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Uncertainties embedded in the business environment present opportunities 

as well as risks, hence it is indispensable for organizations to become agile 

and streamline with uncertainties. The proposed study investigates the 

nexus among organizational agility, organizational learning capabilities 

and organizational competitiveness. The study examines how 

organizational agility and learning capabilities contribute to 

organizational competitiveness. The underpinnings of the theory of dynamic 

capabilities by Teece and the contingency theory by Fiedler bolster the 

rationale for developing hypotheses in this study. The data is collected from 

197 respondents working in the footwear industry of Pakistan. Data is 

analyzed through the partial least square structural equation model (PLS-

SEM) using Warp PLS. The findings of this study highlight the strategic 

value of organizational agility and learning capabilities to enhance 

competitiveness in organizations. 
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1. Introduction 

 The ever-changing landscape of the corporate world engenders myriad uncertainties 

(Sharifi & Zhang, 1999) and requires organizations to develop capabilities for sensing and 

adapting to these uncertainties. Recently, organizational agility has emerged as a potent response 

to counter the threats of internal and external changing business scenarios (Nafei, 2016). 

Organizational agility is defined as “the ability of an organization to effectively immerse itself in 

its ecosystem, understood as all the entities that interact in a technological, economic, societal and 

cultural environment” (Dupont, 2019, p.1).  

 Organizational agility resolves versatile problems or an organization, for example, it 

provides new solutions to problems emerging from vulnerable environmental situations (Alzoubi 

et al., 2011), agile practices also fix challenges associated with competitiveness and effectiveness 

(Yeganegi & Azar, 2012). Organizational agility is a multidimensional concept and is viewed as a 

set of practices conceptualized by Charbonnier-Voirin (2011), where its four dimensions are tilted 

as practices for mastering changes, human resource value-creating practices, cooperative practices 

and customer value-creating practices.   

 Although organizational ability is viewed as an elixir for troubles arising from 

environmental flux and uncertainties, its optimum effectiveness can only be achieved under the 

presence of organizational learning capabilities. According to Khan (1999), an adequate learning 

system proves to be a helping hand in highly competitive markets, thus highlighting the importance 

of OLC. Evidence also suggests that organizational learning facilitates adapting to external 

realities (Sanaei, 2014), and ensures the successful survival of an organization (Liao & Wu, 2009). 

According to Goh (2003), an organization’s learning capability is reflective of its ability in 

ensuring the set of practices and activities which result in productive learning. Chiva et al. (2007, 

p.226) proposed that OLC are founded on organization-wide acceptance of “experimentation, risk 

taking, interaction with the external environment, dialogue and participative decision making”. 

Moreover, organizational learning is the key to gaining competitiveness and maintaining it for the 

long haul (Armstrong & Foley, 2003; Aslam et al., 2022; Kosiom et al., 2024; Porth et al., 1999). 

 Extant research reveals that both organizational ability and OLC are key factors in 

developing organizational resilience and its survival capabilities. Consequently, there seems to be 

an intuitive link between these two constructs. The nexus between organizational agility and OLC 

is explored in this research article. It is already established that organizational agility promotes 

OLC (Mavengere & Tikkamäki, 2013) and contributes towards organizational growth by yielding 

knowledge, skills and abilities of human assets (Sherehiy, 2008). Furthermore, academicians and 

practitioners both are convinced that adaptability through organizational learning increases the 

effectiveness of the organization (El Badawy et al., 2014). That is why organizational agility comes 

up with those learning techniques that lead to change management (Galliers, 2006). 

 Likewise, changing business situations, rise in competition and complexity along with the 

uncertain demands and conditions of the market highlighted the importance of organizational 
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learning (Fraj et al., 2015; North & Kumta, 2018; Santos-Vijande et al., 2012; Talari & Khoshroo, 

2023). The business environment is getting more complicated with every passing day and it has 

become necessary for today’s organizations to be agile enough to understand and address the 

environmental complications (Zain et al., 2005). Agility facilitates organizations to view a 

multitude of possibilities and make necessary adjustments to align with the environment.  

 The dividends for understanding and adapting to the competitive environment are 

enormous, as Yeganegi and Azar (2012) rightly noted that an appropriate reaction to 

environmental uncertainties results in higher organizational performance. Additionally, Liao and 

Wu (2009) described that the growth and survival of an organization can be achieved by 

organizational learning. Organizational agility empowers organizations to accept and deal with the 

hurdles of changing business environment to nurture organizational competitiveness (Saha et al., 

2016). Similarly, organizational agility and learning capability are the most cardinal factors to aid 

in organizational survival and to sustain competitiveness (Hamad & Yozgat, 2017).  

