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Abstract 

When faced with such an extremely unpredictable event as COVID-19, it is particularly 
important for the organization to have sufficient adaptability and innovation capability. 
Only when the organization always maintains the innovative vitality, can it quickly and 
effectively turn the crisis into the opportunity. In the post-epidemic era, if an 
organization wants to create and maintain innovation vitality in a long-term and 
sustainable way, it must constantly recruit new employees to inject new strength into 
the organization. As a new leadership style, ambidextrous leadership can effectively 
meet the dual needs of adaptation and innovation of the organization for new employees. 
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1. Introduction 

In 2020, a sudden epidemic brought great turbulence to the society, and the impact of the 
epidemic spread to all walks of life. There is no doubt that this epidemic is an unprecedented 
human crisis, which breaks the normal rhythm of organization operation. Most previous 
planning and problem-solving approaches have struggled to cope with the uncertainty created 
by the epidemic. In the long run, for enterprises, the epidemic has not only dangers, but also 
opportunities. On the one hand, the emergence of COVID-19's black swan has severely hit 
China's economic activities such as personnel placement, raw material supply, logistics and 
sales, and many enterprises have been in trouble or even failed. On the other hand, there are 
also some enterprises find opportunities from the crisis, start online economy and calmly cope 
with the crisis, for example, Alibaba launched the "Nails at home class" project during the 
epidemic. It can be seen that in the face of the black swan events, the adaptability and 
innovation ability are the resilience of the organization and the backbone of the enterprise's 
business recovery. 

Under the epidemic situation, the organization can stand out in the wave of uncertainty only if 
it always maintains the ability of innovation, has the ability of keen perception and rapid 
response. Different from the rapid and passive response in the anti-epidemic period, the post-
epidemic era requires enterprises to be more proactive and able to keenly recognize the 
changes in the macro environment and industry. Enterprises should shape the transformation 
plan suitable for their own development, identify the internal correlation and priority among a 
series of related measures, and create and maintain the vitality of organizational innovation in 
a long-term and sustainable way. How can organizations maintain innovative vitality in the 
post-epidemic era?The key is to continuously recruit new employees and effectively stimulate 
the innovative vitality of new employees. 
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2. Recruit new employees: inject fresh blood into the organization 

The reason why the organization can continue to develop and grow is that there are new 
employees constantly injected into the enterprise as valuable fresh blood. The reason why the 
organization can continue to develop and grow is that new employees are constantly joining, 
which injects valuable fresh blood into the organization. Fierce competition for and frequent 
flow of talents are a typical feature of the post-epidemic era. The organizations should have a 
clear view of the current severe situation of brain drain, timely formulate scientific and effective 
talent strategies, and strive to absorb, retain and make good use of talents. Only in this way can 
it achieve sustainable development in the increasingly fierce competition. In the post-epidemic 
era, if an organization wants to create and maintain innovation vitality in a long-term and 
sustainable way, it must constantly recruit new employees and give full play to the innovative 
ability of new employees. New employees, as the fresh blood injected into the enterprise, can 
bring different ideas to the organization and provide support for optimizing the team's talent 
ecology, knowledge structure and specialized division of labor. 

Recruiting new employees can maintain the innovation vitality of the organization, but it is not 
easy to cultivate or stimulate the creativity of new employees. When new employees first enter 
an enterprise, they will be faced with two major problems: adapting to the organizational 
environment and undertaking the innovative mission entrusted by the organization. At this 
time, as the main promoter of management and innovation in the organization, leaders have 
the obligation to help employees overcome these problems. How can leaders effectively 
stimulate the innovation ability of new employees while paying attention to organizational 
rules and regulations? In the post-epidemic era, it is difficult for traditional leadership styles to 
meet the dual needs of adaptation and innovation of the organization for new employees. This 
requires leaders to have dual characteristics. Ambidextrous leadership can adjust its own 
behavior and leadership style according to the perceived root of conflict and the understanding 
of the complexity of individual cognition and behavior, so as to break through the management 
dilemma. 

3. Ambidextrous leadership stimulates employees' innovation ability 

3.1. Ambidextrous leadership 

Ambidextrous leadership is a new type of leadership theory which combines organizational 
ambidextrous theory with the field of leadership. Mom et al. first put forward the concept of 
ambidextrous manager, and defined it as a management role that integrates exploratory 
activities and exploitative activities in a certain stage. Due to the different logic of exploratory 
activities and exploitative activities, ambidextrous managers undertake the multi-task role of 
dealing with contradictions, and have the characteristics of containing conflicts and constantly 
updating knowledge and skills. Later, scholars gradually shifted their research focus to specific 
leadership styles and explicitly used the concept of ambidextrous leadership to describe this 
new leadership style. Based on the studies of Mom et al. (2009), Rosing et al. (2011) and Zhang 
et al. (2015), this paper holds that ambidextrous leadership is a leadership style that 
comprehensively uses the "both/and" paradox thinking to meet the competitive needs of 
organizations and individuals, so as to ensure the parallel operation of diversified tasks in 
organizations. 

