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Abstract

Modern organisations must be resilient and agile due to rapid technology development and
changing market conditions. Companies should monitor the learning process since this is a
key component of developing these skills. Organisational learning keeps organisations
growing and controls instability. Thus, businesses must be proactive and seek ways to survive
and adapt in uncertain conditions. Organisational learning helps firms see, respond to,
recover from, and seize new opportunities. Companies can assist employees develop the
adaptability, flexibility, and problem-solving skills needed to handle unpredictable situations
in addition to regular education. This study examines how organisational learning capacity
fosters agility and resilience in unexpected times.  This literature review examines how
organisational learning, knowledge management, and dynamic capabilities enable firms to
actively acquire and dynamically guide resources to meet event demands.  This study
provides a conceptual framework for how firms use learning to improve agility and resilience
in difficult conditions. Experiential learning improves flexibility and problem-solving speed,
increasing agility. Leadership prepares them to manage change and stability in company
operations and establish a learning culture. The study emphasises knowledge, learning,
culture, empowerment in strengthening corporate resilience and agility through
organisational learning. In a changing environment, a learning culture can boost firms'
responsiveness, innovation, and competitiveness. Leaders and managers' focus areas and
future research in this essential sector conclude the study.

Key Words: Organizational learning, resilience, agility, dynamic capabilities, leadership,
digital transformation

VOLUME 24 : ISSUE 06 (June) - 2025 Page No:425



YMER || ISSN : 0044-0477 http://ymerdigital.com

Introduction

As noted by (Leong, 2024), businesses ought to develop a competitive edge by exercising a
certain level of resiliency and agility in today's unpredictable market. Resilience encompasses
the ability of an organization to predict, track, and act against a specific challenge or threat
(Vakilzadeh & Haase, 2020). An organization that demonstrates agility will have the ability
to sense and respond to change rapidly (Jamali & Keshishian, 2006). The most recent studies
indicate that learning within an organization is the most crucial factor when it comes to
developing agility and resilience (Bao et al., 2024).

It has been observed that organizations with effective learning and adaptation processes
perform well in extreme turbulence and uncertainty (Sinha & Ola, 2021) (Patky, 2020)
(Alerasoul et al., 2022). The learning ability of the organization is connected to
organizational and managerial aspects of the learning system that have been associated with
improved innovation and performance in highly volatile situations (Camps et al., 2016). As
(Malik & Garg, 2017) pointed out, a learning culture that facilitates acquiring, developing,
and transferring knowledge assists in the building of competencies, assets, and adaptive
skills, which are vital for an organization’s resilience and agility.

The study seeks to understand the importance of organizational learning capability in
fostering resilience and agility from various perspectives. The analysis will combine results
from prior studies to answer the question of how organizational learning effectively
incorporates the development of essential capabilities within an organization (Garrity, 2010;
Jamali & Keshishian, 2006; Malik & Garg, 2017; Davis-Street et al., 2018).

From leading empirical studies, it can be concluded that organisational learning is
significantly related to developing resilience. If an organization is prepared and able to look
ahead, it will be able to learn from its disruption and, therefore, be able to respond to it. (You,
2023). A staff’s information sharing, collaboration, and continuous learning determine the
resilience an organization needs to be able to endure, respond to, and recover from adversity
(Malik & Garg, 2017).

Organizational learning is also an important antecedent of organizational agility (Leong,
2024). Better firms seem to have an automatically increased ability to sense changes in their
surroundings, quickly allocate resources, and employ new strategies to take advantage of new
opportunities (Vakilzadeh & Haase, 2020). To summarize, learned organizations are the most
flexible and agile.

Methodology

The research paper aims to analyze relevant literature and look at the relationship between
organizational learning, resilience, and agility. In analyzing several empirical studies, this
research aims to highlight key factors, processes, and outcomes of such organizational
capabilities. Using a mix of case studies illustrating the different scenarios under which
organizations successfully utilize learning and innovation in times of uncertainty will further
contribute to this research.
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The narrative literature review analyzes the dominant themes, interlinkages, and implications
emerging from the literature and integrates the conceptual and empirical studies on
organisational learning, resilience, and agility (Sinha & Ola, 2021).

Method for Literature Search

Databases Used: Google Scholar, Web of Science, ABI/INFORM

Research Aims

1. Recognizing how organisational learning might help to increase agility and resilience.

Examine how organisational learning helps to build enterprise agility and resilience.

3. Specify the central organisational practices, policies, and cultural elements supporting
processes of organisational learning and resilience-building.

