formation of a
firm psychological contract and exchange commitments between the organiza-
tion and individuals will make managers endeavor to improve the performance
of work and autonomy in order to facilitate the exchange with the organization
and obtain more support [35] [36] [37]. Financial and other enterprises perfor-
mance incentives will guide the managers to contrast their income within the
organization. Obviously, they find that high-input and high-risk work will bring
them much more return, it may be better for them to make full use of the organ-
ization’s training platform to improve their abilities and expertise of two innova-
tive activities [38]. And the informational support for conflict tasks provided by
the organization can properly adjust and release the pressure of the balance be-
tween the two types of innovations, which is conducive to the development of
existing work in depth and decrease of distributing attention for adapting to the
dynamic changes in the external environment. The sources of information sup-
port can be top-down, bottom-up, or managerial counterparts. The existing stu-
dies have found that the horizontal and vertical information of the three sources
is beneficial to the manager’s ambidexterity [39] [40]. In view of social exchange
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theory , higher organizational support that managers acquire from the organiza-
tion will result in a intensive job commitment , which not only promotes the ef-
ficiency of the in-role work but also carries out more extra-role behavior [41]
[42]. For example, on one hand, periodical job-rotation activities will not only
promote the exchange of information and sharing of emotions among higher
level leaders, peer managers at the same level and other subordinates and also
enhance the perception of job pressure between the managers; on the other hand
the managers can make decisions more flexible and avoid excessive investment
in a particular innovation. Under the stimulation of material and information
resources, managers will try to do best in order to achieve performance goals,
while will actively seek opportunities outside of work to make themselves more
willing to accept multi-tasks [43]. In order to achieve a greater return on the in-
strument, the manager will take the initiative to cooperate with other depart-
ments and participate in the activities of other departments, At the same time,
they will carry out social learning and promote the flow of knowledge within the
organization to make up for their own lack of knowledge through the establish-
ment of internal social network. Thus, instrumental support has a positive effect
on the manager’s ambidexterity of the organization.

Hypothesis 1: Instrumental support in social enterprise will be positively re-
lated to social managers’ ambidexterity.

Emotional support is primarily concerned with the care, respect and trust
from organisations, which mainly triggers managers’ intrinsic motivation. It will
increase the manager’s engaging and emotional gratitude to the organization
[44] and reduce the constraint of formalized mechanisms on managerial beha-
vior [45] [46]. Greater decision-making autonomy stimulates their enthusiastic
of work and willingness to undertake multi-tasks. Emotional support also in-
cludes trust and decentralization of the senior management team, the support
and cooperation of the subordinates and the care and interaction between the
manager peers [47]. Firstly, emotional support will have a lasting impact on
managers’ personal development and will make them have a strong sense of be-
longing and organizational identity so that their personal goals and deci-
sion-making can maintain consistency with organizational goals by exploiting
the original work advantage to improve work efficiency [48]. Secondly, emo-
tional communication within the organization encourages managers to engage
in extra-role behaviors, which promotes information exchange between depart-
ments, enhances confidence in dealing with risks, and mitigates psychological
stress from conflict tasks [49]. Thirdly, the emotional support from peer manag-
ers of other departments will break the boundaries of the department and in-
itiate more organizational citizenship behaviors that show more help behavior
and promote the organization’s knowledge sharing to realize the complement of
managers’ resources and ability [50]. This will facilitate managers’ external
learning of the manager in order to promote learning of knowledge and skills in
the existing department and the capability of dealing with contradictory activi-

ties force themselves into new areas to participate in innovative activities in oth-
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er sectors. Social enterprise’s internal management is more dispersed. Therefore,
in the face of emotional support provided by the organization, managers’ initia-
tive sharing behavior and the formation of multi-directional multi-dimensional
harmonious organization atmosphere will enable the limited resources inte-
grated within the social enterprises to improve their ability of reconfiguring the
organizational resources quickly according to the environment changes. It can
be seen that emotional support enables managers to generate strong organiza-
tional commitment and organizational loyalty. They will both focus on exploita-
tive innovation to enhance the efficiency of the sector and strengthen coopera-
tion with other departments to promote cross-sector exploratory innovation.

Hypothesis 2: Emotional support in social enterprise will be positively related
to managers’ ambidexterity.