 In this study, the importance of organizational agility and OLC to attain organizational 

competitiveness is primarily elucidated. Facilitating factors of organizational competitiveness and 

OLC helped to get a clearer image of their connection with organizational agility (Çakmak, 2023). 

The findings of this study provide aid to organizations to cope with unpredictable problems 

constructively. Available research shows that both organizational agility and OLC have been 

examined thoroughly. Few important findings show that organizational learning supports growth 

and survival (Liao & Wu, 2009). Similarly, organizational agility is found to be positively related 

to organizational success (Nafei, 2016). A study in Czech Republic also revealed that 

organizational agility adds to organizational innovative capabilities as well as organizational 

competitiveness (Saha et al., 2020). More evidence comes from a study conducted in Jordan where 

organizational agility influences OLC (Hamad & Yozgat, 2017). 

 Although these earlier studies reveal important insights about the mechanisms of 

organizational agility and learning capabilities, no evidence is presented for the mediating role of 

OLC between organizational agility and organizational competitiveness. This study takes into 

account the mediating role of OLC in the relationship between organizational agility and 

organizational competitiveness in Pakistan. Since Pakistan ranks high in uncertainty avoidance, it 

is difficult to accept change and innovation. The findings of the earlier studies cannot be 

implemented in other countries as there are differences in the economies, cultures and business 

environments (Islam, 2004). Future research recommendations may include a study on the relation 

of business unit agility with organizational capabilities for enhancing OLC (Hamad & Yozgat, 

2017). 

 More specifically, this study focuses on the research question ‘how the impact of 

organizational agility towards organizational competitiveness is mediated by organizational 

learning capabilities?’ 
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2.  Literature Review 

2.1 Theoretical Foundation 

 The theoretical support for current research is derived from the Theory of Dynamic 

Capabilities by (Teece et al., 1997). This theory supports the ability of an organization to re-design, 

re-arrange and re-integrate a continuously changing business environments (Teece et al., 1997). 

The theory further proposes that organizational dynamic capabilities are an amalgamation of three 

critical factors; (a) sensing: identifying the business opportunities, (b) seizing: re-constructing the 

procedures, processes and models to align with the changing situations, and (c) transforming: 

aligning with the changes (Teece, 2014).  

 The theory of dynamic capabilities aims for an organization to achieve its competitive 

advantage, specifically by focusing and re-designing its capabilities. Constant changes in the 

market cannot affect the position and performance of the organization when ultimately agility 

comes through continuous practices (Teece, 2018).  

 Another important theoretical component that comes into play is contingency theory 

(Fiedler, 1964). Contingency theory provides an understanding of the influence of technological, 

market and environmental factors on the function and design of the organization (Islam, 2004). 

Contingency theory confirms that organizations cannot work with a single structure to stay in the 

market and compete successfully. Instead of relying on a single strategy to handle all situations, 

organizations need a balance between changing situations and their capability mix.   

 Organizational structure, information system and organizational size should be aligned to 

perform effectively in every situation (Woods, 2009). Contingency theory informs that no 

organization can develop and sustain in one best way as different circumstances come with 

uncertain issues to resolve with unique solutions so to deal with such situations organizations 

should be proactive and learn to respond effectively (Okumus et al., 2010). It is considered as one 

of the most appropriate approaches to deal with dynamic environmental conditions because it 

offers flexible processes to create, develop and implement business strategies (Prajogo, 2016).   

 Organizational flexibility can help in improving and developing agile practices which leads 

to handling unpredictable situations and results in efficient outputs. Agile organizations are more 

competent to face uncertain working environments and unseen changes which means agile 

practices contribute to attaining new opportunities and customer’s changing demands (Shafer et 

al., 2001). In previous studies, contingency theory mentioned organizational agility as a prime 

factor in achieving competitive advantage and an organizational coping strategy (Appelbaum et 

al., 2017). 

2.2 Hypotheses Development 

2.2.1 Organizational Agility and Organizational Competitiveness 

 Agility is the potential of an organization to sense the changes in the business environment 

and respond accordingly (Overby et al., 2006). The uncertainties of complex business 
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environments can be neutralized in creative ways using organizational agility (Sambamurthy et 

al., 2007). In view of Charbonnier-Voirin (2011, p.132), organizational agility is a set of practices 

such as “practices directed towards mastering change (PDTM), practices valuing human resources 

(PVHR), cooperative practices (CP) and practices valuing customer creation (PVCC)”. Each set 

of practices helps an organization to develop a posture corresponding to the external environment.  

 PDTM, allows organizations to have a flexible structure where it is feasible to quickly 

respond and adapt to critical changes (Goldman & Preiss, 1995). Mastering changes makes it 

possible for the organization to react to change and to take correct measures for un-predicted 

situations (Charbonnier-Voirin, 2011). PVHR, creates value for the employees by allowing them 

to participate in decision-making, giving a flexible work environment and enhancing their 

creativity (Charbonnier-Voirin, 2011).  