4. Case studies looking at how companies have used creativity and knowledge to negotiate
difficult circumstances.

no

Literature Review

Recent research have concentrated on the function of organisational learning in promoting
resilience and adaptability (Gunasekara et al., 2024) (Fiksel, 2024) (Stephanie, 2024) Dealing
with the unexpected calls for strong leadership and changeability; organisational resilience
results from organisational learning (You, 2023). Further studies have underlined the need of
knowing the fundamental building blocks of resilience and connected organisational
resilience to organisational long-term growth and development (Chen et al., 2021).

According to a research on learning-oriented organisational cultures marked by
experimentation, risk-taking, and information sharing, organisational resilience was mostly
predicted (Malik & Garg, 2017). As Vakilzadeh and Haase (2020) argue, "a learning culture
that encourages experimentation, risk-taking, and knowledge sharing is important to develop
organisational resilience™.

Other studies show that the learning organisation practices—including a supportive culture
for learning—enable leadership and employee involvement, so preparing employees for
change and adaptation will help to improve resilience at work (Malik & Garg, 2017).
Learning orientation promotes innovation, information flow, faster sensing and response in
respect to the dynamics of markets, so improving organisational agility (Vakilzadeh & Haase,
2020).

Organizational Learning

Organizational learning is a vital competence that allows organizations to perceive, respond
to, and adapt to changing environments (Tan & Olaore, 2022). Learning organizations are
described as places where employees generate, acquire, and share knowledge with ease,
constantly morphing into better-equipped predictors and solvers of newly emerging problems
(Malik & Garg, 2017).
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The heart of organizational learning lies in the generation and use of new knowledge. This
involves information-gathering processes, knowledge-sharing, and organizational memory
that assist organizations in learning from experience and improving performance over time
(Argote et al., 2021). Organizational learning includes learning by individuals and also
learning by the whole organization as an entity (Levitt & March, 1988).

Organizational learning is a systems-level phenomenon (Jerez-Gomez et al., 2005), referring
to the ability or processes of an organization that enable it to sustain or improve its
performance over time based on experience (Hoe, 2007). The learning has been built into the
routines, procedures, and structures of the organization, surviving the turnover of individuals
(Crossan et al., 1999).

Resilience

Organisational resilience, as defined by Vainauskiené & Vaitkiené, 2022, is an organization's
capacity to predict, adjust to, and bounce back from events and challenges. Developing the
resources, competencies, and attitudes that underlie resilient organisations' capacity helps
them to survive and flourish among great difficulties (Chen et al., 2021).

Several important factors have come under attention as supporting organisational resilience:
* Environmental scanning and expectation: The capacity to actively monitor the outside
world for possible hazards and chances (Vakilzadeh & Haase, 2020).

 Adaptive capacity: The capacity to reorganise resources, systems, and tactics in reaction to
upheavals and changes (Alerasoul et al., 2022).

» Employee well-being and engagement: Encouragement of employee resilience by means of
encouraging organisational practices and a strong feeling of organisational identity (Pronk &
Ankel, 2024).

Studies on organisational learning reveal that resilience comes mostly from this direction. It
helps to extract knowledge from both routine activities and exceptional events, so fostering
the foresight, adaptability, and inventiveness required to negotiate difficult and volatile
conditions (Davis-Street et al., 2018).

Agility
Organisational agility is the capacity of a company to quickly and nimbly sense and react to

chances and changes (Grze$, 2023). Fast structural, process, and resource allocation changes
in response to market and client needs allow agile companies to adapt (Ciampi et al., 2021).

Fundamental skills supporting organisational agility consist in:
* Sensing ability: Constant environmental scanning for fresh changes and prospects (Camps
etal., 2016).

* Responding capacity: The capacity to rapidly mobilise resources and change operations to
take advantage of the prospects noted (Hindasah & Nuryakin, 2020).
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» Learning capacity: Capacity to make future impressions and reactions better by means of
experience and feedback (Westover, 2024).

One of the main enablers of agility is organisational learning since it gives companies the
knowledge, skills, and attitudes needed to see changes, test new ideas, and react fast with
successful actions ( Lindskog, 2019).

The Link between Organizational Learning, Resilience, and Agility

The process by which organisational knowledge is gathered, distributed, acquired, and
remembered is known as organisational learning (Li et al., 2024). It is seen as a basic
building block for both organizational resilience and agility (Odor, 2018). Effective
organizational learning empowers organizations to respond effectively to any change in their
market environments while finding innovative approaches to solutions or predicting the
appearance of problems (Camps et al., 2016).

Organizations, through providing opportunities for gathering and building up the information
as well as spreading it, have proven to perceive better and react in a timely manner to
disturbances across their operation conditions (Rupci¢, 2023).