3. Mediating Role of Emotional Intelligence

Managers’ ambidexterity requires the existence of knowledge sharing and
cross-sector cooperation within the organization. Poor coordination among de-
partments, the phenomenon of low efficiency and the lack of communication
between departments often exist in social enterprises [51]. In addition, the lack
of reasonable organizational structure in social enterprises leads to the emer-
gence of organizational overlap or gaps, limited departmental functions and the
protectionism of their own sector’s interest, which will narrow the scope of the
use of knowledge within the organization and have a negative effect on the for-
mation of duality ambidexterity [52]. The elimination of the emotional bias in
the manager is an important prerequisite to achieve manager ambidexterity for
social enterprises.

Emotion is an important concept of cognitive psychology, which refers to the
human subjective experience of objective things. Emotion is not only affected by
the external environment, but also by the individual’s behavioral tendencies.
Emotional intelligence, as an ability to identify and understand the emotional
state of yourself and others, can be used to solve problems and regulate behavior
[16]. Emotional perception, emotional use, emotional understanding and emo-
tional management are emotional intelligence. In other words, whether we can
understand the emotions of ourselves and others well, whether we can control
our emotions, etc. are all manifestations of emotional intelligence. It can be seen
as the individual’s comprehensive ability to deal with emotional processing,
which mainly includes emotional perception, emotional understanding, emo-
tional use and emotional management [53]. In the studies of organizational
emotion, it is found that the organizational characteristics are the antecedent va-
riables that affect the individual moods. The diversity and complexity of organi-
zational tasks will affect the expression of personal emotion. In social enterprise,
managerial ambidexterity is an important approach for achieving organizational
ambidexterity. Managers’ emotions directly influence their decision-making and

contextual support with the organization shapes manager’s emotional intelli-
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gence.

Instrumental support provided by the organization, especially information
and resources, allows managers to make positive predictions by increasing flex-
ibility of decision-making and creative thinking. Besides, it enhances the man-
agers’ confidence to accomplish multiple tasks and make them proactively regu-
late personal emotions to adapt to ambidextrous activities. What’s more, in-
strumental support will make it convenient for managers to forecast and perce-
ive others” emotions. Emotional support provided by the organization, including
respect, trust and concern from the superior, subordinate and other managers
will inspire managers’ emotional intelligence. Firstly, emotional support will
promote interpersonal communication to create a harmonious organizational
atmosphere. It’s beneficial to enhance the cohesion by facilitating information
sharing and emotional interaction which makes them more expert in identify
emotions of themselves and others. This will help managers to identify them-
selves and others “emotions, understand conflicting emotions, and better predict
their own and others” emotions. Secondly, emotional support will endow man-
agers with greater decision-making power and tolerance of errors so that they
can improve their own ability to withstand pressure and cope with risk, which
helps managers regulate emotions to hold positive and optimistic attitude to-
wards failure and contradictory innovation activities. In terms of emotional reg-
ulation, organizational supports will enable managers to self-discipline and
self-motivate based on the principles of social exchange [54]. Managers will gen-
erate a positive and optimistic emotional state of the work environment and
tasks and become more confident in dealing with complex and conflicting tasks
with the support of the organization [55]. In terms of emotional management,
organizational support will help managers to regulate negative emotions rapidly
and relieve emotional stress to respond positively to conflict activities [56].

Hypothesis 3a: Organizational instrumental support is positively related to
managers’ emotional intelligence.

Hypothesis 3b: Organizational Emotional Support is positively related to
managers’ emotional intelligence.

Organizational characteristics affect the development of emotional intelli-
gence, while emotional intelligence will also have a positive impact on the man-
ager’s ambidexterity. For many social enterprises, the limitations of resources
make it take up greater internal pressure and external risk, so emotional intelli-
gence is a basic capability that managers must have in social enterprise. In con-
trast with low emotional intelligence, higher emotional intelligence will make
managers more likely to adapt to organizational and environmental changes.
Managers with higher emotional intelligence are skilled in using their own emo-
tional incentives and emotional management to cooperate with other members
and making full use of internal and external resources to play different roles in
different circumstances. Besides, Existing studies have found the mediating role
of emotional intelligence in many fields. For example, psychological scholars
find the mediating role of emotional intelligence in the relationship between so-
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cial support and individual adaptability. And emotions are mediators of external
factors and individual creativity [57] [58]. Managerial scholars found that social
support will affect individual emotions, and then affect organizational innova-
tion [59].