 Employee empowerment and knowledge enhancement make agile management successful 

(Lin et al., 2006). CP introduces internal and external cooperation like partnerships with suppliers 

enabling closer coordination (Goldman & Preiss, 1995). An agile firm follows the strategy of 

having a good opportunistic pool with the competition so that it can respond positively to the 

market demands (Yaghoubi & Dahmardeh, 2010). PVCC, creating value for customers comes with 

providing satisfaction and it happens when an organization has all the solutions feasible for the 

customers in any impromptu situation (Goldman & Preiss, 1995).  

 Organizational agility, in terms of all its dimensions, has the potential to neutralize the 

adverse impacts of complex business environments. Recently it has been found that organizational 

agility reduces the negative impact of technological and competitive uncertainties on 

organizational creativity (Darvishmotevali et al., 2020). Hence, organizational agility can be 

viewed as a strategic tool to enhance competitiveness. A competitive organization keeps up with 

the competition by developing a better supply chain (Ansoff, 1965), develops a better strategic 

posture (Porter, 1980). Agility develops acute sensing capabilities in organizations for decoding 

environmental complexities and gives enough flexibility so that the organization can alter its 

internal mechanism to align with the external world. As a result, it becomes an effective approach 

to embrace a competitive environment (Shahrabi, 2012), therefore by adhering to the practices of 

agility, an organization can achieve fit with the external environment.  

 Dove (2003) asserted that holding, sharing and managing knowledge effectively, 

represents agility of the organization, thus, knowledge upgradation, and skill enhancement 

improve the organization’s competitiveness. In other words, agility can enhance organizational-

wide skills, knowledge and abilities, thus enabling it to beat competition and surpass competitors. 

In this study, organizational competitiveness has been conceptualized as a single-dimensional 

variable. Based on the theoretical discussion above, following hypotheses are proposed for the 

relationship between organizational agility and organizational competitiveness. 

H1: Organizational competitiveness is significantly affected by: PDTM (H1a), PVHR (H1b), 

CP (H1c), and PVCC (H1d) 



Research Journal for Societal Issues
           Vol 6 No 2 (2024): 439-459          

444 

 

2.2.2 Organizational Agility and Organizational Learning Capabilities 

 Agile organizations adeptly respond to new changes (Overby et al., 2006), effectively 

manage competitive pressures (Gunasekaran, 1998), efficiently acquire new knowledge and 

learning (Mavengere & Tikkamäki, 2013), and possess creative capabilities (Sambamurthy et al., 

2007). Certain set of practices i.e., PDTM, PVHR, CP and PVCC, are at the heart of obtaining 

agility (Charbonnier-Voirin, 2011). All these practices have a profound impact on OLC, defined 

as “the capacity (or processes) within an organization to maintain or improve performance based 

on experience” (DiBella et al., 1996, p. 363). An organization’s ability to apply an appropriate set 

of management practices and develop an effective structure that is conducive to employee learning 

(Goh, 2003) reflects OLC in practice. OLC has also been termed as a key players in enhancing 

knowledge and learning throughout the organization (Baškarada & Koronios, 2018).  

 Organizational learning capability enables the personnel of an organization to learn and 

adopt new knowledge (Hashim & Review, 2013), thus, providing an organization with updated 

knowledge, better skills and re-constructing strategies to support learning practices and accomplish 

the organization’s goals ultimately (Sherehiy, 2008). Since PDTM, PVHR, CP and PVCC are 

anchored around important knowledge practices, therefore organizational agility has direct impact 

on an organization’s learning capability. The variety of resources held by an organization supports 

learning practices and directly encourages human resources to deliver competitive work 

(Ambrosini, 2003). In this perspective, PDTM allows the necessary flexibility of structure making 

swift adjustments, adapting to the environmental flux (Goldman & Preiss, 1995) and taking correct 

measures for unpredicted situations (Charbonnier-Voirin, 2011). 

 Similarly, the reflection of new skills and abilities in the performance of personnel depicts 

that learning occurs in the organization (Senge, 1990). In this regard, PVHR encourages 

participative decision-making, the flexibility of the work environment and using a novel approach 

(Charbonnier-Voirin, 2011). In other words, learning capabilities are inculcated among the 

organizational personnel by practicing of valuing human resources. Organizational agility creates 

a proactive sense and response abilities and organizational learning supports updated knowledge 

and skills therefore organizational learning and organizational agility contribute in amplifying 

performance and developing competitive advantage (Mavengere & Tikkamäki, 2013).  