Ambidextrous leadership is a dynamic process of resolving tension by using contradictory 
thinking and integrated thinking. In the aspect of behavior, the ambidextrous leadership based 
on paradox cognition has strong behavior complexity. They have the management wisdom of 
judging the situation, and can choose more appropriate leadership style to meet the strategic 
needs of the organization according to the changes of specific circumstances. 
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In the post-epidemic era, contradictions and tensions in organizations are increasingly 
prominent, such as efficiency and innovation, cooperation and control, flexibility and order, etc. 
Only when leaders are clearly aware of the duality of contradictions and adopt corresponding 
leadership style to match with it, can they help employees activate their innovation ability and 
help enterprises overcome these contradictions and problems. In this context, the importance 
of ambidextrous leadership cannot be ignored. Ambidextrous leadership adheres to "both/and" 
thinking logic, possess cognitive and behavioral complexity, and has the perception ability of 
conflict problems and contradictory cognition ability. Ambidextrous leadership can 
dynamically transform between two kinds of reverse leadership behaviors according to 
different work scenarios to cope with organizational tension and break through the 
management dilemma. 

3.2. How does ambidextrous leadership stimulate new employees' innovation 
ability 

In the process of stimulating the innovative ability of new employees, the leader can encourage 
new employees to explore and make trial and error by implementing a series of open behaviors, 
which is conducive to promoting new employees to generate more new ideas and stimulate 
their innovative behaviors. However, when the leader blindly shows open leadership style, new 
employees will be in a loose and free working environment. It may lead to an impetuous 
atmosphere within the team and unstable cooperation among members, which is not conducive 
to the smooth development of new employees' social adaptation. 

In the process of helping new employees adapt to the new organization, leaders pass work rules 
to new employees by implementing a series of closed behaviors, which can help new employees 
clarify the process and mode related to work content, promote them to carry out more efficient 
work collaboration, and speed up the smooth development of their social adaptation. However, 
when the leader shows too much closed leadership style, new employees are constrained by 
too many rules. It may lead to team rigidity and employee depression. Many new employees 
may be afraid of their work, even dare not express their opinions and keep silent, which is not 
conducive to giving full play to their creative talents. 

Therefore, whether the leader adopts open leadership style or closed leadership style, it cannot 
simultaneously meet the dual needs of the organization for adaptation and innovation of new 
employees. Only when leaders can flexibly change their leadership styles according to specific 
situations can they meet the dual needs of the organization for adaptation and innovation of 
new employees. Ambidextrous leadership is a new leadership style composed of two kinds of 
reverse leadership behaviors, and its characteristics can just meet the dual needs of the 
organization. 

Ambidextrous leadership can realize the effective integration and coordination between 
organizational contradictions and tension elements through the flexible transformation 
between two kinds of reverse leadership behaviors. According to the connotation of 
ambidextrous leadership theory, ambidextrous leadership can display both open leadership 
behavior and closed leadership behavior at the same time and flexibly transform between them, 
so as to meet the dual needs of the organization for adaptation and innovation of new 
employees. On the one hand, ambidextrous leadership can empower new employees through 
open leadership behaviors to fully stimulate their sense of ownership. This will motivate new 
employees to participate actively in various organizational activities and encourage new 
employees to come up with creative ideas. Most importantly, it can effectively weaken the 
autonomy suppression of employees caused by closed leadership behaviors that emphasize too 
much on rule implementation. On the other hand, ambidextrous leadership can provide clear 
and detailed work objectives and behavior rules for new employees through closed leadership 
behavior. It can ensure that new employees adapt to new jobs as soon as possible, and promote 
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new employees to put forward practical ideas and perspectives. And it can effectively 
counteract or weaken the interpersonal conflict and management problems caused by the 
excessive implementation of open leadership behavior. 

4. Conclusion 

In the post-epidemic era, the market environment is complex and changeable. The organization 
must not only maintain internal stability, but also deal with the contradictory situation of 
external change, which is an unprecedented problem. There is no doubt that innovation has 
become the key to the sustainable development of organizations. In order to maintain the 
innovative vitality of the organization, the enterprise must constantly recruit new employees 
and fully stimulate the innovative ability of the new employees. Ambidextrous leadership can 
constantly adjust its own behavior and leadership style according to the perceived root of 
conflict and the understanding of the complexity of individual cognition and behavior, so as to 
effectively meet the dual needs of the organization for adaptation and innovation of new 
employees. 
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