It has been found to enhance organizational learning capability since it is a dynamic skill
deeply rooted in learning culture. As such, a learning organization may be able to predict,
prepare for, and adapt to disruptions (CAMPS et al., 2016).

Organizational learning enables the organization to scan the environment, develop resilience
strategies, and build leadership skills and capabilities that help respond to disturbances
appropriately (Davis-Street et al., 2018). It also promotes agility as it enables fast perception
of and response to changes through the fast acquisition, distribution, and application of
knowledge (Jamali & Keshishian, 2006).

The Role of Employee Resilience and Engagement

Organizational learning is critical to corporate-level resilience and agility, but the resilience
and engagement of individual employees are just as important (Pronk & Ankel, 2024).
Organisations would much benefit from resilient, change-adaptive, capable of learning from
adversity, and involved employees navigating uncertain conditions (Fu & Cao, 2021). As
more dynamic and flexible work schedules emerge, personal resilience of every person
becomes ever more important for the success of an organisation.

Recent studies point to a learning-oriented organisational culture's ability to foster employee
resilience and engagement, so improving organisational performance (Li et al., 2024). A
learning company that supports the growth of skills, knowledge-sharing, and flexible thinking
can help staff members acquire the cognitive and emotional tools they need to bounce back
from mistakes and flourish in the face of change (Gardine & Whiting, 1997). Organisations
that support employee empowerment, offer social support, and inspire risk-taking can also
help to foster very committed and naturally driven employees (Fu & Cao, 2021).
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Experiential Learning and Agility

Extensive research has shown that the development of organisational agility depends on
experiential learning (The Motivation for Creativity in Organisations, 2024). Athamneh &
Jais, 2023). Companies who support a culture of experimentation, learning from mistakes,
and continuous improvement will be more able to sense and respond fast to changes in the
market (Augustine & Joseph, 2024).

By creating a learning culture, organizations allow their employees at all levels to become
involved in the continuous acquisition, dissemination, and application of knowledge
(Avlonitis, 2023). An iterative, "fail-fast" approach to problem-solving enables companies to
quickly test and refine new ideas, enhancing their adaptability to changing client needs and
market conditions (Tachibana, 2023).

A learning culture that views mistakes as opportunities for growth rather than penalizing
them is important in fostering the psychological safety necessary for experiential learning to
thrive (Bransby, 2023).

Organisational learning, staff resilience, and experiential innovation culture may, therefore,
be integrated for cultivating dynamic capacities necessary for the foreseeing, adjusting, and
prosperity of organisations in unpredictable business situations (Malik & Garg, 2017,
Newman et al., 2017).

Leadership as an instrument

Effective organisational leadership is critical for becoming the learning, resiliency, and
agility organization that will successfully navigate uncertain settings (Hargitai & Bencsik,
2023). It includes setting up the foundation for a learning-centric organisational culture led by
leaders through dedicated perpetual learning, promotion of experimentation, and enabling
staff to engage in measured risks (Al-Janabi et al., 2023).

Structured mindfulness activities, such as environmental observation, experiential reflection,
and adaptive strategy modification, may provide leaders with cognitive and emotional
competencies that reflect the characteristics of organisational resilience (Augustine & Joseph,
2024). Furthermore, active investment in team development, encouragement of knowledge
sharing, and enabling of cross-functional cooperation may further enhance the collective
learning skills supporting organisational agility.

Organisations with strong organizational learning capabilities are more capable of predicting
change, responding ahead of the curve, and developing innovative solutions in dynamic
environments (Njuguna et al., 2021).

Organisational Learning in Uncertain Environments

One of the key knowledge and learning tools available to every company to boost its
resilience and adaptability is organisational learning. Effective organisational learning helps
companies to foresee future challenges, adapt to conditions in evolving markets, and create
original solutions (Camps et al., 2016; Malik & Garg, 2017).

By allowing companies to predict, control, and adjust to disruptions, organisational learning

capacity—a dynamic ability based on a culture of learning—has shown to improve resilience
(Sinha & Ola, 2021). Organisational learning lets companies scan their surroundings, create
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resilience plans, and equip the leadership tools and resources required to properly handle
disruptions (CAMPS et al., 2016).

Moreover, organisational learning promotes the speed needed to respond quickly to change
by promoting knowledge acquisition, dissemination, and implementation. Organisational
learning at the corporate level should be necessary to help build resilience and agility, just as
resilience and engagement are required at the employee level (Li et al., 2024) (BCI Resilience
Framework, 2024). Employees who can be resilient, able to adapt, learn from challenges, and
not lose engagement are considered the backbone that helps organizations navigate
challenging times (Reeves & Deimler, 2012) (Davis-Street et al., 2018).