 Furthermore, OLC refer to an organization's ability to acquire, assimilate, and apply 

knowledge from both internal and external sources (March, 1991). It is also documented that 

collaboration with partners is instrumental in becoming agile (Farsani et al., 2012). In this regard, 

CP facilitates internal and external cooperation like building partnerships with suppliers and 

exchanging knowledge among individuals at the workplace (Goldman & Preiss, 1995). Helfat and 

Peteraf (2009) suggest that organizational agility is closely linked to the ability to learn from 

experience and adjust strategies accordingly. They argued that learning capabilities enable 

organizations to develop the necessary skills, knowledge, and routines to respond effectively to 

changing circumstances. In this regard, PVCC provides satisfaction and it happens when an 
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organization has all the solutions feasible for the customers in any impromptu situation (Goldman 

& Preiss, 1995). After the review of relevant literature, we have abstracted the following 

hypothesis. 

H2: Organizational agility (PDTM, PVHR, CP and PVCC) has significant effect on 

organizational learning capability. 

2.2.3 Organizational Learning Capabilities and Organizational Competitiveness 

 With competitive pressures continuously increasing, organizations are on the lookout for 

new strategies to remain competitive and financially viable. The answers to the woes for remaining 

competitive lie in acquiring new knowledge and becoming an active learner. Organizational 

learning capability is the capacity to learn and adopt any new knowledge and then convert it for 

any new process or procedure to gain effective output and competitive advantage (Hsu & Fang, 

2009). OLC enables an organization to bring all those skills into use which can be a source of 

achieving a competitive advantage (Alikhani & Fazlollahtabar, 2014). Thus, OLC can be translated 

into a new and improved set of products and services adding to its competitiveness.  

 Since OLC lead an organization to promote a system of knowledge sharing and continuous 

learning, therefore the organization can leverage a competitive advantage over others moreover 

agile practices can collaborate with learning to achieve a competitive advantage (Farsani et al., 

2012). By virtue of its learning capabilities, an organization can improve its sensing and 

forecasting capabilities thus it is in a better position to leverage business opportunities (Teece, 

2007), hence gaining a competitive advantage. Learning capabilities are known to assist in 

diminishing the negative effects of the revelation of any change in the internal or external business 

environment thus enabling to re-adjust the resources to gain competitiveness (Slater & Narver, 

1995). Based on our understanding of the extant literature for both OLC and organizational 

competitiveness, the following hypothesis is proposed 

H3: OLC has a significant effect on organizational competitiveness. 

2.2.4 Mediation of Organizational Learning Capabilities in the Relationship Between 

Organizational Agility and Organizational Competitiveness 

 A mediating variable is a variable that establishes the relationship between dependent and 

independent variables. In other words, the influence of independent variables on dependent 

variables is explained by the presence of a mediating variable. Current research takes OLC as 

mediating variable, where it is influenced by organizational agility and in-turn it influences 

organizational competitiveness. As noted earlier, agile organizations have a set of practices that 

allows organizational members to learn new skills and become more knowledgeable, 

consequently, agility has an impact on learning capabilities.  
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 Since agile organizations are mastering change (PDTM), value their personnel contribution 

(PVHR), have established cooperative networks (CP) and create value for their customers (PVCC), 

therefore a culture is established where experimentation is a routine activity, risk-taking is 

acceptable, and dialogue is encouraged for acquiring and interpretation of employee knowledge, 

consequently learning capabilities are developed.  

 On the other hand, an organization equipped with learning capabilities is not only more 

efficient and effective but also better at innovation and understanding market trends. As a result, 

these learning capabilities develop ways to outperform competitors, reduce uncertainties, create 

superior quality products and be innovative (Alikhani & Fazlollahtabar, 2014; Chen et al., 2009; 

Darvishmotevali et al., 2020), thus securing the competitiveness of the organization. As learning 

capabilities are related to both organizational agility and organizational competitiveness, therefore, 

the variable takes on a mediating role.  

H4: Through the mediation of OLC, organizational competitiveness is significantly affected by: 

PDTM (H4a), PVHR (H4b), CP (H4c), and PVCC (H4d). 

 

Figure No 1: Theoretical Framework 

             

 

 

 

 

 

 

 

 

 

Notes: PDTMC = Practices directed towards mastering change, PVHR = Practices valuing human 

resources CP = Cooperative practices, PVCC = Practices valuing customer creation, OLC = 

Organizational Learning Capabilities, OC = Organizational Competitiveness. 