Following the above assumptions, emotional intelligence not only affects the
expression and identification of emotions. More importantly, it has the function
of emotional regulation and management, which has a very important impact on
social entrepreneurs’ ambidexterity. Firstly, emotional regulation can make
managers express appropriate emotion according to the characteristics of the
work and changes in the environment.

In the face of complex and conflict work, managers can regulate emotions
timely to moderate stress and discomfort. So they will have the motivation and
confidence to pursue a range of conflicting opportunities and goals and deal
with contradictory activities to meet the requirements of manager’s ambidexter-
ity [60]. Secondly, emotional management can promote self-motivation of man-
agers and make them always maintain an optimistic state of mind. They are
willing to host contradiction and take up multi-tasks. Prior research has indi-
cated the importance of different kinds of knowledge and information for man-
agers to realize ambidexterity. Related to this, self-motivation triggered by emo-
tional intelligence will encourage managers to refine and renew the knowledge
skills and expertise through learning imitatively. This will reinforce the efficien-
cy of existing work and elaborate the adaptability to new needs and opportuni-
ties. Thirdly, emotional perception will enhance the manager’s interpersonal
communication skills with superior, subordinates and colleagues. Managers can
better understand the emotional changes of others to facilitate mutual interac-
tion and knowledge sharing within the organization [61] [62]. Frequent inter-
personal communication will increase the trust between managers and promote
cross-sector cooperation to pursue common organizational goals [63] [64]. In
the process of coordination, managers with higher emotional intelligence will
not only consider their own competencies, but also to consider the benefits,
goals and values of others. Furthermore, cross-sector cooperation and participa-
tion strive managers to carry more extra-role behaviors and external learning to
obtain different information and update their own knowledge and skills.

Hypothesis 4a: Emotional intelligence plays a mediating role between in-
strumental support and managers’ ambidexterity. Emotional intelligence is posi-
tively related to managers’ ambidexterity.

Hypothesis 4b: Emotional intelligence plays a mediating role between emo-
tional support and social entrepreneurs’ ambidexterity. Emotional intelligence is

positively related to managers’ ambidexterity.

4. The Moderate Effect of Manager’s Informal Network

The formal network refers to the organization’s basic “bones” to ensure the

normal organizational functions while informal network can breakthrough or-
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ganizational boundaries to promote free communication and connection. The
informal network consists of the individual social or interpersonal relationships
and develops by trust and moral constraints [65]. The manager is an important
node of the internal social network and the construction of the informal network
has an important influence on the information exchange within the organiza-
tion. The existing studies have found that the individual informal network af-
fects knowledge sharing especially invisible knowledge and plays an active role
in the organization’s exploratory innovation [66]. In addition, the information,
knowledge and resources flow faster in the informal network than formal net-
work.

And previous literature has argued that higher happiness directly affects the
improvement and development of emotional intelligence. Informal network will
enhance their well-being and enthusiasm of taking up multiple tasks because it
often make managers acquire more information and resources and integrate dif-
ferent organizational support effectively to generate more heterogeneous re-
sources [67]. Moreover, informal network based on trust and moral can place
greater dependency among managers, superiors and subordinates. Members in
the network can better predict emotions and behaviors of themselves and others
by communication and interaction (Krackhardt & Hanson, 1993; Kluemper et
al, 2009). It will make managers gain more confidence of the manager when
they obtain organizational support and regulate emotions swiftly to decrease the
sense of pressure on conflicting work because informal network make it easier to
participate in cross-sector cooperation. Furthermore, the informal network as a
supplement of emotional support will show more opportunities for managers to
communicate with other individuals and greater frequency of communication.
In this process, it will not only focus on changes of their own emotions, but also
pay attention to the emotional changes of other members in the network, which
is conducive to promote manager’s abilities of emotional recognition and emo-
tional understanding. Thus, the manager’s informal network has a significant
moderate impact on the relationship between organizational support and emo-
tional intelligence.

Hypothesis 5a: The manager’s personal informal network moderates the rela-
tionship between instrumental support and emotional intelligence, such that in-
strumental support is more positively associated with emotional intelligence as
the density of informal network increases.

Hypothesis 5b: The manager’s personal informal network moderates the re-
lationship between emotional support and emotional intelligence, such that
emotional support is more positively associated with emotional intelligence as

the density of informal network increases.