Newer studies suggest that an organizational learning culture can create resilience and
engagement at work and, therefore, enhance performance at the organization (Westover,
2024). An organization that can facilitate the development of new skills, knowledge
exchange, and creative thinking helps employees build up the cognitive and emotional
capabilities to cope with adversity and thrive in a state of flux (Zhu et al., 2022). In addition,
organizations that empower employees, provide social support and ensure safety in taking
risks help develop the natural motivation and commitment found in high-performance
employees (Alshebami, 2021).

Case Studies

Many case studies illustrate the importance of organizational learning in building resilience
and adaptability. A study examining Hurricane Harvey's impact on Texas organizations
identified strong leadership and effective adaptability to change as critical for coping with
unexpected events. The study found that organizational resilience was a result of
organizational learning, which is the process of organizational learning that insights from
everyday operations allow organizations to prepare ahead of time for disruptions (Son, 2020).
A case study of a manufacturing company in an unstable sector found that its capacity to
quickly recognise and react to market changes was much correlated with its dedication to
staff development and ongoing education. The company kept a competitive edge in the
market and managed uncertainty by letting staff members at all levels experiment, share
knowledge, and adapt to new problems (McGill et al., 1992).

Following up on the Dutch home care industry, structural empowerment emerged as a
fundamental component of organisational resilience. According to the research, decentralised
decision-making authority, employee freedom, and a culture of trust help companies to
withstand disturbance and keep their service quality through crisis (Aghion et al., 2020).

These cases together point to the need of organisational learning in building resilience and
agility to run efficiently in demanding surroundings. Organisations acquire dynamic
capabilities to predict, adapt to, and succeed in an environment of change by means of
constant learning, distribution, and application of knowledge (Tan & Olaore, 2022).
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Results

This research project shows that resilience and adaptability are much enhanced by
organisational learning. Those companies who excel in information collecting and circulation
management will be able to predict, control, and react to these disruptions more precisely. By
means of organisational learning, companies can create dynamic capabilities, resources, and
leadership styles capable of rapidly "sense” and "response” to changes in their operational
environment. Every employee's engagement and resilience are crucial in making sure
organisational learning is put into use. This work has shown the very crucial part
organisational learning plays in fostering resilience and adaptability—qualities most modern
companies must be able to deal with given the complexity and uncertainty of the modern
corporate environment.

Important Discoveries:

» Knowledge acquisition, distribution, and application—that is, organisational learning—may
help organisations to be resilient and agile. Organisational learning is crucial in developing a
wish to be resilient and flexible in times of uncertainty, as the research article emphasises
(Patky, 2020; Vakilzadeh & Haase, 2020).

« The results showed that companies who had perfected the acquisition, distribution, and use
of information were more suited to minimise the negative effects of disturbance

* Learning and innovation-oriented companies are probably going to have more strong and
flexible teams since people are enabled and helped to adapt to change and challenge.

» Case studies show that companies with a learning culture and organisational learning
systems are able to scan for new threats, reallocate resources and take advantage of fresh
opportunities in doubtful surroundings.

» This study clarifies why, in terms of resilience and agility—considered as the fundamental
engine for survival and success—solutions-oriented organisational learning is strategic. These
two components are judged essential to survive in a complex and turbulent environment in
the modern world of business (Malik & Garg, 2017; Garrity, 2010; Vakilzadeh & Haase,
2020).

Organisations can build the dynamic capacities required to foresee, react to, and flourish in

the middle of change by emphasising learning, enabling people, and building a culture of
experimentation and flexibility.
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Discussion

The study builds on the use of organisational learning in resiliency and agility enhancement,
which is what we aim to assess in the uncertain surroundings of today. Companies who have
staff training programs, efficient knowledge management, and a learning culture are far more
suited to see and handle fresh difficulties. Future studies should concentrate on knowing what
motivates organisational learning in resilience and agility building as well as possible
influence of context in that process.

In the context of ambiguity, organizations require growing levels of resilience and flexibility.
In this paper, we look at the development of those competencies from the standpoint of the
learning processes in the organization. The ability to create learning organizations makes it
possible to develop dynamic capabilities to sense external change, respond to it, and adapt
internal systems through knowledge acquisition, sharing, and application.

The relationship between organizational learning, resilience, and agility is complex and
interrelated. Further studies need to focus on particular learning processes, practices, and
attributes that promote resilience and agility and how individual and contextual factors
influence them.