 

3. Methodology 

3.1 Research Design, Population and Sample 

 The research is conducted in the footwear industry of Pakistan. PFMA (2024, para 1) 
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customers – -men and women, boys and girls, pedestrians and joggers, business executives and 

bureaucrats, office goers and hawkers, squash and hockey players, cricketers and footballers, 

mountaineers and foresters, policemen and soldiers, specially designed footwear for the disabled, 

in fact, all those who need footwear according to their choice and special requirements”. The 

industry does not only cater to the needs of the 250 million Pakistani population but also exports 

footwear worth USD 26.787 million during the months of July-August 2021, an increase of 

19.17% from July-August 2020, to the different developed and developing countries of five 

continents of the world (PFMA, 2024).  

 Thus, the footwear industry is one of the growing industries of Pakistan not only in terms 

of size and adapting the latest developments in modern footwear technology and technical 

knowledge to compete in the global market. Recently, the industry adapted state-of-the-art designs 

and patterns developed in European countries and innovated new and trendy designs by using their 

innovative skills (PFMA, 2024). In the recent past, various footwear manufacturers have added 

new service brands to their existing products. 

 Further, these companies have incorporated modern information and communication 

technologies in their operations and started using the latest marketing modes such as social media, 

email marketing, etc. to attract the potential market base. Footwear companies competing in the 

global market seem to be agile enough, having sufficient learning capabilities and competitiveness, 

making the sector an appropriate case to conduct this research.  

 In total, 15 footwear manufacturers exporting their footwear and working in the vicinity of 

Lahore, Gujranwala, Sialkot and Gujrat were approached for data collection. Respondents were 

carefully selected through judgmental and snowball sampling (Saunders et al., 2009) considering 

their understanding of the understudy variables via face-to-face survey. They were further briefed 

about the purpose, methodology, and potential usefulness of the research and their queries were 

addressed on the spot. An assurance was given to the respondents that their identity would strictly 

be kept anonymous and would not be disclosed to anyone or at any forum. Further, it was clearly 

expressed that the research is purely an academic activity, the data given by them will be kept 

confidential and will not be used for any commercial activity. In total, 300 questionnaires were 

administered, out of which we received 243 questionnaires with a total response rate of 81%.  

 However, we rigorously checked whether each questionnaire was filled up properly and 

completely and found 46 questionnaires incompletely and inappropriately responded. Thus, we 

were left with 197 questionnaires completed in all respects with an active response rate of 66% 

which were further used in the study for data analysis. As we used WarpPLS 7.0 for data analysis, 

we calculated the required sample size through the sample software package using the Gamma 

exponential method and inverse square root method power of estimation (Cohen, 1987, 1992; 

Kock, 2016).  

 Thus, according to the guidelines of Kock and Hadaya (2018), we considered the default 

values: minimum absolute significant path coefficient = 0.197, significance level = 0.05, and 
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required power level = 0.80, indicating that a minimum of 146 and 160 responses for the above-

mentioned methods respectively are enough to run the PLS-SEM in WarpPLS. The sample size of 

197 of this research suffices for this requirement.  

3.2 Measures 

 Previously developed instruments with established validity and reliability are used for data 

collection purposes. Measures of organizational agility are adapted from the scale developed by of 

(Charbonnier-Voirin, 2011). Sample item statements from this scale are “our organization is fast 

in identifying consumer’s changing demands”. The construct of organizational learning capability 

was measured using eight items adapted from the study of Chiva et al. (2007). A sample item is 

“people here receive support and encouragement when presenting new ideas”. To measure 

organizational competitiveness using a six-item scale from the study of Vandenbosch (1999) and 

made necessary customizations to make it fit with the current research. A sample item is “our 

organization moves faster than the competitors”. The data was collected on a five-point Likert-

type scale 1 ranging from 1 being strongly disagree to 5 being strongly agree.  

4. Results 

 For analysis of data, Partial Least Square Structural Equation Model (PLS-SEM) using 

WarpPLS7.0 is used in this research paper. This analysis technique is popular for its flexibility, 

robustness and rigor (Haenlein & Kaplan, 2004; Hair et al., 2017). PLS-SEM also offers another 

important advantage i.e., it can be used for relatively smaller sample sizes (Chin et al., 2003). 

Furthermore, using PLS-SEM is advantageous, as it can run all tests in a single model that are 

required in research such as reliability, validity, multicollinearity, and regression analyses. PLS-

SEM is run in two stages. In the first stage, we run a measurement model to test the data's validity, 

reliability, multicollinearity, and common method bias (CMB). The second stage comprises the 

structural model applied to compute the relationships between the study’s variables and the 

hypotheses. 