5. The Moderate Effect of Manager’s Equity Sensitivity

Equity sensitivity is a more independent and stable personality characteristic

which refers to the individual differences of perception about the equity and jus-
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tice [68]. Different individuals have different perceptions and sensitivity of eq-
uity. Managers who are highly sensitive to equity will feel more unfair in the
event than selfless ones and become more selfish. It will make managers generate
a series of negative emotional reactions and affect the individual subsequent de-
cision making and behaviors [69].

Organizational support will have a positive effect on the individual’s work en-
gagement and enthusiasm only when they are perceived timely and accurately.
In the process of perception, managers will conduct social comparisons of orga-
nizational support with others. Organizational justice has an impact on manag-
er’s commitment to work and organizational citizenship behavior [70] [71].
Firstly, equity sensitivity regulates managers’ perception of organizational sup-
port, such that managers with higher equity sensitivity have more unfair percep-
tion of organizational support, which creates negative emotions and the confi-
dence acquired from organizational support will be weakened. The negative
emotions will reduce manager’s self-motivation and initiative to multiple tasks,
resulting in more job burnout behavior. Secondly, the unfair perception of orga-
nizational support will increase the manager’s perception of pressure about con-
flicting work, which directly affects his emotional regulation and control. It’s
difficult for managers to remain active and optimistic in the state of mind. They
may make wrong understanding on the emotions of themselves and others be-
cause of emotional fluctuations. Thirdly, managers with high equity sensitivity
will take some measures to compensate for this imbalance after gaining unfair
perception, which can result in the closure of information and hostility between
departments as a result of competition for limited resources. The organizational
atmosphere remains highly tense, which will further weaken the positive impact
of organizational support on emotional intelligence.

Hypothesis 6a: The manager’s equity sensitivity moderates the relationship
between instrumental support and emotional intelligence, such that instrumen-
tal support is less positively associated with emotional intelligence as equity sen-
sitivity increases.

Hypothesis 6b: The manager’s equity sensitivity moderates the relationship
between emotional support and emotional intelligence, such that emotional
support is less positively associated with emotional intelligence as equity sensi-
tivity increases.

Based on the above six hypothesis, we construct a moderated mediator model

as shown in the following Figure 1.

6. Conclusions

The social exchange theory argues that organizational support will enable indi-
viduals to generate stronger organizational commitment and then influence the
complexity and diversity of individual organizational behavior. Previous studies
have identified important factors that influence managerial ambidexterity, such

as managerial decision-making authority, access to internal information and
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Figure 1. Theoretical hypothesis model.

cross-sector cooperation, which are important components of organizational
support. Combined two different perspectives (social exchange & organizational
identification) to analyze the effectiveness of organizational support, our re-
search provides evidence that instrumental support and emotional support are
the determinant factors for manager’s ambidexterity. Under the support of or-
ganizations, managers can not only successfully undertake multiple tasks and
deal with contradictory innovation activities, but also carry out cross-sector co-
operation, organizational learning and information exchange to achieve ambi-
dexterity.

Our study also found the mediating role of emotional intelligence between the
two organizational supports and manager’s ambidexterity. Many psychological
scholars have studied the influence of social support on emotional intelligence
and found that perceived social support was positively related to emotional in-
telligence. This study introduces the influence of social support on emotional
intelligence into the field of management. Managers with high emotional intelli-
gence can perceive organization support much better. The effect of organiza-
tional support will be amplified. In this paper, the psychological mechanism of
stimulus-emotion-behavior is applied to the relationship between organizational
support and manager’s ambidexterity. Our hypothesis supports the conceptual
model of social support and individual adaptability proposed by Wills & Cleary,
which emphasizes the individual’s psychological processes, especially the im-
portance of individual emotional management.

In addition, we also argue that informal networks increase the effectiveness of
the two organizational supports on emotional intelligence. The informal net-
work will further promote the diffusion of invisible knowledge and improve the
speed of knowledge and information flow, which gives managers more confi-
dence to complete multiple tasks.

However, this study only provides a research framework and does not conduct
empirical tests. The reason is that the relevant development of domestic social
enterprises is still immature, relevant disclosure is imperfect, data collection is

difficult, and the measurement tools of social enterprises are immature. Future
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research can test the framework in an empirical way to support the mechanism

of “organizational support-emotional intelligence-innovative behavior”.
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