Practical Recommendations

1. Learning-centered organizational culture with knowledge creation, sharing, and application
at the core

2. Robust organizational learning processes and structures, such as a knowledge management
system, communities of practice, cross-functional collaboration, etc.

3. Organizational learning opportunities for employees at all levels through self-autonomy,
psychological safety, and growth opportunities.

4. Foster organizational agility by encouraging experimentation, rapid iteration, and the
flexible use of knowledge and resources in response to changing conditions.

Implementing these concepts can help organizations build the resilience and flexibility
needed to navigate a growing, complex, and uncertain business environment.

Conceptual Framework for Cultivating Resilience and Agility in Organizations

Based on the research findings, a conceptual model depicting the interaction between
organisational learning, learning capability, and culture is proposed. This model is primarily
anchored on the premise of an organization’s learning-oriented culture that seeks to acquire,
share, and use knowledge. The transition of learning in the organization as a tool to learning
in an organization as a system paves the way to employee resilience, organisational
resilience, and agility. Therefore, the macro condition for developing organizational learning
capability is a culture of learning, which describes the processes and structures that are
created in the organization to transform and be transformed continuously.

Strengthening the culture of learning and organizational learning capacity improves the
resilience and agility of the employees because they are empowered and psychologically
protected workers who need to adapt, develop, and excel in the face of challenges (Pronk &
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Ankel, 2024). As a result, the increased organizational workforce resilience strengthens the
organizational resilience and agility through which the organization is able to anticipate
better, endure, and respond to disruptive events.

Knowledge Psychological
Acquisition \ Organizational | Learning /' Safety
Dissemination |——_ | Learning Capability | _—» | Resilience
Application _— & Culture | =™ | Agility
Resources / \ _/ \ Empowerment

Figure 1: Conceptual Framework for Cultivating Resilience and Agility in
Organizations

An organization's learning depends on knowledge resources, their acquisition, distribution,
and use. Knowledge management involves developing, storing, accessing, and disseminating
an organization's intellectual resources (Antunes & Pinheiro, 2020). Value, rare, inimitable,
and irreplaceable resources keep the organisation competitive.

Knowledge transfer is sharing freshly created knowledge with those who can apply, develop,
or turn it into new outputs, ideas, and inventions ("Advancing Commercialisation of Digital
Products from Federal Laboratories, 2021"). Sharing knowledge, especially in research, is
also natural (Ismail et al., 2013). Organisations employ knowledge for cooperation, problem-
solving, and decision-making (Easterby-Smith & Lyles, 2011).

Integrating learning at all company levels and encouraging continuous improvement can help
turn organisational learning into a learning aptitude and culture (Marsick & Watkins, 2003).
This requires new methods and behaviours that enable knowledge-based performance
(Marsick & Watkins, 2003). Learning and culture greatly affect employee welfare. Open
communication learning increases psychological safety (Hasan, 2023). Continuous learning
and growth assist staff develop resilience that helps in overcome hurdles (Alerasoul et al.,
2022). Learning capacity helps employees quickly learn new abilities and adapt to changing
times (Alerasoul et al., 2022). A learning culture gives employees the freedom, resources, and
support to control their jobs (potnuru et al., 2019).

This study developed and tested several propositions to understand how organizational
learning contributes to resilience and adaptability in thriving within volatile environments
over the long term. However, the usefulness of this framework will need to be researched and
studied.

Limitations

This study is limited to a cross-sectional analysis and does not explore the longitudinal effects
of organizational learning on resilience and agility. Additionally, the study does not consider
the role of external stakeholders and environmental factors that could influence the
development of organizational resilience and agility.
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Future research could focus on a more comprehensive framework that examines the dynamic
interplay between organizational learning, resilience, and agility, incorporating factors such
as leadership, organizational culture, and external environmental conditions. Longitudinal
studies would also provide valuable insights into how these relationships evolve over time.

Conclusion

The study report depicts the importance of organisational learning as a focal aspect of
fuelling organisational resilience and adaptability. To foster a culture of learning, information
sharing, and adaptability, an organization can face difficult situations and remain competitive.
It is essential to develop a comprehensive human resource development strategy for learning
and development in an organization because individual employee resilience and engagement
are the most crucial components of this. Given the rapid transformation of the marketplace,
these insights from the research will aid firms in achieving the necessary competencies for
sustainable success. In order to enhance the contribution of organisational learning towards
building resilience and agility, we recommend that organisations seek to understand those
areas of their learning strategies that need to be re-evaluated and engage in collaborative
research that has the potential to generate practical solutions (Jamali & Keshishian, 2006;
Garrity, 2010; Vakilzadeh & Haase, 2020; Malik & Garg, 2017).
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