4.1 Measurement Model 

 In the measurement model, we first test the convergent and discriminant validity of the 

data. The confirmatory factor analysis presented in Table 1 reflects the loading of each item into 

its corresponding latent variables (Hair et al., 2019). Considering the criteria of factor loading > 

0.50, the item statements of all variables are found to be valid and thus retained in the model for 

further analysis (Hair et al., 2019). The average variance explained (AVE) for each variable is  
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Table No 1: Convergent Validity, Reliability, Multi-collinearity 

  PDTMC PVHR CP PVCC OLC OC P 

value PDTMC1 0.723      <0.001 

PDTMC2 0.831      <0.001 

PDTMC3 0.822      <0.001 

PVHR1  0.886     <0.001 

PVHR2  0.845     <0.001 

PVHR3  0.852     <0.001 

CP1   0.847    <0.001 

CP2   0.857    <0.001 

CP3   0.865    <0.001 

CP4   0.876    <0.001 

PVCC1    0.891   <0.001 

PVCC2    0.901   <0.001 

PVCC3    0.898   <0.001 

PVCC4    0.501   <0.001 

OLC1     0.584  <0.001 

OLC3     0.659  <0.001 

OLC4     0.726  <0.001 

OLC5     0.771  <0.001 

OLC6     0.792  <0.001 

OLC7     0.754  <0.001 

OLC8     0.749  <0.001 

OC1      0.754 <0.001 

OC2      0.807 <0.001 

OC3      0.817 <0.001 

OC4      0.831 <0.001 

OC5      0.846 <0.001 

OC6      0.84 <0.001 

        

AVE 0.63 0.741 0.742 0.657 0.522 0.666  

CR 0.836 0.896 0.92 0.879 0.883 0.923  

Adj. R2 - - - - 0.33 0.21  

Full Col. VIF 1.176 1.289 1.449 1.197 1.571 1.223  

Notes: AVE = Average Variance Explained, CR = Composite Reliability, Full Col. VIF = Full Collinearity Variance 

Inflation Factor. 

 

 Also presented in Table 1 which is higher than the cut-off value of 0.50 for each variable 

(Byrne, 2010). These measures indicate that the data has the required level of convergent validity. 

We further test the convergent validity using Fornell and Larcker’s criteria (Fornell & Larcker, 

1981). As presented in Table 2, the square roots of AVE are higher than the paired correlation. 

We also ensured discriminant validity through HTMT ratios as shown in Table 3. In other words, 

the intra-construct correlation is higher than the inter-construct correlation in the case of each 

variable indicating that each variable stands distinct from other variables and has the required level 
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of discriminant validity. Further, the reliability of the study’s variables has been ensured through 

composite reliability, as shown in Table 1 (Henseler et al., 2015). This research is cross-sectional 

and the data has been collected at a single point in time thus CMB’s test following Herman’s 

guidelines (Kock, 2020) has been applied. 

 Following this method, we loaded the item statements of all latent variables into a single 

construct and ran the model. The AVE of the single latent variable model is 0.236 – quite less than 

the threshold value i.e. 0.50 (Kock, 2020), indicating that there is no issue of CMB in the data. 

Table 1 also reports R2 and adjusted R2 indicating the variance explained in the dependent 

variable by its independent variables. Lastly, the variance inflation factor (VIFs) for all variables 

are presented in the table ensuring that the data is free from the issue of multi-collinearity 

considering its cut-off value i.e. < 3.30 (Aiken et al., 1991). The structural model is presented in 

the next section.  

 

Table No 2: Discriminant Validity – Fornell and Larcker Method 

  PDTMC PVHR CP PVCC OLC OC 

PDTMC (0.794)      

PVHR -0.302 (0.861)     

CP -0.146 0.359 (0.861)    

PVCC 0.116 0.072 0.08 (0.811)   

OLC -0.057 0.289 0.501 0.324 (0.722)  

OC -0.223 0.254 0.166 0.246 0.301 (0.816) 

Notes: Square roots of AVE are shown on diagonal.  

Table No 3: Discriminant Validity (Hetero Trait and Mono Trait Ratios (HTMT)) 

 Variables PDTMC PVHR CP PVCC OLC OC 

PDTMC        

PVHR 0.400***       

CP 0.187*** 0.422***      

PVCC 0.167*** 0.088*** 0.091***     

OLC 0.150*** 0.351*** 0.587*** 0.382***    

OC 0.283*** 0.293*** 0.186*** 0.274*** 0.343***   

Notes: Good if < 0.90, Best if < 0.85. P values: *** = <0.001 

4.2 Structural Model 

 After testing the statistical assumptions of the data, we present the structural model in 

Figure 1 which reports the coefficients of the relationship between different variables along with 

their significance level. Table 4 also presents the results of each path analysis along with the 

decision  
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Figure No 2: Structural Model 

 

 

 

 

 

 

 

 

 

Table No 4: Decisions of Hypotheses 

Hypothesis 

No. 

Independent 

Variable 
Mediating Variable 

Dependent 

Variable 

Path Co-

efficient 
Decision 

1a PDTMC - OC 0.25*** Supported 

1b PVHR - OC 0.22*** Supported 

1c CP - OC 0.09 Not 

Supported 1d PVCC - OC 0.11 Not 

Supported 2a PDTMC - OLC 0.37*** Supported 

2b PVHR - OLC 0.34*** Supported 

2c CP - OLC 0.36*** Supported 

2d PVCC - OLC 0.23*** Supported 

3 OLC - OC 0.38*** Supported 

4a PDTMC OLC OC 0.14** Supported 

4b PVHR OLC OC 0.12* Supported 

4c CP OLC OC 0.14** Supported 

4d PVCC OLC OC 0.09* Supported 

***. Significant at 0.01 level 

**. Significant at 0.01 level 

*. Significant at 0.05 level 

 of the hypotheses. As shown in the figure, the first dimension of organizational agility 

PDTMC has significant and positive effects on OC [β=0.25, p<0.001], providing significant 

support for hypothesis 1a. Hypothesis 1b conceived the positive effects of the second dimension 

of organizational agility PVHR on OC which is supported as well [β=0.22, p<0.001]. The third 

dimension CP significantly positively affects OC [β=0.09, p>0.05], indicating that hypothesis 1c 

H2d:0.23*** 

H1b:0.22*** 

H2a:0.37*** 

H2b:0.34*** 

H2c:0.36*** 

H1a:0.25*** 

H1d:0.11 

H1c: 0.09 

H3:0.38*** 
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is not supported. Likewise, PVCC is found to have insignificant effects on OC [β=0.11, p>0.05], 

providing no support for hypothesis 1d.  

 Further, OLC is found to be positively and significantly affected by PDTMC [β=0.37, 

p<0.001], PVHR [β=0.34, p<0.001], CP [β=0.36, p<0.001] and PVCC [β=0.23, p<0.001] 

indicating that hypotheses 2a, 2b, 2c and 2d are supported. Further, OLC is reported to have 

significant and positive effects on organizational OC [β=0.38, p<0.001] thus, hypothesis 3 is 

supported. Apart from the direct effects, it is also hypothesized in this research that the four 

dimensions of organizational agility have significant effects on OC through the mediation 

mechanism of OLC. It is found that through the mediation of OLC, OC is significantly affected 

by PDTMC [β=0.14, p<0.01], PVHR [β=0.12, p<0.05], CP [β=0.14, p<0.01] and PVCC 

[β=0.09, p<0.05], providing support for hypotheses 4aa, 4b, 4c and 4d are supported. The next 

section discusses these findings in the light of existing literature and the context of this research.  

5. Discussion and Conclusion 

 Being agile means that an organization can continuously keep track of technological, 

social, market, and other uncertainties to adopt an appropriate strategic posture. By virtue of 

organizational agility, managers can construe a better sense of marketplace uncertainties and shun 

negative ramifications. Like organisms, organizations also need sensing and adapting capabilities 

to survive in the competitive ecosystem of the corporate world.  

 Since agility enables organizations to quickly adapt to new circumstances, respond to 

customer demands, and seize opportunities (Gunasekaran, 1998; Overby et al., 2006), the learning 

becomes an integral part of agility practices. Organizational agility nurtures sensing and adapting 

capabilities and helps in securing competitive advantage. A firm’s competitiveness emerges when 

an organization responds to the environmental pressures, risks and opportunities in a superior 

fashion to its competitors. Organizational practices i.e., PDTM, PVHR, CP and PVCC infuse 

agility in an organization and realize its potential of attaining competitive advantage.  

 Organizational agility as a function of PDTM, PVHR, CP, PVCC provides means and 

mechanisms to learning as well as gaining competitiveness. The component of PDTM allows an 

organization to scan the business environment to anticipate risks and gain market information in a 

timely fashion. Consequently, this function allows the organization to learn about new trends, 

develop new products and offer new solutions to customer needs. This function also paves the way 

for accepting a culture of change, hence organization does not become a closed system or stagnant 

relative to competition. The PDTM practices support creativity and continuous innovation in the 

organization hence increasing knowledge repository and enhancing learning capabilities. 

 Similarly, the practices of PVHR also support organizational learning and ensure 

organizational competitiveness. PVHR enables organizational personnel to rapidly transmit new 

learning to others hence skill bases are broadened in the organization. Moreover, PVHR aims to 

build new skills of employees in line with future firm needs and establishes an evaluation system 
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that connects individual employees’ learning to organizational objectives. These practices 

therefore allow employees to learn from each other and embed new knowledge into organizational 

routines and systems, thus increasing organizational learning capabilities and performing activities 

in a superior way than competitors. Practices valuing human resources, such as employee 

empowerment and participation in decision-making, create an environment that fosters continuous 

learning and skill development (Charbonnier-Voirin, 2011). OLC are enhanced through the 

promotion of experimentation, risk-taking, interaction with the external environment, dialogue, 

and participative decision-making (Chiva et al., 2007). 

 Cooperative practices as a set of agility functions also support organizational learning 

capabilities and increase organizational competitiveness. CP establishes a mesh of relationships 

among employees by facilitating internal cooperation, linking people with diverse skills and 

profiles and making teamwork a norm. This network of cooperation facilitates the flow of ideas 

and increases the knowledge repository in the organization. CP also develops partnerships with 

external organizations to leverage opportunities as they emerge, consequently, the organization 

adds to its learning capabilities and develops products and services superior to its competitors. 

 The agility practices of PVCC also make unique contributions toward organizational 

learning capabilities and organizational competitiveness. This function enables the organization to 

track customers’ needs and preferences precisely and to establish long-term cooperation with 

customers. This function also focuses on creating superior value for customers and offering 

innovative products. The execution of this function brings valuable customer-related knowledge 

to the organization. This knowledge improves learning capabilities and enables the firm to beat 

the competition.  

5.1 Theoretical Contributions 

 This paper adds to the robustness of the constructs of organizational agility, OLC and 

organizational competitiveness. The finding proves that the proposed framework establishing a 

link between organizational agility and organizational competitiveness is consistent with the 

predictions of the theories i.e., the theory of dynamic capabilities and contingency theory. The 

research framework adds to the existing knowledge by demonstrating that organizational agility 

as a set of practices i.e., PDTM, PVHR, CP and PVCC increases competitiveness enabling a firm 

to survive in the complex business environment. 

 Furthermore, the finding of this paper also establishes the relevance of theories i.e., 

organizational agility and OLC with the organizational practices. For example, the data collected 

from respondents and tested for the proposed hypothesis shows that theoretical predictions have 

empirical support rendered by this paper’s findings. The tenets of dynamic capabilities and 

contingency theory both have been explained for their impact on competitiveness as well as impact 

on agility and learning capabilities. 
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5.2 Practical Implications 

 The findings of this study also hold practical implications for business managers. The 

findings can be applied to the real-world problems of a complex business environment. Business 

managers on a routine basis deal with the challenges of dynamic and complex business 

environments. By understanding the findings of this study, a business manager can devise 

strategies to minimize the negative impact of dynamic and uncertain business environments. For 

instance, business managers can implement organizational agility practices to counter the threats 

of complex business environments. This paper explains in detail how agility practices including 

mastery, recognizing the value of human resources, and developing cooperative networks and 

mechanisms to create customer value will generate a positive impact on organizational learning as 

well as competitiveness.  

 Business managers can take an inventory of practices at their respective organizations and 

compare those with the scope of practices outlined in this research paper. In case they fall short of 

the agility practices at their respective organizations, they need to inculcate new practices to their 

personnel so as to leverage organization wide competitiveness. Similarly, business managers can 

also compare learning practices at their respective organizations with the set of learning practices 

mentioned in this paper. By doing so they can overcome any shortcomings of learning practices 

and increase their repository of learning capabilities. 

 An important implication of this research paper is related to policy-making in 

organizations. Since leadership ensures the availability of necessary resources and support for 

fostering agility and learning practices within the organization, therefore, they can take insights 

from this research and make polices facilitating the fostering of organizational agility and learning 

capabilities. The policy side can also benefit from this research by isolating important learning 

capabilities and developing policies for acquiring, disseminating of knowledge across the 

organization.  

5.3 Limitations and Future Direction of the Study  

 One of the limitations of the current study is its limited focus on specific industries and 

organizational contexts, consequently, the generalizability is limited. Future research can explore 

a broader range of industries and include a larger sample size to enhance the external validity of 

the findings. Additionally, longitudinal studies could provide a deeper understanding of the long-

term effects of organizational agility and learning capabilities on competitiveness. The following 

limitations appeared prior and during the research in this domain. Due to time and resource 

limitations inherent in a master's thesis, the study may be constrained in terms of data collection 

and analysis. A longer timeframe or larger-scale study might provide a more comprehensive 

assessment of the effects of organizational agility on organizational competitiveness and the 

mediating role of OLC. 
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 All variables of this study are related to organizational practices, variables with employee-

level relevance weren’t incorporated in this study. Future research can expand by incorporating 

employee-level variables. For example, employee empowerment, team trustworthiness, job-

related cognition, etc. These are a few of the important employee-related variables which can be 

incorporated into future research models.  
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